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1. Introduction quality of their behavior and their mental health (Deci &
Ryan, 2000).

Among different types of employment relationships that
we can find in contemporary organizations, the present
study will focus on temporary agency workers (TAW) that
are characterized by having a threefold employment rela-
tionship, i.e., they are hired by a temporary work agency -
the juro employer - to perform work at a client company -
the de facto employer (De Cuyper et al., 2008).

Although permanent employment relationships (i.e. an
employment relationship where it is expected that work was
done in full-time, would continue in a long-term, and was
performed at the employer’s place of business under the
* Corresponding author. employer’s direction) are the most predominant, the growth

E-mail address: mjchambel@psicologia.ulisboa.pt in temporary employment is a striking aspect in Western
(M.J. Chambel). working life (De Cuyper et al., 2008). In 2012, almost

Motivation has been a construct largely studied and valued
in the field of Psychology mainly due to its consequences.
Motivation leads the individuals to action, giving both direc-
tion and intention to this (Ryan & Deci, 2000). According to
the self-determination theory (SDT), when individuals are
involved in a task or action they can have many different
reasons for doing so and these reasons have impact in the
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36 million people around the world have been working in
agency work (CIETT, 2014). More specifically, in Portugal -
the country where the current investigation is performed -
the number of workers with temporary employment contract
increased 2.00% between 2005 and 2013 (PORDATA, 2014).
This temporary employment relationship can be seen as sup-
porting people in important transitions in the labor market.
For example, transitions from short term employment to a
more permanent position and also transitions from unem-
ployment to work (CIETT, 2014). In Portugal, according CIETT
report (2014), the amount of agency workers who remain
employed after temporary work is significantly higher (71%)
than those who do not have this experience of temporary
employment (18%). This suggests that agency work may not
only function as a short term solution but also increases the
opportunity to overcome the unemployment situation.

The agency work was developed to meet an increased
volatility in labor demand and to support organizations in
adapting to the impact that each economic cycle has on
their employment levels (CIETT, 2014; EUROCIETT, 2011). It
is important to note, that in the last years, organizations
suffered from a constant pressure due to economic (e.g.
increased international competition, market fluctuations)
and social changes (e.g. workforce demographic character-
istics, technological development). Thus, a more complex
environment emerges resulting in structural organizational
changes including downsizing and outsourcing (Chen, Tsui,
& Zhong, 2008; Hiltrop, 1996; Zhao, Wayne, Glibkowski, &
Bravo, 2007).

Considering the specificity of the agency employment
it is important to observe how motivations for being TAW
are related to their well-being. Along with the previous
overview, other studies underline the vulnerability of tem-
porary workers. This point of view comes from the instability
and insecurity associated with the work arrangement, defi-
cient benefits and on-the-job-training, lack of promotion
prospects and exposure to hazardous work conditions (e.g.,
Benach, Benavides, Platt, Diez-Roux, & Muntaner, 2000;
Kompier, Ybema, Janssen, & Taris, 2009; Sverke, Hellgren,
& Naswall, 2002; Underhill & Quinlan, 2011). Instead of
this negative view it is also interesting to analyze if the
workers that have a positive work experience (i.e. cogni-
tive and affective positive mindset) spillover this experience
to non-work domains. As such, in this study we analyze:
(1) the relationship between the motivations and the work
engagement, (2) the relationship between the work engage-
ment and the context free well-being and (3) the work
engagement as a mediator between the motivations and the
context free well-being.

This study has contributions to the literature and future
investigations. First, although some studies suggest the
significant impact of motivations in TAW outcomes, these
studies used merely a dichotomous perspective (e.g.,
Chambel, 2011), or consider only three types of motivations
(De Cuyper & De Witte, 2008). The present research, using
a measure already validated by Lopes and Chambel (2014),
aims to provide a more complex analysis of TAW motiva-
tions, conceptualized in SDT (Deci & Ryan, 2000). With the
recognition of the differentiated impact that each type of
motivation can have on the workers’ results, it is expected
to contribute with proposals or actions to be taken by tem-
porary work agencies and their client companies. Secondly,

as previously noted, the present research aims to give
some clues about the importance of the experiences in the
professional context to the experiences outside the work,
through the analysis of well-being reported by individuals.
By focusing on the work engagement (i.e. a positive
dimension of work well-being) we expect help to clarify
the repercussions of one domain in other life domains.
Third, work engagement has been suggested as a possi-
ble mediating variable (e.g. Salanova & Schaufeli, 2008;
Yalabik, Popaitoon, Chowne, & Rayton, 2013). However, to
our knowledge, no studies have yet been done to examine
the role of work engagement as a mediator variable of the
relationship between the motivations and the context free
well-being of individuals.

