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Abstract: Recognizing that current theories of organizational supports mainly focus on perceived organizational
support, we operationalize the level of perceived support in terms of organizational, supervisory and coworkers.
Testing our hypothesis on 150 production employees of Ready-Made Garment (RMG) industry in
Bangladesh, we find that there is a positive relationship between perceived supports and employees’
performance. The findings of the study show that perceived organizational, supervisory and coworkers’
supports explained 56.4% variance of their in-role performance, whereas these three variables comprised 46%
variance of extra-role performance. Among the entire hypotheses perceived organizational support showed a

highest beta value (0.493) with employee in-role performance.

Key words: Perceived support -
industry (RMG)

In-role performance -

Extra-role performance + Ready-made garment

INTRODUCTION

Employees of the organization make the dramatical
differences related with organizational
performance, competitiveness and the ultimate business

innovation,

success [1]. Employees through their performances
ensure the survival and development of the organization
in a hypercompetitive environment [2]. Therefore
employee and their contribution should be treated as
the most vital element of every organizationsuccess [3].
This scenario is well portrayed in the development of
Ready-made garment (RMG) industry in Bangladesh.
This industry occupies a unique position in the country’s
economy as well as in the foreign earnings of the country
[4]. Local literature in this area also argues that the
advancement ofRMG industry largely depends on the
valuable efforts and contribution of the employees [5].
obligatory of their
individualdevelopment as well as industry’s development
of the RMG sector of Bangladesh [6].

On the other hand, employees view organization
concerningthe extent to which their organization values
their contributions and caresabout their well-being [7].

Employee contribution is

Organizational support theory is developed considering
the nature and outcomes of such perceived organizational
support (POS) [8]. The theory assumes that employee’s
trade off their effort and dedication totheir organization
for POS based on the norm of reciprocity [7]. A large body
ofevidence(meta-analysis) indicates that POS has strong
effect on four employee outcomes (organizational
commitment, job satisfaction, performance and intention
to leave) [9]. Consistent with this findings, local
researchers of Bangladesh also suggest the RMG
organizations to care and value the employees for
sustaining the growth trend of the industry.

Local researchers like [10] reveal that for increasing
the performance of the employees organization should
motivate them and treat them as the valued resources.
Organizational concern for employees will eventually
enhance their commitmentto and attachment with the
organization [5]. Suitable support from management
will enhance their level of satisfaction and devotion
organizations’ objectives [11, 12].
More specifically, employees in this industry deserve the

to achieve the

appropriate recognition as return for their contribution to
the organization [11, 5].
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Further the support of the supervisor is also
important for labour oriented organization especially in
RMG industry. [4] recommended that supervisor’s
commitment to their subordinate is vital to increase their
performance as supervisors with  their
subordinates. [12] recommends that supervisor’s positive
behavior can make the employees more committed and
devoted to their work for the development of the
organization. Likewise, coworker’s support is also
considered important for enhancing both the task oriented
and non-task oriented performance of employees.
Coworkers are considered as the family member within the
organization and their relation with one another has the
significant influence on both their attitude and behavior.
[5] reveal that coworkers’cooperation with each other
helps their wok life easier and also increase the sense of
sharing tendency of their non-work activities.

Therefore it can be asserted that support from the
organization is the mechanism for making employees more
organization oriented through their in-role and extra-role
performance. In-role performance achieves task-oriented
objectives [13] and extra-role performance promotes
organizational culture of cooperation and friendly
behavior through promoting organizational citizenship
behavior (OCB) [14]. RMG organisationsshould take the
responsibility of enhancing employee in-role and extra-
role performance. A research report published in a popular
daily newspaper the “ProthomAlo” [15] regarding RMG
employee reveals that organizations can gain the
competitive advantage and their employee will be
competent like as the Chinese workers if they are able to
provide proper support to the employees and can assure
better management practices. In this paper we suggest
that social supports in the forms of POS, supervisory and
coworkers’ support will be positively related to
employee’s both in-role and extra-role performance.

