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1. Introduction
Changes in the organizational and occupational structure of organizations have
led to increasing demands by employers for solidarity among their employees
(Janssens & Brett, 1994; Sanders, 2000; Sanders, Van Emmerik & Raub, 2002).
As a result of decentralization and empowerment, many employees bear more
responsibility for the quality of their work and output than ever before.
Employers expect their employees to cooperate with each other and direct their
mutual efforts towards the organization as a whole to reach the organizational
goals (Schaubroeck & Ganster, 1990). In general, employee solidarity refers to
the alignment of the interests of individual employees with those of other
employees and that of the organization. The amount of solidarity employees
exhibit is largely influenced by the nature of their employment relations with
the organization (Tsui, Pearce, Porter & Tripoli, 1997). Given the continued
increase in the demand for flexible contracts, the relation between temporary
contracts and employee behavior is of particular interest (Davis-Blake & Uzzi,
1993; Kalleberg, 2000).
Employee solidarity can be either horizontal or vertical. Horizontal solidarity refers to solidarity among employees, and vertical solidarity reflects
employees' efforts to reach organizational goals. In this article, we address vertical solidarity, as reflected by Organizational Citizenship Behavior (OCB;
Organ, 1988). The concept of OCB is defined as employee behavior that is discretionary, not formally rewarded, and benefits the functioning of the organization (Organ, 1988).
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We study OCB from a social embeddedness perspective, which holds that
the social context individuals are embedded in influences their solidarity (Raub,
1997). In this article, we focus on temporal and network embeddedness.
Temporal embeddedness means social relations are time-specific, and behavior
within relationships is influenced by the shared past and future of the parties
involved. Network embeddedness refers to the fact that relations between people are often embedded in larger systems of social relations (Granovetter, 1985;
Raub, 1997).
This paper addresses the effects of temporal and network embeddedness for
a specific group oftemporary contracts: Ph.D. students working at a Dutch university. Ph.D. students are junior researchers employed by the university to
work on a research project. The normal length of employment for Ph.D. students is four years. The bulk of their job responsibilities consist of conducting
research, but they also participate in educational activities. They are part of the
university for a relatively long period of time, particularly as compared to other
temporary employees. They are not completely external to the university organization, and have no certainty about their future with the university once their
projects are finished. The question in this article is: under what conditions do
Ph.D. students exhibit solidarity toward the organization they work for?
The article is structured as follows. In section 2, we define employee solidarity. In section 3, we discuss the effects of temporal and network embeddedness and formulate the research hypotheses. Section 4 describes the data and in
section 5 the hypotheses are tested. The article closes with a discussion of the
results, practical implications, and possibilities for further research.

2. Solidarity
Solidarity means putting effort into producing a collective good without any
direct compensation (Hechter, 1987; Lindenberg, 1998). Within organizations,
employees can contribute to the collective good in two ways: through in-role
and extra-role performance. In-role performance means performing required
duties and responsibilities, extra-role behavior refers to the performance of discretionary behavior that goes beyond the formal job description (Smith, Organ
& Near, 1983; Williams & Anderson, 1991). The most extensively studied form
of extra-role behavior is Organization Citizenship Behavior (OCB) (Bateman &
Organ, 1983; Smith, Organ & Near, 1983; Morrison & Phelps, 1999). OCB is
defined as "individual behavior that is discretionary, not directly or explicitly
recognized by the formal reward system, and that in aggregate promotes the
effective functioning of the organization. By discretionary, we mean that the
behavior is not an enforceable requirement of the role or job description, that
is, the clearly specifiable terms of the person's employment contract with the
organization; the behavior is rather a matter of personal choice, such that the
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omission is not generally understood as punishable" (Organ, 1988: 4). This definition is a specific form of the general definition of solidarity. For the Ph.D.
students in this article, in-role behavior consists of writing a thesis and participating in educational activities. Extra-role behavior includes working to
improve research and education conditions. In this article, we use OCB as a
form of extra-role behavior, and use it to study the solidarity of Ph.D. students
with the organization they are employed in.