2. Literature review and hypotheses
2.1. Motivations and work engagement

Based on the SDT, in the present research we considered
four types of motivations, attending to the characteristics of
temporary work. The types of motivations vary within a con-
tinuum of motivation: from motivations with a more intrinsic
and autonomous/self-determined nature to motivations
with increasingly extrinsic and less autonomous/self-
determined nature (Ryan & Deci, 2000). We distinguished:
(1) intrinsic motivation that represents individuals that
choose this temporary employment arrangement for its
inherent satisfaction, which is highly autonomous and does
not depend of external contingencies; (2) integrated moti-
vation that represents individuals that accept the current
temporary arrangement because it is actually the type of
employment that fits better their personal needs or com-
mitments (e.g. school, family) or that better provides the
flexibility they need, as well as the freedom to balance
it with other personal goals; (3) identified motivation that
reflects a conscious valuing of a behavioral goal or regula-
tion, in such a fashion that the action is accepted or owned
as personally important. When TAW motivation is regulated
through identification, they recognize the value of that job
to their personal objectives, since they see it as a mean to
develop skills that will be helpful for them or as a mean
to gain a permanent employment - i.e., stepping stone
motive. Finally, we also considered a less autonomous type
of motivation, the (4) external motivation, which encloses
individuals that opt for this temporary arrangement in order
to obtain a desired consequence (e.g. tangible rewards) and
to avoid punishments (e.g. unemployment).

Some theoretical studies suggest a relationship between
motivations and work well-being, namely positive rela-
tionships between intrinsic and integrated motivation and
engagement (e.g. Gagné & Deci, 2005; Stone, Deci, and
Ryan, 2009). Work engagement can be defined as a cognitive
and affective positive mindset related to work, and char-
acterized by vigor, dedication and absorption (Schaufeli,
Salanova, Gonzalez-Roma, & Bakker, 2002). Vigor is trans-
lated in high levels of energy and mental resistance as well
as in desire and capacity to invest effort in work. Dedica-
tion is a feeling of relevance, enthusiasm, inspiration, pride
and challenge directed toward work. Absorption is similar
to a state of persistent flow, where the person is totally
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concentrated, loses the notion of time and goes on involved
with the job. Thus, it is expected that more positive levels
of work engagement are resulting from more autonomous
and voluntary types of motivations.

As such, hypothesis 1 has been established:

H1. The motivations for being TAW are related to their work
engagement, in a way that TAW that have more autonomous
and voluntary types of motivations (i.e. intrinsic, integrated
and identified motivations) are those that show higher work
engagement, when compared with TAW with more involun-
tary types of motivations (i.e. external motivations).

2.2. Work engagement and context free well-being

There are several studies suggesting that the experiences
at work are particularly important for the individual’s over-
all level of well-being and mental health (e.g. Ahola et al.,
2005; Hakanen & Schaufeli, 2012; Schaufeli, Bakker, & Van
Rhenen, 2009).

What happens at work matters because working individ-
uals spend so much of their time at work, but also because
it is salient in the way they think about themselves and
the value they attach to their lives (Bockerman, Bryson,
& Ilmakunnas, 2012). In that sense, work is considered a
fundamental dimension of the individuals’ life and when
workers have more positive psychological state about their
work (e.g. engagement) they also have more well-being in
their general life (Hakanen & Schaufeli, 2012). In fact, work
engagement has the potential to promote the quality of life,
a state of overall satisfaction derived from the realization of
one’s potential, that includes satisfaction with life (Diener,
Emmons, Larsen, & Griffin, 1985) and positive perception of
health (Ware, Davies-Avery, & Donald, 1978). Generally, we
expect that work engagement spills over and generalizes to
other life domains of the individuals resulting in more posi-
tive levels of context free well-being, which encloses more
positive levels of satisfaction with life and health percep-
tions.