arecloser

Early researchers also find that organizational
support [8] supervisory support [16, 17] and coworkers
support [18] are indispensable for the employees to
concentrate on the advancement of the organisation
through enhancing their performance. Previous literatures
in this arena find significant influence of POS on different
attitudinal and behavioural outcome of employee for
instance, job satisfaction [19], organizational commitment
[20], turnover intention [21, 22] and work family conflict
[23]. Researchers also find the effect of different
dimensions of organisational supports on employee
behavioural outcome such as POS and employee in-role

performance [24, 25], POS and employee extra-role
performance [7], supervisor support and employee
performance [26, 17], coworkers support and employee
performance [18].

However, there is lack in identifying the influences of
three dimensions of perceived supports (POS, perceived
supervisory support and coworkers support) on employee
performance. The relationship between perceived
supports  including its (perceived
organizational, supervisory and coworkers support) and
employee behavioural outcome (employee performance:
in-role and extra-role performance) is also a research gap
in the developing country context. Moreover, in the
context of Bangladesh, analyzing the relationship between
perceived supports and employee performance is found
a gap in previous studies as well. Therefore, the present
study focuses its attention on three different aspects of
perceived supports (organizational, supervisor and
coworkers) and their influences on both employee in-role
and extra-role performance.

The present focus is on employee in-role and extra-
role performance because both indicate a more holistic
contribution [27] and more effective employee outcomes
for the organization [28]. Thus, the theoretical model of
this study is exhibited in Figure 1 representing the
relationship between perceived supports (perceived
organizational, supervisory and coworkers support) and
employee performance (in-role and extra-role).

dimensions

Literature Review and Hypothesis

Employee Performance: Performance is the behavioural
outcome of employee in the organisation indicating their
efforts towards the job as well as the organization. [29]
argued that performance is the combined value of
employee’s both direct and indirect contribution towards
the objectives of the organization. Therefore, the concept
of employee performance is defined as the combination of
both the work related and non-work related efforts to the
organization based on their job design [30]. Employee
performance can be clarified based on in-role and extra-
role performance. [31] delineate in-role performance is the
behaviors of employee intended to accomplish the
organizational objective allocated to them according to
their job description. Work related performance are
considered as the most influential and has gain more
attention by the organsation [32] and typically regarded
as the ultimate responsibility for which employees are
employed to perform based on the concept of reciprocity.
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Fig. 1: Theoretical Framework of Organizational support and employee performance: Perceived organizational supports
(POS), Perceived supervisory support (PSS), Coworkers support (CWS) and employee In-role performance (IRP)

and Extra-role performance (ERP).

On the other hand extra-role performance underlines
the involvement of individual employee above and
beyond their prescribed task performance and such
additional tasks maintain the emotional relationship
among the employees that also influence their specific
task involvement [14]. In-role performance is the
performance of standard job activities and extra-role
performance are related with employee activities that
support the organization but are not explicitly required of
them [7]. These authors have suggested that both type of
performance are critical for the organization to make the
organization more productive and also to adopt a suitable
work environment within the organization.

Therefore, organization needs to know how they can
convert the efforts of human resources as capital for the
organization. Literatures find the link of different
factorsinfluencing the employees to be productive and to
be more organization oriented such as, job satisfaction
[33], human resource management (HRM) practices, [34],
organizational commitment [35] and organizational
support [16]. Moreover, organizational HRM, employee
satisfaction, commitment are found related with perceived
support [14]. Therefore, social support is a wider concept
related to the overall performance of the employees.
Thus it can be clarified that the proper and well accepted
support from organization can shape and change the
behavior of employees towards the organization in a
desired direction and the result is the development of
both the organization and the employees as well [24].