3. Social embeddedness and OCB
Many studies have identified factors at the level of the individual, team, and
organization that influence OCB (Podsakoff, MacKenzie, Paine & Bachrach,
2000). The embeddedness approach offers potential explanations for these factors. This approach holds that cooperative behavior such as OCB arises under
specific conditions. This is also emphasized in the social exchange model (Tsui,
et aI., 1997). To some degree, employees are free to choose to put effort into
engaging in OCB. Engaging in OCB may well be based on the expected returns
for their investment, such as intrinsic, material or social rewards. As Tsui et al.
(1997) note an employer may react to an employee's effort with greater consideration for the employee's well-being or with investments in the employee's
career at the organization. These mutual exchanges take place within the social
context or social embeddedness of the employment relation. By examining the
effects of various kinds of social embeddedness, we can gain insight into how
they affect OCB. In the following sections we discuss the expected effects of
two types of social embeddedness. It is important to note that involvement in
OCB entails costs for the individual employee. Employees also encounter a certain degree of uncertainty by performing OCB, since they are not sure whether
others will also become involved. Given the costs and uncertainty, gathering
information about the behavior of others increases OCB. Social relations that
have a defined duration and are part of a larger network of relations make it
possible to gather information (Granovetter, 1985; Hechter, 1987; Raub, 1997;
Buskens, 1999). We thus expect that OCB will be positively influenced by both
temporal and network embeddedness.
3.1 Temporal embeddedness
Temporal embeddedness refers to the duration of relations among individuals.
Actors usually interact more than once, resulting in a joint past and future. The
history of the relationship makes it possible to gather information about each
other's behavior. Based on this information, actors can estimate the trustworthiness of others. Positive past experiences increase mutual solidarity (Raub,
1997). Solidarity also increases if people can learn about each other's preferences and behavior (Deutsch, 1949), and if there has also been interaction
The Netherlands' Journal of Social Sciences - Volume 38 - no. 1 - 2002
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between them in the past (Frey & Bohnet, 1995). The history of the relationship
also makes it possible to make relationship-specific investments. These investments enhance the attractiveness of the relationship for both parties and lose
their value when the relationship ends. Once relationship-specific investments
have been made, breaking the relationship becomes costly. As a result, relationship-specific investments increase mutual solidarity (Raub, 1997).
Social relations are also influenced by the future of the actors involved. A
shared future promotes solidarity through conditional cooperation (Axelrod,
1984). Conditional cooperation can be summarized as follows: "if you cooperate, I will cooperate, if you hurt me, I will hurt you" (Spicer, 1985). Conditional
cooperation increases the long-term costs of non-solidarity (Burt & Knetz,
1996). The threat of future sanctions and the possibility of approving behavior
increases solidarity between actors. Actors can decide to cooperate with others
upon their first meeting, and can also choose to cooperate only if the other also
cooperates. Through this process, the solidarity of one person is reciprocated by
the solidarity of another one. The extent to which solidarity can be reciprocated within an organization depends on the duration of the relationship between
employers and employees, as well as among the employees themselves (Spicer,
1985).
In the case of temporary contracts, such as the PhD. contracts considered
here, the past and future of relationships have opposing effects. As the relationship develops, there are more opportunities for actors to show solidarity to
one another. Solidarity can be expected to increase as actors have a longer history together. In contrast, it can be argued that solidarity will decrease if a relationship is coming closer to the end, since there are fewer possibilities for sanctioning and approving actions of others. These effects can be defined as follows. First, it can be expected that solidarity needs time to evolve. Solidarity
will be low during the start of the relationship, due to the considerable costs of
solidarity. At that point, an actor will not be able to estimate whether the other
actor will act opportunistically (Kramer, Brewer & Hanna, 1996). As the relationship unfolds, uncertainty about the trustworthiness of others increases as
more information is gathered. Although solidarity is likely to increase, there
will be a limit to this growth. In a temporary relationship, it is likely that solidarity between actors will decline if the likelihood of future interaction decreases. In summary, we expect a curvilinear relationship between the duration of the
PhD. contract and the amount of solidarity, and formulate the following
hypothesis:
Hypothesis 1: The solidarity of temporary employees has a curvilinear relation
to the duration of the contract: there will be less solidarity in the beginning and
end than in the years in between.
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3.2 Network embeddedness
Temporal embeddedness refers to the effects of past and future interactions on
solidarity. Network embeddedness pertains to the effects of the amount and
quality of relations people have with others. People have relations with each
other, which are embedded in larger social structures. Networks provide information and serve as means for the direct and indirect sanctioning of non-solidarity actions. Social actions and outcomes are influenced by dyadic and larger structures of social relations (Granovetter, 1985). These social relations
transform into structures of interacting actors who are dependent upon each
other to reach their goals (Wasserman & Faust, 1994). As a result of the interactions with individuals, networks are the means that actors may use to reach
their goals (Wasserman & Galaskiewicz, 1994). The network approach links
individual actions and behavior to the contexts they occur in. Such organizational phenomena as motivation, turnover, and leadership have been studied
successfully from a network perspective (Krackhardt & Brass, 1994). Network
embeddedness can be either formal or informal. Formal networks are impersonal and explicit, whereas informal networks are personal and implicit
(Smelser, 1976; Powell & Smith-Doerr, 1994). In order to understand organizational behavior formal and informal networks should be taken into account
(Nohria & Eccles, 1992).
At the university considered in this study, the formal networks of Ph.D. students are defined by the departments where they are employed. The most
important services universities provide are education and research. Although
departments try to perform well as regards research and education, they differ
in the emphasis they place on each of them. The orientation of the department
affects the people working there as follows. Within a research-oriented environment, good research performance is important and a high quality research
output is the norm. Since the main part of the Ph.D. student's job consists of
conducting research, we can expect a Ph.D. student to have an interest in working for a research-oriented department. At these departments, their work is
more closely linked to the primary work of the department. More generally, the
more central the employees' tasks are to the primary process of the organization, the greater the solidarity of the employees toward the organization. This
leads us to the following hypothesis:

Hypothesis 2: The solidarity of temporary employees is positively influenced
by formal network embeddedness: greater congruence between the policy of the
organization and the tasks of temporary employees will lead to greater solidarity.

Informal networks consisting of personal relations also shape the behavior of
people. At organizations, the most important relations employees have are with
The Netherlands' Journal of Social Sciences - Volume 38 - no. 1 - 2002
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their supervisors and colleagues. Good relationships with colleagues are important for employees. For instance, acceptance in a group is one of the most
important informal rewards on the work-floor (Pfeffer, 1982). Compliance to
group norms may be rewarded with social support from the group. Informal
group norms influence the behavior of group members (Coleman, 1994), resulting in positive and negative behavior towards the organization (Roethlishberger
& Dickson, 1939; Spicer, 1985). Within departments where Ph.D. students have
good relations with each other, we can expect an atmosphere where department
matters are discussed. If this is not the case, it is unlikely that PhD. students
will be willing to change things for the better within the department. Based on
the finding that good relationships between employees are related to good relations with the management (Hodson, 1997), we expect positive relations with
fellow PhD. students to result in higher levels of solidarity towards the department.
The quality of the relation with the supervisor is also important for employee behavior. Solidarity towards the organization largely depends on the extent
to which supervisors are able to create relational contracts with their employees (Leana & Van Buren, 1999). Due to mutual dependency, there is some
uncertainty inherent in the relations between supervisors and Ph.D. students
(Kramer, 1996). PhD. students depend on their supervisors, for instance, for
help with their work and career. Supervisors, in tum, depend on their PhD. students, especially if the students gather data that is also used by their supervisors. Whether these data are gathered correctly is a matter of trust (Kramer,
1996). This mutual dependency increases the importance of solidarity between
Ph.D. students and supervisors. We therefore expect a high quality relation
between them to increase solidarity.