As such, hypothesis 2 has been established:

H2. Work engagement relates positively with the two
dimensions of context free well-being - i.e. satisfaction with
life and health perceptions.

2.3. Work engagement as a mediator between
motivations and context free well-being

As aforementioned, previous studies suggest that individ-
uals’ motivations are related with their engagement toward
work, as well, that work engagement may spill over to other
life domains resulting in more positive levels of context
free well-being, which encloses both positive levels of satis-
faction with life and health perceptions. It is also largely
supported, by SDT, a close relationship between motiva-
tion and context free well-being. For example, Ryan and
Deci (2000) referred that ‘‘comparisons between people
whose motivation is authentic (literally, self-authored or
endorsed) and those who are merely externally controlled
for an action typically reveal that the former, relative to
the latter, have more interest, excitement, and confidence,

which in turn is manifest (...) [in their levels of] general
well-being’’ (pp. 69).

Work engagement as a positive, fulfilling, and work-
related state of mind may function as a mechanism that
allows explain how motivations lead to workers’ results
(Beek, Taris, Schaufeli, & Brenninkmeijer, 2014). The SDT
(Ryan & Deci, 2000) that conceptualizes the existence of
three basic psychological needs - autonomy, competence
and relatedness - suggests that individuals feel up moti-
vated and will enhance your well-being depending on the
extent to which they experience the satisfaction of basic
psychological needs. If environment provides support to
psychological needs, we should expect that individuals inter-
nalize and integrate better the norms and regulations of
the context, presenting motivations to work with a more
voluntary and self-determined nature. In face of these moti-
vations with more voluntary and self-determined nature, we
may expect that workers present more work engagement,
since it connects to energy (Vigor), enthusiasm (Dedica-
tion) and involvement (Absorption) and enjoy their current
employment arrangement. Moreover, as aforementioned,
this positive state of mind at work spills over to other life
domains resulting in more positive levels of context free
well-being. In summary, we suggest that motivations for
being TAW are related to the levels of context free well-
being, since that, at first, these motivations contribute to
work engagement, which in turn should reflect an improve-
ment in other life domains, resulting in more positive levels
of context free well-being.

As such, hypothesis 3 has been established:

H3. The relationship between motivations for being TAW
and their context free well-being is mediated by work
engagement.

3. Method
3.1. Participants and procedure

The study sample consists of TAW (n=2320) from different
temporary work agencies in Portugal that work in manufac-
turing or service sectors.

The sample has a relatively balanced distribution in terms
of gender (54.00% of the participants are women and 46.00%
of the participants are men), with the median age of 31 years
(SD=8.29) - varying between 18 and 64 years - and a skill
level of secondary education - 12th Grade (51.10%) - or
higher (44.20%). Only a reduced number of participants are
students (12.60%).

Relatively to the situation of employment, mostly the
participants considered that the present job is adequate to
their skill level (61.40%) and have only a single employment
relationship (91.50%) in a full time schedule (78.80%). Prior
to being in the present contract, the largest percentage was
unemployed (51.60%).

The research procedure involved several steps. A
researcher met the CEO of the each respective agency of
temporary work to explain the purpose and requirements
of the study. The CEO was asked to disseminate the study
through the company’s intranet with the link that allowed
workers to access the questionnaire, which was answered
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on-line. The participants participated voluntarily and the
results were reported directly to them as well as to their
respective CEO (survey feedback method). All the respon-
dents completed the survey anonymously and were assured
by the researcher that their answers would remain con-
fidential. There was no incentive (cash or otherwise) for
participating in this study.

3.2. Measures

3.2.1. Motivations

The four types of motivations examined in this study - (1)
intrinsic motivation (e.g., ‘‘Because | like to be temporary’’;
«a=.88), (2) integrated motivation (e.g., ‘‘Because it is the
job that best fits to my needs (example: studies, family)’’;
a =.80), (3) identified motivation (e.g., *‘I chose to be tem-
porary because it will allow me to get a permanent job’’;
a=. 80) and (4) external motivation (e.g., ‘‘Because | need
to have a salary to live’’; a =.81) - were measured, each,
by the participants’ responses to four items scored on a
seven-point Likert scale (1=not at all to 7=totally). The
set of four items, for each type of motivation, was built
by Lopes and Chambel (2014) based on the previous scale
- "The Motivation at Work Scale’’ - developed by Gagné
et al. (2008). Highest scores in a particular type of motiva-
tion analyzed indicate that workers’ reasons for being TAW
are better reflected by this type of motivation.