Perceived Support: The notion of employee perceived
support stems from the broader social-support literature.
It is typically noticed as a global construct [36] with a
range of definitional dimensions that fluctuate in meaning
and circumstances. One of the most widely used
dentitions is derived from [37], who defined employee
perceived support (social support) as an individual’s
belief regarding value, care and well-being as considered
a part of an organized social network of mutual obligation.
Further, organizational support is conceptualized as the
degree to which individuals perceive that their
contribution is valued and recognized by workplace
sources, such as supervisors and the broader
organisation where they are attached [8, 38].

Further, [39] clarify that perceived support is the
interpersonal relationships and social interfaces that help
to protect individuals from the effects of stress to pursue
them to escalating the performance. Therefore, both the
availability and the quality of support are important social
assets for individual adjustment, well-being and
performance as well [40]. Support in the organisation can
be of different forms such as, instrumental aid, emotional
concern, informational and appraisal functions of others
that serve to heighten one’s feelings of self-importance
[41, 35]. Therefore, support in the work sphere may come
from several sources such as coworkers, the immediate
supervisor and the organisation itself [42]. Thereby, it can
be asserted that perceived support is the perception of
employees regarding the care, value and recognition by

1025



Middle-East J. Sci. Res., 18 (7): 1023-1034, 2013

the close look of the colleague, immediate supervisor
and the overall organisation that enhance the performance
and pursue the employee to be committed to the
organisation.

Perceived Organisational Support (POS) and Employee
Performance: Organisational support theory reveals that
individual illustrates the organisation by ascribing human-
like characteristics to them which may help to develop
positive social exchange with the organisation [43].
Perceived organisational support refers to employee
beliefs regarding the degree to which an employer value
and recognize the contribution of the employee to the
organisation [44]. Researchers in this area find the
significant influence of perceived organisational support
on employee performance. [7] find a positive relationship
between employee extra-role performance and perceived
organisational support. In other literature [3] find a
positive significant influence of perceived organisational
support on nurse in-role performance (task performance).
In another recent study, [22] find development oriented
perceived organisational support has the influence on
employee performance. In the context of RMG industry in
Bangladesh POS is found indispensible for increasing
employee in-role performance [6]. The authors find high
positive relationship between POS and in-role
performance. Thus, it is believed that employee perceived
support from organisation will make employee positive to
be performance oriented. [45] find the effect of perceived
organisational support is more significant for enhancing
employee performance and citizenship behavior. Thus the
following hypothesis can be considered:

Hpypothesisl: Perceived organisational support is
positively related to employee performance (in-role and
extra-role).

Perceived Supervisory Support and Employee
Performance: Supervisory support comprises of general
expressions (emotional support) and tasks oriented
involvement (instrumental support) from supervisor that
is intended to increase the well-being [36] as well
commitment and performance [46] of the employees.
In terms of exchange relationship, [47] advocate that high-
quality supervisor-subordinate relationship is typically
friendly and supportive. Based on the social exchange
theory [48] clarify that perceived support from the
supervisor enhance the felt obligation to both supervisor
and the organisation as reciprocity in employee-employer
relationship. In explaining the relationship between

supervisor support and employee performance, [49] reveal
that supervisory support is one of the main components
of employee performance. The authors find a significant
positive relationship of perceived supervisory support on
both in-role and extra-role performance. On the other hand
in a previous study [50] find a consistent significant
influence of supervisory support on both organisational
commitment and performance. On the basis of leader
member exchange relationship, [51] find from their study
that expected support from supervisor is positively related
to employee in-role performance and citizenship
behaviour. Therefore, it can be hypothesized:

Hypothesis 2: Perceived supervisory support is
positively related to employee performance (in-role and
extra-role).

