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�empirical examination of  the Content and Structure of the Psychological Contract



The mutual transferring of right is that which men call contract.  Leviathan, Thomas Hobbes.

The construct of "psychological contract" has attracted a lot of  academic and popular atten�tion lately . Breakthrough work was done by  Rousseau (1989,1990,1995,1996) and some others in order to define the construct, measure it, differentiate it from related terms, assess its typologies, decipher its  process, discover its antecedents and consequences,  and apply it to organizational strategy formulation and human resources management (Rousseau & Anton, 1988,1991, Rousseau & Parks, 1992, Rousseau & Aquino, 1993, Rousseau & Wade- Benzoni, 1994, Rousseau & Greller, 1994, Robinson & Rousseau ,1994, Robinson et al, 1994,  Morrison, 1994,  Guzzo et al, 1994, Guzzo & Noonan, 1994, Parks & Kidder, 1994, Oarks & Schmedemman, 1994, Shore & Tetrick, 1994, Robinson &  Morrison, 1995, Barksdale & Shore , 1995, Roehling, 1996).



"Psychological contract" is not a new construct:  Agryris (1960), Levinson et al (1962), Schein (1978,1980) and others used it to describe the relationship between the individual and the organization, in terms of "mutual expectations", which are strong , normative and implicit.  Although the "obligatory quality" of these expectations was pointed out (Levinson et al, 1962), this definition was quite weak, ignoring the subjective and systemic characteristics of the contract, and not distinguishing  enough between expectations that, when not realized, lead to mere disappointment, and those that are perceived as binding and their unfulfillment is felt as violation.  Moreover, empirical research was scarce,  and the operationalization of the construct was measured by the actual fulfillment of these mutual expectations (Jurek, 1966, in Roehling, 1996, Portwood & Miller, 1976, Guzzo, Noonan & Elron, 1994) or by the "matching"  between the individual's and the management's expectations (Kotter, 1973). These weaknesses  raised the question if there is a real theoretical need for this construct, or is it redundant, meaning no more than "A name for a collection of observed phenomena" (Larwood, 1984, p. 209) "Just one more work related attitude" (Bloom & Milkovitz, 1996) or "All things to all people" (Roehling, 1996).

Rousseau's conceptualization and definition of the psychological contract, as "Individuals' beliefs regarding reciprocal obligations" (1990),  or as "Beliefs that individuals hold regarding promises made, accepted, and relied on between themselves and another " (1995, p. 9) treated the psychological contract more rigorously. Two key elements in her description are the subjective and promissory qualities of the contract.  

The subjective element of the contract means that it exists solely in the eye of the individual  beholder.  Two implications stem from this position:  First, organizations, or groups, cannot have psychological contracts, as they are not organic entities: only individuals do. ( shared beliefs might be called "normative contract": Rousseau, 1995). Second, they are different from  objective or implied contracts,  which are legally binding.  Rather, the psychological contract is the interpretation, the personal construction of reality, the "mental model" of the agreement (Guzzo & Noonan, 1994, Rousseau, 1995). In this, Rousseau's definition differs radically from all her predecessors, who  consider the group, or the organization, as an active  party to the psychological contract, which has a reality of its own.

The promissory  aspect of the contract can be derived from the legalistic origins of the "contract" term. All employment relations nowadays are more and more  legally grounded, and based on contract (Osigweh,1990,  Rousseau & Parks, 1992 ). From this point of view, contract can be considered as "private legislation"  between the parties, (French Civil Codex, item 1134), or as a property or  possession (Perlman, 1976).  Contract laws accepts contracts as enforceable when several conditions are being met: Voluntariness,  concreteness, acceptance and good faith. One other condition, of "consideration" , is not universally demanded�. Contracts are future oriented: they are means to ensure the future and reduce the uncertainties of the present. They are also one of the mechanisms of regulating  social order and personal and collective action,  and distributing resources in society (Fuller, 1981, MOW, 1987) . Promise making  constrains the freedom of the individual, causing him to  act in a different way, because he can rely on the fulfillment of the agreement. (Atiyah, 1986). Violation of this reliance may not only create tangible losses, but also create strong negative emotions due to feelings of treason  and anxiety, and the upset of the belief in the justice of the social order.  It is this aspect of the psychological contract and its implications that make Rousseau's theory distinctive not only from her predecessors, but also from most of her colleagues. 