3.2.2. Work engagement

Work Engagement, which included the dimension of vigor
(three items e.g., ‘*"When | wake up in the morning, | feel
good about going work’’; a=.90), dedication (three items
e.g., "My work inspires me’’; « =.90) and absorption (three
items e.g., ‘I am immersed in my work’’; a=.76), were
measured by the participants’ responses to items scored on
a seven-point Likert scale (1=never to 7 =every day). The
set of nine items was built by Schaufeli, Bakker, and Salanova
(2006), which had already been used in Portugal (e.g. Lopes
& Chambel, 2014; Moura, Orgambidez-Ramos, & Goncalves,
2014). Higher values indicate that workers have higher levels
of work engagement.

3.2.3. Context free well-being

We measured TAW context free well-being with the assess-
ment of Satisfaction with Life and Perceptions of Health.
Satisfaction with Life was measured by the participants’
responses to five items (e.g., “‘If | could live my life again
I would hardly change anything at all’’; a=.89) scored on
a seven-point Likert scale (1 =totally disagree to 7 = totally
agree). The set of five items was built by Diener et al. (1985),
which had already been used in Portugal (e.g. Carvalho &
Chambel, 2013; Neto, 1992). Health Perceptions were mea-
sured by the participants’ responses to four items (e.g., *‘/
am as healthy as others’’; a=.90) scored on a five-point
Likert scale (1=definitely false to 5=definitely true). The
set of four items was built by Ware et al. (1978), which had
already been used in Portugal (e.g. Carvalho & Chambel,
2013). Higher values on both dimensions of context free
well-being indicate that workers have a favorable evaluation
of these variables.

3.2.4. Control variables

In order to eliminate potential alternative explanations for
the results, gender (0=Men, 1=Women) and educational
level (1=9th Grade, 2=12th Grade, 3 =Graduate degree)
were used as control variables.

4, Results
4.1. Confirmatory factor analysis

Since this study used self-reported measures, we consid-
ered the recommendation of Podsakoff, MacKenzie, Lee,
and Podsakoff (2003) to test the error of common method
variance, performing a Confirmatory Factor Analysis of our
Theoretical Model. To confirm the dimensionally, two possi-
ble models were examined for comparison purposes.

The models were compared based on chi-square differ-
ence tests and on other fit indices: the Standardized Root
Mean Square (SRMR), the Bentler Comparative Fit Index
(CFI), the Tuckler Lewis Index (TLI), and the Root Mean
Square Error of Approximation (RMSEA). Levels of .90 or
higher for CFl and TLI and levels of .06 or lower for RMSEA,
combined with levels of .08 or lower for SRMR, indicated
that the models fitted the data reasonably well (Arbuckle,
2003).

The model with seven latent factors (i.e. intrinsic motiva-
tion, integrated motivation, identified motivation, external
motivation, work engagement, satisfaction with life, and
perceptions of health) that corresponds to our Theoreti-
cal Model showed a good fit [x* (326)=2371.24, p<.01,
SRMR=.05, CF1=.95, TLI=.94, RMSEA = .05]. Comparing with
other alternative models tested, we verified a signifi-
cantly lower fit on the single factor model (Alternative
Model 1) - where all items loaded on a single latent vari-
able [x* (347)=22,971.66, p<.01; SRMR=.15, CFl=.42,
TLI=.37, RMSEA=.17] - as well as on the four latent fac-
tor model [Alternative Model Il - x? (341)=8018.25, p<.01,
SRMR =.10, CFl=.80, TLI=.78, RMSEA =.10], where the four
types of motivations considered were grouped only as one
latent variable. Furthermore, the difference between our
Theoretical Model and other alternative models was sig-
nificant [with Alternative Model | - Ax? (21)=20,600.42,
p<.01; with Alternative Model Il - Ax* (15)=5647.01,
p<.01]. Thus, our theoretical model was the one that rep-
resented the best fit (see Table 1).