Hypothesis 3: The solidarity of temporary employees is positively influenced
by informal network embeddedness, in the sense of high-quality relations with
colleagues (hypothesis 3a) and the supervisor (hypothesis 3b).
4. Method
4.2 Procedure
As part of a study on the careers of university employees (Van Emmerik &
Herrnkens, 1996), all the staff members of the 14 departments at a Dutch university have been asked to complete questionnaires. The research population
consists of 3,054 persons, 47 percent are female and 53 percent male; 1,232
people have responded, i.e. a response rate of 40.3 percent (Dekker, 2000). This
study uses the data from PhD. students (n=262). The 262 Ph.D. students are
employed at four different university clusters. The group of PhD. students who
have responded is 57 percent male and 43 percent female. On average, they are
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28.1 years old (standard deviation 3.36), and have worked at the university for
an average of 2.9 years (standard deviation 1.2). The respondents are employed
at four research units: Liberal arts, Natural science, Social science, and
Biomedical (see appendix A for an overview of the departments). Of the
respondents, 63 (24%) are employed in Natural science departments, 123
(47%) at Biomedical departments, 32 (12%) at Liberal arts departments (12%),
and 44 in at Social science departments (17%). There are some age and gender
differences between the departments. The Social science departments employ
the highest percentage of female PhD. students (73%), the lowest percentage
is found at the Natural science departments (32%). On average, the Ph.D. students employed at the Natural science departments are the youngest (26.9
years), and those in Social science departments are the oldest (29.3 years) (see
also Table 1).

Table 1. Descriptive statistics per department
Department

Liberal
arts

Natural
science

Social
science

Biomedical

Total

Respondents
% women
Age
Number of Ph.D. degrees
granted by each professor

32
56
28.6
.069

63
32
26.9
.089

44

123
64
28.1
.076

262
57
28.1
.077

73
29.3
.072

4.2 Measurement
Solidarity. We measure employee solidarity using five items of the
Organizational Citizenship Behavior questionnaire of MacKenzie, Podsakoff,
and Fetter (1991). An example of an item is "In my job I often make suggestions
to improve the quality of research or education." The items are measured on a 5point scale, ranging from "totally disagree" to "totally agree." Negatively worded items are reverse-coded. Taken together, the five items constitute a reliable
scale (Cronbach's alpha = .74). A higher score reflects a higher level of solidarity toward the organization (see appendix B).
Temporal embeddedness. Ph.D. students are clustered into year groups
(according to the year their research started). The year groups vary from 1994 to
1998. First-year PhD. students comprise 13 percent of the respondents, 25 percent are in their second year, another 25 in their third year, and 27 percent in their
fourth year. An additional ten percent of the respondents are in their fifth year,
meaning they have received an extended contract to finish their projects.
The Netherlands' Journal of Social Sciences· Volume 38· no. 1 ·2002
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Formal network embeddedness. Formal network embeddedness is measured
as department orientation. The measure for research orientation is the amount
of Ph.D. degrees granted by each professor (the relative number of Ph.D.
degrees at a department).
Informal network embeddedness. Informal network embeddedness is measured by the strength of ties between Ph.D. students and their colleagues and
supervisors. This measure varies from I (no tie) to 4 (strong tie).
Control variables. Research shows that several factors, including age and sex,
influence OCB (Podsakoff et aI., 2000). Older employees and female employees show less OCB than other groups. Therefore, we control for age and sex.
Previous studies also note a negative relation between the year of entry and
OCB, so we control this as well. Since many studies note a relation between
organizational commitment and OCB, we also control for organizational comTable 2. Means, Standard Deviations, and Correlations