Coworker’s Support and Employee Performance:
Coworker support is the beliefs of employees in the
organisation that coworkers provide instrument (work
related) and emotional assistance [52] to an individual
employee. [53] have asserted that coworker support is the
amount of instrumental aid, emotional concern,
informational and/or appraisal functions from peer and
coworkers. Coworker support can be given in four areas:
emotional support (caring, empathy, trust), instrumental
support (providing tangible aid or goods), informational
support (assisting in problem solving) and appraisal
support (affirmation or communicating self-evaluation)
[54]. Thus, coworker support is the encouragement of the
peer groups which helps the employee to be more job
oriented and effective within the existing organisational
setting. Coworker’s relationship is also found significant
for escalating the performance of others in the
organisation. [19] find that employee perceived coworkers
support and involvement can reduce stress and increase
both job satisfaction and job performance. The perceived
task related support and non-work support from
coworkers can mitigate the negative outcomes of
individuals in the organisation to increase performance
[55]. The authors clarify that support from the coworkers

can reduce the job related stress and increase
performance through their mental and physical
involvement. [56] consider coworkers support as

perceived social support in the organisation and find a
significant positive effect on employee performance.
Further, in a recent study

Hypothesis 3: Perceived coworkers support is positively
related to employee performance (in-role and extra-role)
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MATERIAL AND METHODS

Research Design: The study is quantitative in nature in
which a correlational research design was employed
where data were collected by using the survey method.
Independent variables were considered as the dimensions
of perceived supports (organisational support, social
support and coworkers support). On the other hand
dependent variables were the performance of employees
(in-role performance and extra-role performance) in the
organisation.

Sampling and Data Collection: A sample consists of 15
RMG organisations located in two major locations; Dhaka
and Narayangong in Bangladesh were considered. We
considered these two locations because 80%
organisations are located there [57]. A purposive
judgmental sampling was employed for collecting the
responses for this study. Total 400 questionnaires were
sent and only 175 questionnaires were returned. Among
the returned questionnaire 150 were found suitable for
data analysis.

Data Analysis: This study used partial least square a
second generation technique for data analysis. This
second generation technique can overcomes the
limitations of first generation techniques Statistical
Package of Social Science (SPSS) and consequently gives
the researcher the flexibility to statistically test prior
substantive/theoretical and measurement assumptions
against empirical data [58]. Partial Least Square (PLS), also
known as the variance-based structural equation model,
is a technique consisting of factor analysis, correlation
and regression analysis. The present study used PLS to
test the hypothetical relationship. Survey data were input
into SPSS v. 20 to conduct the descriptive analysis.

Measurement Instrument: The measurement instrument
in this study was structured questionnaire. The items of
the questionnaire for this study were adapted from
previous research which was widely used by other
researchers. Three dimensions were considered for
measuring employee perceived support, such as,
organisational  support, supervisory support and
coworkers support. Earlier studies examined POS of many
occupational groups in different organisational setup for
measuring POS and found significant internal consistency
of the unidimensionality of POS [8]. To assess employees’
perceptions regarding POS, we considered high loading
items from the Survey of Perceived Organisational
Support (SPOS) (items 1, 4, 9 and 20) [44] with factor

loadings, respectively, of 071, .74, .83 and .72. Further, for
measuring perceived supervisory support 4 items
were adapted from [60] and the items loadings
were also found higher than the minimum acceptable
limit [59].

Further, 6 items were considered for measuring
coworkers support and adapted from [55]. Lastly, for
measuring employee performance 6 items were considered
for both in-role performance and extra-role performance.
These items were adapted from [61] and the alpha value
shows 0.92 for in-role performance and 0.91 for extra-role
performance. Self-rated performance measure was
considered for this study. Earlier researchers also
employed self-rated performance measurement [50].
Researchers like, [62] find significant correlation between
self-rating and supervisor's rating of performance. Based
on these arguments, this study considers self-rating
performance measurement.