4.2. Descriptive analysis

The means, standard deviations and correlation matrix are
presented in Table 2. Looking at the mean rates of the four
types of motivation, it is observed that the workers attribute
on average a lower score regarding the intrinsic motiva-
tions for being in their current employment arrangement
(M=1.83, SD=1.14; considering a Likert scale of seven-
points) followed by the other types of motivations studied,
where the workers rate progressively more highly each type
of motivation (integrated motivation - M=2.84, SD=1.45;
identified motivation - M=3.49, SD=1.51; external moti-
vation - M=5.79, SD=1.19). The mean values obtained
for the three dimensions of work engagement (i.e., vigor
- M=5.37, SD=1.44; dedication - M=5.25, SD=1.61; and
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Table 1 Results of confirmatory factor analysis (n=2320).

Models X2 Ax? SRMR CFI LI RMSEA

Theoretical model
Seven latent factors model = X2 - .05 .95 .94 .05
Intrinsic Motivation, (326)=2371.24"
Integrated Motivation,
Identified Motivation,
External Motivation, Work
Engagement, Satisfaction
with Life and Health
Perceptions, each one as a
latent factor

Alternative model |

One latent factor model = X2 Compare to .15 .42 .37 A7
with all items, of each (347)=22,971.66"  Theoretical
variable studied, loading Model A2

into one latent factor (21)=20,600.42**

Alternative model Il

The four types of X2 Compare to .10 .80 .78 .10
motivations grouped only as (341)=8018.25" Theoretical
one another latent factor Model A2

and Work Engagement,
Satisfaction with Life and
Health Perceptions, each
one as a latent factor

(15) =5647.01**

e

" p<.01.

Table 2 Means, standard deviations and correlations between variables (n=2320).

Mean SD r Sample

1. 2. 3 4, 5. 6. 7. 8 9. 10
1. Gender .54° .50°
2. Educational 2.40° .582 .18"
Level
3. Intrinsic 1.83 1.14 —.02 —.16"
Motivation
4. Integrated 2.84 1.45 —.03 —.13" 64"
Motivation
5. Identified 3.49 1.51 —.09" —.17" 45" 55"
Motivation
6. External 5.79 1.19 .05’ —.10" —.06" .03 16"
Motivation
7. Vigor 5.37 1.44 —.05 -.22" 257 27" 44" .07"
8. Dedication 5.25 1.61 —.04 —.24" 26" 317 .49” .10” .87
9. Absorption 5.32 1.37 —.03 -7 217 23" .40” A17 .80" .80”
10. Satisfaction 3.79 1.50 .02 —.12" 317 367 387 —.06 40" 44" 347
with Life
11. Perceptions of 3.68 .86 —.147  —12" 77 22" 237 .04 .39 357 347 40"

Health

" p<.05.
" p<.01.

e

@ Values without statistical significance because it is a dummy variable in the case of gender (0=Men, 1=Women) and a categorical

variable in the case of educational level (1=9th Grade, 2 =12th Grade, 3 = Graduate degree).
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absorption - M=5.32, SD=1.37; considering a Likert scale
of seven-points) suggest also that the workers have posi-
tive levels of this cognitive and affective mindset related to
work, observing that the mean values obtained are relatively
similar across the three dimensions of work engagement
analyzed. The mean value registered for the satisfaction
with life (M=3.79, SD=1.50; considering a Likert scale of
seven-points) indicates a slightly neutral perception of this
variable, whereas for the health perceptions it is observed
that workers classify these in a more positive way (M =3.68;
SD =.86; considering a Likert scale of five-points).

Analyzing the correlations between the variables studied
(see Table 2), we found that all the studied motiva-
tions relate significantly to the three dimensions of work
engagement, registering a weaker relationship between
the external motivation and the three dimensions of work
engagement (with vigor - r=.07, p>.01; with dedication -
r=.10, p>.01; with absorption - r=.11, p>.01), comparing
with the other types of motivations studied (i.e. intrinsic
motivation, integrated motivation and identified motiva-
tion), which are conceptualized as having a more intrinsic
nature. As predicted, vigor, dedication and absorption were
all work engagement dimensions significantly related to the
two dimensions of context free well-being, namely satisfac-
tion with life and health perceptions - observing that the
correlations between the variables vary between .34 and
.44 (p>.01). Similarly, we found also significant relation-
ships between motivations and satisfaction with life and
health perceptions with the exception of external moti-
vation, which is non-significantly, related to the health
perceptions (r=.04, n.s.).