Variable

Mean

SD

1. solidarity
2. commitment
3. # hours
4. % women
5. age
6. year started
7. tie supervisor
8. tie colleagues
9. relative # Ph.D.
degrees

3.36
2.77
37.75
.57
28.10
1996
1.03
1.60
.77

.64
.78
4.41
.50
3.34
1.25
.76
.35
.13

2

.04
.07
-.11
-.11
.01
.13**
.13**
.13*

3

-.01
-.01
.05
-.05
.17**
.05
-.07

-.00
-.31 **
-.07
-.05
-.08
.19**

4

-.03
-.00
-.05
.10
.02

5

-.36**
.02
.02
-.10

6

-.04
-.05
-.03

7

.23**
.02

* p <.10, ** p<.05

mitment. Organizational commitment is measured with four items on a 5-point
scale (Mowday, Steers & Porter, 1979). One of the items is "I have the feeling
that I belong to [name university]". The four items constitute a reliable scale
(Cronbach's Alpha=.84) (see appendix B). We also control for the number of
hours that Ph.D. students work every week.
4.3 Results
Table 2 presents the means, standard deviations, and correlation coefficients of
the variables measured among the Ph.D. students.
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Multilevel analysis (Bryk & Raudenbush, 1992; Snijders & Bosker, 1999) has
been used to test the first two hypotheses, which state that the level of solidarity is related to the temporal and network embeddedness of the PhD. students.
Determinants of solidarity have been examined at both the individual and
department levels. Multilevel analysis divides the variance in the dependent
variable into variance that can be accounted for by variables at a higher level,
here the department-level variables of formal network embeddedness (the relative number of PhD. degrees granted), and the variance that can be accounted
for by lower-level variables, in this case individual-level variables.
Table 3. Multilevel Analyses of Solidarity of Ph.D. students (n=262) explained by temporal and network embedde,

Variable

Department Level
# Ph.D. degrees
Individual Level
Age
Gender (0 = male)
# hours
Commitment
Year started
Temporal embeddedness
(O=first en last year)
tie supervisor
tie colleagues
Constant
Model fit
Deviance
Df

'Empty'
Model

Modell

Model 2

Model 4

Model 3

.64* (.24
-.02** (.01)
-.13 (.08)
.01 (.01)
.01 (.15)

2.96**(.04)
508.77

3.11 ** (.49)
494.77
14.00*
4

-.02** (.01)
-.11 (.08)
.01 (.01)
-.02 (.15)
.01 (.01)

-.02** (.01)
-.11 (.08)
.01 (.01)
-.03 (.15)
.01 (.01)

-.01 ** (.C
-.10 (.08)
.01 (.01)
-.04 (.14)
.00 (.00)

.24** (.09)

.23** (.09)
.07 (.05)
.07** (.03)
2.21 ** (.54)

.20** (.(
.08 (.05)
.07** (.(
1.99** C

2.67** (.52)
488.72
6.05**
2

481.59
7.13**
2

472.02
6.57**
3

* P <.10, ** p<.05

The individual-level variables include temporal embeddedness, informal network embeddedness, and the control variables of organizational commitment,
age, gender, and the number of working hours. Table 3 presents the results of
the multilevel analyses. In Model I, the effects of the control variables are
reported. The temporal embeddedness variables, including both the year-group
effect and the tenure effect, are added in Model 2. The effect of informal net-
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Figure 1. Relation between year groups and OCB.

work embeddedness, the strength of ties with colleagues and supervisors is
entered in Model 3. Finally, in Model 4, the higher-level variable of formal network embeddedness (number of Ph.D. degrees granted) is added.
Temporal embeddness is significantly related to solidarity among Ph.D. students, even when controlled for the effects of networks the individual characteristics (age, gender, tenure, working hours, and organizational commitment).
The curvilinear relation between year group and solidarity is graphically represented in Figure 1.
The model fit improves significantly if we add the network variables. We find
that informal network embeddedness, in the sense of good relations with colleagues, is important for solidarity. Ph.D. students with good relations with
other Ph.D. students also exhibit higher levels of OCB. The same does not hold
for relations with supervisors. The results show that network embeddedness has
a strong effect on the solidarity of Ph.D. students toward their departments.
PhD. students in research-oriented departments demonstrate higher levels of
OCB than their counterparts in education-oriented departments. In summary,
empirical results confirm Hypothesis 1: Temporal embeddedness affects solidarity. Hypotheses 2 and 3 are partly confirmed.