RESULTS

Demographic: The average age of the respondents in this
study was 25 years (SD = 3.76). A majority of respondents
was found married (62.1%). Respondents were also asked
to answer regarding their category of job types as an
operator in the organisation. Among the 150 respondents
28% were found as helper of the operator and 22% were
working as a junior operator in the organisation.
Whereas, 25.3% (highest percentage) respondents were
working as senior operator and the rest 24.7% were in the
operator category. Average work experience was found
5.89 years.

Measurement Model: Convergent validity and
discriminate validity were assessed to observe the
measurement model. Convergent validity was examined by
measuring reliability, composite reliability (CR) and the
average variance extracted (AVE). In the current study,
both AVEs and CRs were found higher than 0.50 and 0.70
as suggested by [59]. Reliability of items was measured by
each item’s loading on its subsequent constructs. A rule
of thumb suggests that the item loading should exceed
0.50 or higher [63]. In this study one item is deducted
(item 6) from coworker’s support due to the loading found
lower than the minimum acceptable value. Table 1shows
that the CR of all the constructs exceeded 0.70, with the
lowest value being 0.825 for extra-role performance. In the
same table the AVEs of all the constructs exceeded 0.50
with the lowest value at 0.612 for extra-role performance
are shown. Hence all the criteria of convergent validity
were fulfilled.
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Table 1: Result of measurement model

Constructs Loadings Alpha CR AVE
CWSI1 0.851 0.851 0.895 0.633
CWS2 0.870
CWS3 0.632
CWS4 0.808
CWSs 0.794
ERP1 0.762 0.700 0.825 0.612
ERP2 0.745
ERP3 0.837
IRP1 0.922 0.897 0.936 0.829
IRP2 0.886
IRP3 0.923
POSI1 0.704 0.888 0.925 0.757
POS2 0.923
POS3 0.927
POS4 0.906
PSS1 0.750 0.865 0.909 0.715
PSS2 0.872
PSS3 0.863
PSS4 0.890

Table 2: Discriminant validity of constructs

CWS ERP IRP POS PSS
CWS 0.795
ERP 0.543 0.782
IRP 0.549 0.578 0.910
POS 0.586 0.561 0.714 0.870
PSS 0.555 0.617 0.610 0.628 0.845
Mean 3.841 4.046 4.167 391 4.03
S.D. 0.671 0.620 0.704 0.718 0.608

Another condition for measurement model is to
assess the discriminant validity by using [64] formula that
the square root of the AVE for each constructs should be
higher than the correlations between these constructs and
all other constructs [65]. Table 2 explains the discriminant
validity where the numbers of the diagonal show square
roots of the AVEs. Off diagonal elements are indicating
the correlations among the constructs. In this study all

0.493%%*

diagonal numbers are found much higher than the
corresponding off-diagonal ones. Therefore, this study
fulfills all the criteria of the measurement model.

Moreover, this research also assessed the
Goodness of Fit (GoF) using the formula proposed
by [66] and finds the model has a large
goodness of fit (GoF, 0.603). According to [67] the
value higher than 0.36 fulfills the global criterion of
GoF. On the other hand, for calculating predictive
relevance the Stone-Geisser Q° is considered and the
recommended value of communality and redundancy for
Q’ should be greater than zero (0) [58]. This study also
fulfills the criteria for both in-role performance (Red: 0.466,
Com: 0.819) and extra-role performance (Red: 0.259, Com:
0.462).

Structural Model: A 500 re-sampling was considered for
bootstrapping in assigning structural model to test the
path coefficient for both the direct and indirect
(mediating) effect [58]. The relationship between different
dimension of perceived support and employee
performance was found positive and significant for
instance, perceived organisational support is positively
related to employee in-role and extra role performance and
the values are (p = 0.493, t = 7.533, p <0.001) and (p =
0.199, t=2.551, p <0.01). On the other hand, supervisory
support also shows a significant positive relationship
with employee in-role (f = 0.226, t = 2.785, p <0.01) and
extra-role performance (p = 0.369, t = 5.410, p <0.001).
Lastly in this research the path from coworkers support to
employee performance also proves the significant positive
relationship and the values are (fp = 0.135,t = 1.744, p
<0.01) for in-role performance and (f = 0.222,t=2.978, p
<0.01) for extra-role performance. Table 3 and Figure 2
give a clear picture about the path relationship of the
framework.