4.3. Structural equation models

Testing mediation analysis through structural equation
models (SEM) has some similarities with the Baron and Kenny
(1986) approach but provides several advantages (James,
Mulaik, & Brett, 2006). As a confirmatory approach, SEM
simultaneously tests the relationships among an initial vari-
able, a mediator, and an outcome variable. In addition, SEM
analyses derive from nested model comparisons, allowing us
to hone in on the specific parameters of interest and to con-
trast a given pattern of effects against viable alternatives.

To test the mediation relationship, we computed two
sets of SEM models (see Table 3). First, we analyzed a
mediation model that includes a full mediation of the rela-
tionship between the four types of motivations and the
two dimensions of context free well-being by work engage-
ment [x? (335)=2667.30, p<.01, SRMR=.08, CFl=.94,
TLI=.93, RMSEA=.06], which showed an acceptable fit.
After, beyond the relationships established at the media-
tion model above, we draw a partial mediation model, which
includes direct relationships between the four types of moti-
vations and the two dimensions of context free well-being.
This partial mediation model showed an acceptable fit
[x* (327)=2509.93, p<.01, SRMR=.06, CFl=.94, TLI=.94,
RMSEA =.05], significantly better than the full mediation
model [Ax? (8)=157.37, p<.01].

Regarding Fig. 1, the results obtained with this final
model suggest that, contrary to what was expected, in
the particular case of TAW, the more intrinsic nature of

p=— 11"

p=26" ¥
n:?):\llr;:gn Satisfaction
with Life
Integrated "\ p=—-14"" p=.38"*
motivation Work
engagement

Identified

motivation / p=.54"* p=.36"*

External - Healt.h
|\ motivation Absorption perceptions

p=21**

Notes: ** P<.01; For more simplicity in the representation of the model,
only the significant paths are presented in the Figure.

Figure 1 Partial-mediated model with the significant rela-
tionships between variables studied represented.

motivations does not mean more work engagement, refut-
ing our hypothesis 1. Therefore, we found that integrated
motivation, related to the vision of temporary work as
allowing more flexibility and balance of work with other
responsibilities/needs of the individuals, is negatively and
significantly related to work engagement (8= —.14, p<.01).
Interestingly, among the four types of motivations analyzed
- i.e. intrinsic motivation, integrated motivation, identi-
fied motivation and external motivation - only identified
motivation was found to have a positive and significant
relationship with work engagement (8=.54, p<.01). In that
sense, when the motivation for being TAW relates to the
fact that the temporary work can be seen as allowing access
to a permanent employment or as enabling the develop-
ment of skills that will be useful in the future, more work
engagement these workers present. According to what was
expected, we observed positive and significant relationships
between work engagement and the two dimensions of con-
text free well-being analyzed: satisfaction with life (8=.38,
p<.01) and health perceptions (8=.36, p<.01), which
support hypothesis 2. Regarding the role of engagement as
a mediator of the relationship between motivations and the
two dimensions of context free well-being: engagement, it
is a mediator who helps to partially explain the relationship
between integrated motivation and the two dimensions
of context free well-being - life satisfaction (Z=2.70,
p<.01) and health perceptions (Z=2.73, p<.01) - as well
as a mediator that seems totally explain the relationship
between identified motivation and the two dimensions of
context free well-being - satisfaction with life (Z=9.66,
p<.01) and health perceptions (Z=10.92, p<.01). Given
these results, our hypothesis 3 was partially supported.

5. Discussion

In the current study, we investigated (a) whether the
motivations for being TAW - namely, intrinsic motivation,
integrated motivation, identified motivation and external
motivation - are related to work engagement, (b) the rela-
tionship between work engagement and the two dimensions
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Table 3  Results of structural equation models (n=2320).

Models X2 Ax? SRMR CFl TLI RMSEA
Full-mediated model %% (335)=2667.30" - .08 .94 .93 .06
Partial-mediated model %% (327)=2509.93" Compare to .06 .94 .94 .05

Full-mediated
Model A x?
(8)=157.37"

Notes:
" p<.01.

of context free well-being (i.e. satisfaction with life and
health perceptions) and (c) the mediate role of work engage-
ment to explain the relationship between motivations and
the context free well-being.