The empirical research following the conceptualization of the psychological contract is still very meager. While some empirical work has been done concerning implied contracts (Rousseau & Anton, 1988,1991, Rousseau & Aquino, 1993),  types of contracts (Rousseau, 1990, Robinson, Kraatz & Rousseau ,1994, Barksdale & McFarlane, 1995) , the dynamics  of the contract - making ,changing and exiting  (Parks & Schmedemann, 1994, ) and violation of the contract (Guzzo, Noonan & Elron, 1994, Robinson & Rousseau , 1994, Robinson & Morrison, 1995), scarcely any attention was given to two issues concerning the content of the contract: Categories and dimensions. It is the intention of this paper to address these matters.

Content of the psychological contract :categories of entitlements and obligations



What does the psychological contract consist of? Although each psychological contract might have idiosyncratic items that are related to the specific bind and characteristics of the parties,  there should be many shared factors that are part of the social construction of the employment relations in a given culture. Kotter (1973) posited that any psychological contract "may have literally thousands of items", but confined his research to 29 categories, adapted from Berlew & Hall (1966) research on socialization of newcomers.  Jurek, 1968 (as cited by Roehling, 1996) used six motivators and nine hygiene job factors stated by Herzberg et al (1959).  Guzzo, Noonan & Elron categorized 43 items (actually only entitlements) that were specific to their expatriates subjects into 3 groups - inducements, general support and family support. Judgments were made to the extent to which provisions given were differed from what "should have been" provided. Rousseau  has also remarked that "individual contracts can potentially take an infinite number of forms" (1995, p. 90) but managed with very few items - the scale used by her  consists of 15 categories, 7 entitlements and 8 obligations (Rousseau ,1990, Robinson, Kraatz & Rousseau ,1994, Barksdale & Shore, 1995).  Categories were determined by interviewing personnel and human resource managers from over a dozen firms, who were asked to describe the kinds of promises and commitments their firms sought from recruits during selection process, and promises made to new hires. 



There are several shortcomings to this operationalization of the content of the psychological contract: First, there  is no theory that describes what should be included in the psychological contract. Second, measures were derived from interviews that pertained to newcomers, and not to tenured and veterans of the organization. Third, categorization of the items was conducted by the researcher (Rousseau 1990) or derived from a theory not wholly similar to this construct (Jurek, 1966). No research was empirically done in order to reveal the  underlying categories in the employees' mental models. Fourth,  sources of information were HR professionals and managers, and not the employees themselves as befitting such a subjective phenomenon, and that can lead to partial coverage of the contract's features. Fifth, subjects of the research in most studies were MBA students, who  represent a small and unique population. Last but not least, broad  categories were measured by single item each, a method which is not sensitive enough to subtleties and problematic in its reliability.�



In this study we shall offer a schema describing the psychological contract, and than a method to investigate it empirically in a way that answers the above  problems.

What, than, should be included in the psychological contract? We propose that there are five issues contained in the contract:

______________________

Insert table  1 about here

______________________

Entitlements:  Lerner (1987) defines entitlement as an experience of an entire family of human events associated with social justice. "The cognitive component of this generic event is the judgment, often tacit, that someone, or some category of people, is entitled to a particular set of outcomes by virtue of who they are or what they have done. The "entitled to :" is experienced affectively and motivationally as an imperative, as sense of requiredness between the actor's perceived outcomes and the person's attributes or acts". From a psychological contract point of view,  the entitlement is the "rights" side of the contract, based upon membership, behaviors, acts and/or promises. Entitlements might include wages, work conditions, rewards, security, job characteristics, promotion, development, teamwork, support, consideration, ethical behavior and many others (Kotter, 1973, Shapiro & Tune, 1973, Schein, 1980, Wilson et al , 1985 ,Eisenberger et al, 1986, Wells, 1987,  Rousseau, 1990, Moberg, 1994, Sims, 1994, Barringer & Milkovitz, 1995). 