In-role
Performance

Extra-role
Performanc

Fig. 2: Structural model shows the relationship between employees’ perceived support and performance.
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Table 3: Summary of the structural model

Path B value t. value Decisions
Perceived organizational support > in-role performance 0.493 7.533%%* S
Perceived supervisory support > in-role performance 0.226 2.785%* S
Coworkers support > in-role performance 0.135 1.744%* S
Perceived organizational support > extra-role performance 0.199 2.551%** S
Perceived supervisory support > extra-role performance 0.369 5.410%** S
Coworkers support > extra-role performance 0.222 2.978%* S

Significant at, p< 0.05, *p<0.01**, ***p< 0.001
DISCUSSION

The main aim of this study is to determine the
relationship between dimensions of perceived support
(organisational, supervisory and coworkers) and
employee performance (in-role and extra-role) in the
context of RMG industry in Bangladesh. The result
showed a positive significant relationship between the
three dimensions of perceivedsupport and both employee
in-role performance and extra-role performance.The results
reveal that POS has the positive influence on both in-role
and extra-role performance with the highest effects on in-
role performanceand the beta value is 0.493. Therefore, it
can be elucidated thatemployees’ performance will
increaseifemployee feels more supportive  from
organization as reciprocity to their efforts. This study
finding is supported by past research as well. For example,
[43] find the positive relationship between POS and
employee performance. [16] find the significant positive
effect of POS on both in-role and extra-role performance
of employee and reveal that POS assures the care and
recognition of employee that make the employee to be
more organisation oriented. Further, [68] also confirm the
inevitability of organisational support to the employee in
the organisation. They reveal that the employees expected
organisational support not only induce their in-role
performance but also enhance their citizenship behavior.
Therefore, it is asserted that employee perceived POS is
that rudiment which can make the employee more
committed to their in-role performance as well as extra-role
performance as reciprocity.

On the contrary, the major finding of this study
regarding extra-role performance is the employees’ value
compatibility with their expected support form supervisor.
The result shows positive effect of PSS on both in-role
and extra-role performance where highest effect of PSS on
employee extra-role performance and the beta value
shows 0.369. From the findings, we can infer that when
employee get support from their supervisors they become
more adaptive with the organisation and enhance their
both in-role and extra-role performance. Similarly, previous
literatures also confirm the same effect of PSS for

instance, [69] and [70] reveal that supervisory support is
vital both for the organisation and individual employees
working under him/her. The authors find a significant
positive relationship between perceived supervisory
support and employee performance. In a recent study [49]
also confirm the importance of the supervisor’s support
to promote the employees’ enthusiasms towards the
organisation. They clarified that the supervisor is
considered as the motivator for the employee who can
pursue them to be more attached with the organisation.
Thus it can be clarified that the supervisor has the
capacity to shape the attitude and behavior of the
subordinates according to the objective of the
organisation as they are directly attached with the
subordinates. As supervisors are the representatives of
the organisations [16], their task-oriented support helps
the subordinate to be more productive and relationship
oriented support makes employees committed,
trustworthy and friendly [71]. Therefore, from the
perspective of RMG organization it is the logical
expectation of employees that supervisor will show their
greatest supportive attitude to them for enhancing both
organisational and individual performance.