Contrary to what was expected, among the four types
of motivation analyzed, only the integrated motivation and
the identified motivation appear to be related with work
engagement, refuting our expectations. While integrated
motivation is negative and significantly related to work
engagement, identified motivation showed a positive and
significant relationship with work engagement. A possible
explanation could be due to the extent to which TAW desire
a direct contract with the client organization. In fact, when
TAW prefer this temporary status and do not desire a direct
contract with the client organization this employment is
simply an opportunity to have a work and they invest lit-
tle emotional attachment or commitment to their work
(Chambel & Castanheira, 2007). In that sense, the relation-
ship between integrated motivation - that represents the
type of extrinsic motivation with a higher degree of vol-
untarism and probably with lower desire to obtain a direct
contract with client organization - and work engagement
will be negative, which our results showed. On the other
hand, when TAW show a lower degree of voluntarism and
probably wanting to acquire a permanent contract in the
client company - that represents TAW with identified moti-
vation - these workers may think they are increasing the
likelihood of being hired by the client company, as it is their
desire, by showing more positive results toward their work
(Lopes & Chambel, 2012). This may explain the significant
and positive relationship between identified motivation and
work engagement observed at our study. This result con-
trary to our expectations supports Gallagher and Connelly
(2008) claim that ‘‘researchers should not simply assume
that all behavioral theories will apply equally well to non-
standard workers (...)"" (pp. 631). Other studies have been
shown that TAW desire to obtain a direct contract with
client organization is an important variable to explain their
employment relationship with this organization (De Cuyper
& De Witte, 2008) because they react differently to its prac-
tices (Chambel, Sobral, Espada, & Curral, 2013; De Jong &
Schalk, 2010; Espada & Chambel, 2013). In this study we
considered that probably the TAW desire to obtain a direct
contract with the client organization also is an important
variable to explain the relationship between their moti-
vation for being temporary and their well-being. In that
sense, similar to previous studies, our study seems to confirm
the fragility of temporary workers. However, while previ-
ous studies demonstrated that TAW present more positive

results independent of organizational actions, we observed
that this fragility also operates at motivation level. In this
way, when TAW recognize the agency work as an important
stepping stone to a permanent position - which reflect iden-
tified motivations for being TAW - they show high well-being
levels. Future studies should examine the extent to which
these explanations are valid to justify the results obtained.
According to what was suggested by other studies (Ahola
et al., 2005; Hakanen & Schaufeli, 2012; Schaufeli et al.,
2009), we observed positive and significant relationships
between work engagement and the two dimensions of con-
text free well-being analyzed: satisfaction with life and
health perceptions. These results seem to highlight the
importance of work domain to the general life of TAW and
supported the assumption that the positive feelings derived
from well-being at work can spill over to outside-work
domains (Edouard & Duhaime, 2013). According conser-
vation of resources theory (COR; Hobfoll, 1998) exist a
possibility of gain spirals, i.e., those who possess resources,
are likely to gain more resources over time (Hobfoll,
2001). Being engaged at work may further increase personal
resources and may thereby also spill-over to context free
well-being. Given the spillover effect suggested, further
studies are necessary to better analyze this relationship.
Regarding the mediation hypotheses formulated in our
study, it is interesting to observe that for TAW with inte-
grated motivations, work engagement is a mechanism that
helps to partially explain their levels of context free well-
being. For these TAW with integrated motivations, since they
recognize the importance of that work to other personal
goals beyond work, work engagement appears as a mecha-
nism that contributes to explain the relationship between
motivations and context free well-being, but is not the
only variable that explains these relationships. However for
TAW with identified motivations, work engagement seems to
explain in full the levels of context free well-being observed.
These results seem to highlight the importance of work
engagement for TAW with identified motives, for which a
work that meets their professional objectives will strongly
contribute to their work engagement that, in turn, will
contribute to their context free well-being. This result rein-
forces the important role of TAW desire to obtain a direct
contract with the client organization. Probably, among TAW
hoping that this temporary job might serve as a vehicle to
achieve this direct contract, their well-being at work is a
vehicle to explain their context free well-being. Showing
this positive psychological state at work TAW may consider
they enhance their desire fulfillment, namely a direct con-
tract by client organization. Future studies should replicate



Motivations of temporary agency workers and context free well-being 45

these analyses to find if this pattern of results would be
similar to the obtained with our research.