Obligations - The individual's part in the obligations and burdens that stem from membership in the organization, position. job or as a consideration for rewards and resources.   Obligations, as entitlements, have cognitive, affective and motivational components. Obligations mentioned in the literature are: effort, loyalty, commitment, discipline, skills, responsibility, secrecy, representation, obedience, acceptance of rules and organizational values, in-job behaviors, citizenship behaviors and more (Kotter, 1973, Fox, 1974, Cohen, 1976, Schein, 1980, Organ, 1988, Farh et al, 1990, Rousseau, 1990, Van Maanene & Kunda, ...Rafaeli,....).

Specific conditions - negotiating the employment contract might bring about many specific terms of exchange, phrased as "if - than" sentences: These are  perceived mutual agreements that ties specific behaviors in the past or present to specific outcomes in the future.  These conditions might be shared and universal (loyalty for security), but mostly are idiosyncratic to the time and situation specific relationship.

Dynamics: making, changing and exiting. Part and parcel of the psychological contract are items that regulate the mutual obligations concerning the  contract making process. Beliefs about procedures of contract creation may include the identity of the organization's representatives, the need for explicit agreement, probability of  realistic preview and  honest representation , and permission for open discussion and negotiation (Fox, 1974, Wanous, 1980, Eisenhardt, 1989, Rousseau & Parks, 1992, Morrison, 1994, Parks & Schmedemman, 1994, Sims, 1994, Rousseau, 1995) .  Contract change  may pertain to beliefs about both organizational and  employee's ability to change the contract, what are the agreed upon  procedures to change it, and about situations that justify change (Guzzo & Noonan, 1994, Klein et al, 1995, Rousseau, 1996).  Procedures of exit relate to beliefs about  ways of contract termination, and even the possibility to terminate (Radford & Larwood, 1982, Larwood, 1984, Alexander & Ruderman, 1987).

Violations, enforcement and Remedies - it is clear that not every time the contract is unfulfilled, it would be considered as a violation. Beliefs about what constitute a violation and what not, how the agreements can be enforced (Noorderhaven, 1992), the ability to litigate (Whole issue of Organizational Science, august 1993), and remedies when the contract is perceived to be violated (Schein, 1980, Nicholson & Johns, 1985, Rousseau & Aquino, 1991, Robinson & Rousseau, 1993, Parks & Kidder, 1994, Aikin, 1994, Robinson & Morrison, 1995). 

From theory of justice point of view, the first three issues have to do with  distributive and system justice, the last two with  procedural justice. (Sheppard, Lewiki a & Minton, 1995).  Alexander & Ruderman (1987) recommend conducting a research in both types of justice to the same items.  However, the present paper is confined to the first two issues - entitlements and obligations.  We  ask two questions - what are the entitlements and obligations that play major part in psychological contracts, and are there common  categories that items of entitlement and obligation are factored into.  To answer these questions,  we conducted an empirical study, incorporating both qualitative and quantitative methods,  that tap the content universe of the contract  from different employees' perspectives, factor analyzed it, and built multiple items scales.  As this research in an exploratory one, no hypotheses are formulated.



Structure of the psychological contract



The theoretical significance of the "psychological contract" concept is not only in understanding its subjective and promissory qualities, but mainly in the description of the relationship between the employee and the organization as a whole, or as a  system.  Systems approach to organizations is one of the leading organizational theories. It was applied to groups and individuals, but never before to the subject of mutual obligations of individual and organizations. Entitlements are mentioned as a distinct concept (Yuchtman-Yaar, 1983, Lerner, 1987 , Major, 1989, 1993, Landsberg, 1988, Bardwick, 1991)  or as a part of more general construct (Equity theory, Adams 1965, Equity Sensitivity , Huseman et al,1985,1987, Relative Deprivation, Runciman, 1966, Gurr, 1970, Work values, MOW, 1987, Harpaz, 1990). Obligations are also spoken of as a part of more general construct (Job theory, Katz & Kahn, 1978,  Nature of the Managerial Work,  Mintzberg (1973) , Organizational Citizenship behavior and out-role behhaviors, Organ, 1988, Van Dyne et al, 1994, 1995, Honour Principle, d'Iribarne, 1994).  There is  abundant literature about particular  entitlements and obligations,  but it is the concept of psychological contract that  tie them all to one theory. 