5. Discussion
Employers demand more solidarity from their employees than ever before.
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Employee solidarity has many different facets, one of which is reflected by
Organizational Citizenship Behavior (OCB). OCB refers to employee behavior
that is not part of the formal job description and that benefits the organization.
This kind of behavior develops and is sustained if certain conditions are met. In
this article we hypothesize the effects of embeddedness on solidarity. We argue
that temporal embeddedness (the degree to which people share a mutual past
and future) and network embeddedness (the degree to which people have relations with each other) increase solidarity.
We examine the effects of the conditions on the behavior of PhD. students,
a special group of temporary workers at Dutch universities. The temporal
embeddedness hypothesis asserts a curvilinear relations between temporary
contracts and OCB. The analyses show that Ph.D. students demonstrate less
OCB in the first and last years of their projects than in the intervening years.
This result confirms the notion that solidarity needs time to grow. As a result,
first-year Ph.D. students are less willing to exhibit OCB. We also note a decline
in OCB at the end of the contract. This result is in line with the expectation that
solidarity is affected by considerations pertaining to future interactions.
Considering the effects of temporal embeddedness, we conclude that a good
understanding of the effects of temporary contracts requires that the effects of
the past and future be taken into account.
An alternative explanation for these results could be that the development of
OCB depends on the work the Ph.D. students have to do during their projects.
First-year PhD. students are not asked to take on extra assignments because
they need to start up their projects. Similarly, last-year Ph.D. students are left
alone because they need to finish their projects. As a result, PhD. students in
the intervening years are more likely to be asked to demonstrate behavior consistent with OCB. This line of reasoning, however, does not take into account
that PhD. students also have heavy workloads in correction with data gathering and analysis. We therefore interpret the focus of last-year Ph.D. students on
completing their degrees as resulting from a shadow of the future. Instead of
choosing to act in the general interest (by demonstrating OCB), the Ph.D. students choose to act in their own interests, devoting all their energy to writing a
thesis. Assuming that the workload for Ph.D. students is constant throughout
their projects, this latter finding confirms the proposed effect of temporal
embeddedness. Last-year PhD. students consider their own work more important than the functioning of the organization as a whole.
In addition to the influence of temporal embeddedness, we hypothesize that
network embeddedness affects solidarity. We distinguish between formal and
informal network embeddedness. According to the formal network hypothesis,
employee solidarity is higher if there is more congruence between organizational policy and individual tasks. Applied to the situation of PhD. students, we
assert that solidarity is higher at research-oriented departments than at departThe Netherlands' Journal of Social Sciences - Volume 38 - no. 1 - 2002
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ments focused on education. The analysis confirms this hypothesis: Ph.D. students at research-oriented environments, exhibit greater solidarity towards their
departments.
We formulate two hypotheses on informal network embeddedness. We
assert that the solidarity of temporary employees is affected by the quality of
their relations with their colleagues and supervisors. The analyses partly confirm these hypotheses. Good relations with colleagues have a positive effect on
OCB of Ph.D. students. However, we do not find the same effect for relationships with supervisors. It is possible to argue that supervisors are more appreciative of Ph.D. students who work hard on their own projects and devote less
attention to the general organization issues. In that case, however, OCB would
be negatively linked to the quality of the relations with the supervisor. Our
analysis does not show any evidence of this type of effect. We therefore conclude that OCB on the part of PhD. students is more strongly influenced by
their relations with colleagues and less by their relations with their supervisors.
Contrary to earlier research findings (Organ & Ryan, 1995; Schappe, 1999),
we do not observe a strong relation between OCB and organizational commitment. People's behavior is generally assumed to be largely influenced by their
attitudes. Organizational commitment reflects an attitude towards the organization. High commitment should result in more OCB. However, the data do not
