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ABSTRACT

Little is known about the relationship between of the level of fulfillment of the IT professional’s psycho-
logical contract and their innovative work and organizational citizenship behaviors. Using psychologi-
cal contract and social information processing theories, this study proposes to answer the research 
question: What is the relationship between the level of fulfillment of the IT professionals’ psychological 
contract and their organizational citizenship and innovative work behaviors? Survey data were collected 
from 209 IT professionals using group-administered paper and on-line surveys. Results show positive 
relationships with the level of fulfillment of the IT professional’s psychological contract and their inno-
vative work behavior, as well as four of their organizational citizenship behaviors, specifically loyalty, 
advocacy participation, obedience, and functional participation. Extending the body of knowledge, the 
dimensional approach of the psychological contract was used resulting in the scope, focus, and tangibil-
ity dimensions being the most significant predictors of the organizational behaviors.
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INTRODUCTION

Management continues to view information tech-
nology (IT) professionals as human capital, and 
use this resource to maximize organizational ef-
fectiveness, enhance performance, and maximize 
organizational goals, all while perhaps cutting IT 
costs (Josefek Jr. & Kauffman, 2003). In coordina-
tion with these strategic goals, IT departments are 
expected to be leaner, yet remain multi-talented 
and innovative (Koch, 2006). Pring (2003) calls 
attention to the fact that organizations still need 
innovation and value delivered from their IT pro-
fessionals, even when organizations are focusing 
on cost management issues, such as IT service 
providers. And while organizational effectiveness 
is affected by the productivity and performance 
of employees, there are other work behaviors 
beyond the dependable role performance that 
are also sought after by management. Two such 
extra-role behaviors are innovative work and 
organizational citizenship.

Research and practitioner literature stress 
the importance of innovation and organizational 
citizenship in IT professionals. While an IT pro-
fessional’s job may have an implicit degree of 
creativity and innovation required, organizations 
may have difficulty monitoring creativity and in-
novation objectively. Koch (2006) states that IT 
departments continue to need IT professionals who 
have not only in-depth technology knowledge, 
but can also create new products and capabilities. 
Innovative work may also be an acknowledged 
element to the job, as evidenced by one IT profes-
sional who was quoted saying, “…it’s all about 
solving problems of the business…and there’s 
always something new to learn” (Murphy, 2005). 
According to CIO Magazine, even when organiza-
tions are faced with cost cutting mandates, chief 
information officers (CIO) are still charged with 
emphasizing innovation and creating competitive 
advantage (Varon, 2005). In fact, 65 percent of 
the CIOs surveyed believe that “bringing ideas 
for IT-enabled business innovation to the table 

is a significant or dominant aspect of their roles” 
(Varon, 2005).

Organizational citizenship continues to be seen 
as a vital component to organizational effective-
ness. Podsakoff, Whiting, Podsakoff, and Blume 
(2009) found organizational citizenship behaviors 
(OCB) is related to a variety of organizational-
level outcomes including productivity, efficiency, 
reduced costs, customer satisfaction, and turnover. 
In Ang and Slaughter’s (2001) research specific to 
IT professionals, contract workers exhibit lower 
extra-role (citizenship) behaviors than permanent 
systems developers, and supervisors evaluate a 
contract workers loyalty and obedience lower 
than permanent systems developers. Moore and 
Love (2005) find differences by job category, in 
that levels of organizational citizenship behaviors 
are lower in the IT employees than the employees 
from work areas other than IT.

The current IT job market complicates this 
situation as organizations consider management 
strategies to keep their IT professionals engaged, 
productive, appreciated, and on the job, or lose 
them to another company (McGee, 2005; Motti, 
2006). The psychological contract, the employee-
employer relationship with respect to perceived 
obligations to each, has been theorized to unite 
the employee with their organization and regulate 
their behaviors (Robinson, Kraatz, & Rousseau, 
1994). One online poll found that 69 percent 
of the IT professionals surveyed were looking 
for a new employment position, and the num-
ber one reason given was that they did not like 
the current employers’ management or culture 
(McGee, 2005). Research shows that when the 
employee’s psychological contract is breached or 
violated, it can lower job satisfaction (Robinson 
& Rousseau, 1994), organizational commitment 
(Coyle-Shapiro & Kessler, 2002; Suazo, Turnley, 
& Mai-Dalton, 2005), and organizational citizen-
ship behaviors (Coyle-Shapiro, 2002; Robinson, 
1996; Robinson & Morrison, 1995), and increase 
intentions to quit (Suazo, 2009).



 

 

19 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/relationship-between-fulfillment-professional-

psychological/67208

Related Content

Integrating Handheld Computer Technology into HR Research and Practice
Scott A. Daviesand Robert F. Calderon (2005). e-Human Resources Management: Managing Knowledge

People  (pp. 31-67).

www.irma-international.org/chapter/integrating-handheld-computer-technology-into/9053

Conception, Categorization, and Impact of HR-Relevant Virtual Communities
Anke Diederichsen (2009). Encyclopedia of Human Resources Information Systems: Challenges in e-HRM

(pp. 154-160).

www.irma-international.org/chapter/conception-categorization-impact-relevant-virtual/13223

Assessing Information Technology Capability versus Human Resource Information System

Utilization
Ralf Burbachand Tony Dundon (2009). Encyclopedia of Human Resources Information Systems:

Challenges in e-HRM  (pp. 56-62).

www.irma-international.org/chapter/assessing-information-technology-capability-versus/13209

The Benefits of Home-Based Working's Flexibility
Diana Benito Osorio (2009). Encyclopedia of Human Resources Information Systems: Challenges in e-

HRM  (pp. 102-109).

www.irma-international.org/chapter/benefits-home-based-working-flexibility/13215

Perceived Performance of the Human Resource Information Systems (HRIS) and Perceived

Performance of the Management of Human Resources (HRM)
Loubna Tahssainand Mouna Zgheib (2009). Handbook of Research on E-Transformation and Human

Resources Management Technologies: Organizational Outcomes and Challenges  (pp. 324-334).

www.irma-international.org/chapter/perceived-performance-human-resource-information/20069

http://www.igi-global.com/chapter/relationship-between-fulfillment-professional-psychological/67208
http://www.igi-global.com/chapter/relationship-between-fulfillment-professional-psychological/67208
http://www.irma-international.org/chapter/integrating-handheld-computer-technology-into/9053
http://www.irma-international.org/chapter/conception-categorization-impact-relevant-virtual/13223
http://www.irma-international.org/chapter/assessing-information-technology-capability-versus/13209
http://www.irma-international.org/chapter/benefits-home-based-working-flexibility/13215
http://www.irma-international.org/chapter/perceived-performance-human-resource-information/20069