Further for coworkers support, this study also found
significant  positive  relationship with employee
performance (in-role and extra-role performance) and the
beta value shows higher for extra-role performance (0.222)
than in-role performance (0.135). In the context of RMG
industry employees feel that coworkers are the part of
their organisational life and deserve support from
them for both work related and non-work related
activities. Previous literature also finds the significant
positive effect of coworker’s support on employee
performance [72]. The authors reveal that perceived
coworkers support helps the employee to minimize the
stress in the organisation and to  enhance
performance. On the other hand in a meta-analytical
review [73] explain that coworker’s positive interaction is
related to the individual feelings and personal
accomplishment. [55] also confirm the importance of
coworkers for increasing the performance and reducing
job stress of employees.
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An interesting finding of the study reveals that
employee expects more supports from the organization
than supervisors and coworkers. Organizational
recognition and caring is more valuable to encourage
performance improvement of the RMG operators.
Employees relate organizational support more with their
in-role performance than with their discretionary
performance. As employees work for the organization,
POS directly and significantly influences their task related
performance. They feel that performance related to the
work can easily be achieved if the organization shows
proper respect for their contribution to the organization.
On the other hand, as employees get immediate support
from their supervisor and coworkers, they perceive both
supportsare important for both work related and non-work
related Supervisory support  and
coworkers’supportare found more related to extra-role
performance or discretionary behavior which indicates
coworker

activities.

supportive  supervisor and encourages
employees to be friendly and positive with additional
organizational activities that also indirectly promote
employee performance toward organizational objectives.
Emotional support from the supervisors and colleagues
can minimize employee’s mental stress that can further
motivate employees to develop sharing tendency and to
be involved in extra tasks for other colleagues. Such
involvement has the potentiality to develop employee
bondage with the organization [14].

The present study investigates three dimensions of
perceived supports from the organization in relation with
employee in-role and extra-role performance. The study
confirms statistically significant relationship between the
dimensions of the perceived supports and employee
overall performance. The study results have implications
for the RMG organizations. RMG organization should be
caring and supporting to their employees. RMG
organization should practice a supportive culture that will
motivate supervisors and employees to be positive and
cooperative with others. In a supportive work
environment, employee performance will be improved for
improved organizational achievement.

Limitations: In the context of a developing country,
employee performance in the organisation not only
depends on the social support rather they need other
variables such as, job related factors, personal
characteristics and more important is the availability and
application of human resource management practices.
Hence future researchers need to consider HRM practices

together with social support for assessing employee
performance and other behavioural outcome in the
organisation. Another important limitation of this study is
small number of samples the result from which cannot be
generalized for the entire labor intensive organisation.
Further a longitudinal study is essential for identifying the
reason of employee performance. Lastly this study
considers self-rated performance measurement for
assessing the employee performance that may be treated
as another limitation. In the future it will be convenient for
the researchers to measure employee performance from
multiple respondents (employee and supervisor) point of
view.

CONCLUSION

The present study confirms the previous research
findings that support from the organization is positively
related with employee performance. However, the present
findings add that POS is more close related with in-role
performance and supervisor and coworker supports are
more directly related with employee extra-role performance
than in-role performance. These findings help to conclude
that RMG operators give more emphasis on POS to
improve their role prescribed activities. For performing
their standard activities, they expect direct recognition
and value from the organization. Moreover, their
perceived support from the supervisorand coworker
facilitates their extra-role behavior as well. Supportive
supervisor and colleagues influence them to be committed
to additional work for organizational well-being.
From these inferences, it can be suggested to the RMG
organizations to provide supportive work culture where
supervisor and peer groups will be positive, friendly and
cooperative in enhancing employees’ assigned tasks and
promoting employee extra-role behavior for the interest of
the organization. Employees are the main assets for the
organisations and moreover, employees are the feeling
human beings. Management of the organisation should
be promising to take care of them, to recognize their
contributions and to give proper value to them so that
employees turn back for the benefits of the organization.
As the norm of reciprocity says, employees can do the
betterment of the organisation by exploiting their
knowledge, skills and efforts, if they find the required
supports organisation, supervisor and
coworkers. The implication for the organisationsis that
they should have concern for the availability of social
supports and make their policies accordingly.

from the
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