show this relation. We explain this by referring to the special employment relations Ph.D. students have with the organization and the kind of commitment
they are asked to report on. They are asked whether they feel a sense of belonging at the department. It is their own decision to only be part of a department
for a short period of time without really belonging there. For this group of temporary workers, commitment in the sense of belonging to the organization does
not affect OCB.
These findings have implications for OCB and labor flexibility research. So
far, OCB studies have mainly focused on factors that determine OCB behavior
(Podsakoff, et. aI., 2000). By studying OCB from an embeddedness perspective, we hope to discover why these factors are important. Future research will
focus on how social embeddedness influences OCB in particular and solidarity
in general. The theoretical ideas proposed in this article can be elaborated in
several ways. It is wise to study the effects of different forms of flexible
employment relationships on solidarity. One interesting question might concern
differences between internal and external flexibility. Little is known so far
about the effects of flexible labor on solidarity within organizations. Flexibility
of labor affects the embeddedness of employers and employees and influences
their behavior. This study shows that OCB among employees depends on the
length of time they spend in the organization and the quality of the relations
they have at work. However, the group under study here - PhD. students - are
part of the organization for quite a long period of time. It is likely that the
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effects will be even stronger in the case of short-term employment contracts.
We would like to conclude this article with some suggestions for future
research. Our focus on a special group of temporary workers has enabled us to
study in detail how their behavior develops during the course of their contracts.
It would be of interest to study different types of temporary workers and draw
stronger conclusions about the effects of short-term contracts. The focus of this
article was on external flexibility, and studying different forms of flexibility
would enhance our knowledge on the effects of flexibility. We studied a particular form of solidarity - OCB - the behavior of employees towards their organization, but future research should contrast and compare it with other forms of
solidarity so as to gain more insight about the effects of flexibility of labor on
social embeddedness and solidarity.
APPENDIX A
Overview of the departments:
Liberal arts: Faculty of Arts, Faculty of Law, Faculty of Philosophy, Faculty
of Theology.
Natural sciences: Faculty of Mathematics and Computer Science, Faculty of
Physics and Astronomy, Faculty of Earth Sciences.
Social sciences: Faculty of Social Sciences, Faculty of Geographical
Sciences.
Biomedical: Faculty of Medicine, Faculty of Pharmaceutical Sciences,
Faculty of Veterinary Medicine, Faculty of Chemistry, Faculty of Biology.

APPENDIXB
Items Organizational Citizenship Behavior (OCB):
In my job ....
- I work as many hours as necessary to finish my work. (R)
- I always think constructively about changes that are possible within the
department.
- I regularly make suggestions to improve research or education.
- I devote a lot of attention to giving feedback to colleagues.
- I keep my doubts concerning departmental affairs to myself. (R)
Items Organizational Commitment:
- I am proud to work here.
- I really have the feeling that I belong at [name university].
- Working for [name university] means a lot to me.
- I have the feeling that problems at [name university] are also my problems.
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This article addresses the effect of temporary employment on employee solidarity. From an embeddedness perspective, we argue that solidarity is influenced by social context. Two forms of embeddedness that are of special importance are temporal and network embeddedness. The temporal embeddedness
hypothesis posits a curvilinear relation between employee solidarity and year of
employment. The network embeddedness hypothesis states that employee solidarity is positively related to formal and informal network characteristics.
Using data for 262 PhD. students, multilevel analyses support both these
hypotheses. Year of employment has a curvilinear relation with solidarity, and
formal network embeddedness (as measured by the research orientation of the
faculty) and informal network embeddedness (as measured by good relations
with colleagues) are positively related to the solidarity of PhD. students.
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