6. Limitations

Although this research has important strengths it is not
without limitations. Primarily, this study’s cross-sectional
design does not allow us to establish any causal relationships
between variables, giving no indication of the sequence of
events. As such, it is necessary that longitudinal studies
are performed in order to overcome this constraint. Sec-
ond, the exclusive use of self-report measures could lead
to problems such as common method effects. However,
self-reported data seemed the most appropriate avenue to
capture worker’s perceptions and appraisals of the varia-
bles analyzed (Fox & Spector, 1999) and according to
Spector (2006) concerns associated with relying heavily
on self-reported data measurements may be overstated.
Furthermore, we noted some of the methodological recom-
mendations by Podsakoff et al. (2003): we collect the data
from different temporary work agencies; we demonstrated
the best fit of our model compared with a single factor model
by conducting confirmatory factor analysis; we guaranteed
anonymity and confidentiality of responses; we used ques-
tions with different response-scale amplitudes; we indicated
in every questionnaire that there were no right or wrong
answers; we used standardized measures that had already
been used in previous studies; and we counterbalance the
order of the measurement of the variables conceptualized
as independent, mediator and dependent variables. Thirdly,
there are limitations due to the nature of the sample, which
is composed mainly of people with high skills (51.10% of
the sample have a skill level of secondary education and
44.20% of the sample have a graduate degree) and rela-
tively young (most the sample - 54.90% - are between 21
and 31 years old) working only through a temporary work
agency. At the level of temporary work, studies are needed
that consider other types of alternative work arrangements
(e.g. on-call work, outsourcing, independent contractors),
beyond the temporary agency work arrangement, since as
previous studies suggest (e.g. Cohany, 1996; DiNatale, 2001)
there is a wide diversity in terms of demographics, salary and
benefits, as well as differences in the reasons that lead the
individuals to have a temporary work, according the type
of employment arrangement. Finally, this research was con-
ducted in the Portuguese context, with a Western culture,
where many temporary agency workers want to be hired by
the client company (Chambel & Alcover, 2011). Thus, the
results should not be extrapolated to other cultures.

6.1. Implications for human resource practices

Based on our results, it is possible to conclude that TAW may
experience a positive employment condition that entails
their positive well-being. Through actions that signal to
TAW that this employment experience is contributing
to develop their skills, to increase their employability
and to increase the probability to achieve a permanent
position they display a positive psychological state at
work, e.g. work engagement. Establishing and maintaining
this positive psychological state is vital to organizational

effectiveness, namely its performance (Halbesleben, 2010;
Harter, Schmidt, & Hayes, 2002). Furthermore, this study’s
results have shown that work engagement is also associated
with TAW satisfaction with life and perceptions of health.
Thus, the organization also contributes to the fulfillment
of its ethical obligation to construct a healthy employment
context for its workers. To manage this situation, when
temporary work agencies operate in highly competitive
markets, in which the hypotheses of relocation of TAW,
with fundamental skills and expertise to a number of client
companies, are predictably high, the focus should be on
establishing an ongoing working relationship with these TAW.

However, the results show that individuals who have vol-
untary reasons for being temporary workers, who consider
this status as the type of employment that fits better with
their personal needs or commitments (e.g. school, family),
feel poor work engagement. This means that if organizations
intend to get well-being of workers through their moti-
vations for being TAW, they must try to understand the
reasons to which temporary workers choose and maintain
this employment status. This does not mean that organiza-
tions should only recruit or reassign TAW with high identified
motivation and low integrated motivation. Moreover, both
legislation and ethical codes prohibit discriminative selec-
tion procedures. We support the use of actions and practices
and suggest that HR practitioners pay special attention to
those TAW whose well-being cannot be obtained through
their motivation, and use other means to obtain it.

In summary, among the four types of motivations (i.e.
intrinsic, integrated, identified and external motivation) it
was observed that integrated and identified motivations are
the ones that contributed to explain workers well-being. In
line with this, HR of temporary agencies should develop a
close relationship with the client organizations to contract
TAW whenever they need to increase their permanent work-
force.
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