Phenomena described as systems have orderly ensemble properties, and can be understood in terms of the properties and interactions of their elements (Grobstein, 1996).  One way to explore  a system is by uncovering its underlying order, or structure. 

What is the structure of the psychological contract? In the literature, there is some confusion between the structure of the psychological contract  (defined as dimensions in the contract) and types of contracts, which  are the "patterns in which discrete promises or contracts terms are typically arrayed" (Rousseau, 1995, p.91). In her early research Rousseau portrayed a typological continuum, based on McNeil (1974, 1985),  between relational and transactional contracts.  Relational contracts are long term, with economic and emotional focus, includes the whole person, open ended, partly unwritten, dynamic, pervasive and intangible. Transactional contracts are economic based, with partial involvement, specific, written, static, narrow in scope and tangible. A somewhat different  view was presented by  Guzzo & Noonan, (1994) who depicted the contract as a pie containing slices of both relational and transactional qualities in different sizes. In later writings, (Rousseau & Wade-benzoni, 1994, Rousseau 1995) a more elaborate model was suggested, in which four types of psychological contracts emerged from  2x2  framework  featuring time frame (short or long) and performance requirements (specific or not). In addition to the relational and transactional types, contracts can be  transitional (or weak relational and transactional obligations) or balanced (strong obligations). In  her first empirical study, Rousseau  (1990) computed separately the entitlements and obligations of new hires, and was able, in a canonical correlation analysis to combine two patterns of mutual obligations, that corresponded to the relational-transactional continuum. In subsequent studies, (Robinson, Kraatz & Rousseau ,1994, Robinson & Rousseau , 1994, Robinson & Morrison, 1995 ) entitlements and obligations were factor analyzed separately that yielded two ortagonal factors (with somewhat different items than the first study) that corresponded to the same distinction.  However, this method implies a bi-dimensional structure of a contract and not types of contracts. Barkdsale & Shore (1995) commented on it, as they used the same questionnaire to evaluate individuals and not items, and analyzed data using cluster analysis, in order to determine whether "Groups of individuals having similar patterns of employee and employer obligations showed predictable differences in attitudes and behavior".  They found evidence for three clusters - relational (high mutual obligations), weak (low mutual obligations) and disgruntled, which have high entitlements but low obligations. To confuse the matter more,  no evidence was found for the transactional type, and what they called "relational" type corresponds more with the "balanced" type of Rousseau (1995).



In order to clear this  ambiguity a little,  we propose a tow-step procedure: first, we hall try to uncover the structure of the contract, by revealing the various dimensions is has. The second step is to delineate typologies built on the relative strength of each dimension. In the following chapter, we will suggest several alternative structures.



Uni-dimensional, bi-dimensional or multi-dimensional construct?



The number and choice of dimensions of a construct is a matter of convention and usefullness.  operationalization that has fewer dimensions may give more general - but less discriminating - idea of the content universe.  Although the psychological contract can be described by one or two dimensions, we propose to analyze the psychological contract as a multi-dimensional construct.  

uni-dimensional structure: The Intensity of the contract. The most general  way of evaluating the psychological contract is by measuring it as a whole. The strength of all the individual's obligations - to and from the organization - can be measured and  compared to others. Intensity of  contract can vary from weak (low obligations) to intensive (high mutual obligation). "Weak" contracts will be found in part time employees, temporaries, unskilled, and alienating organizations. "Intensive" contract will be bound in tenured, skilled employees, and in organizations that have the characteristics of "conventional" organization (van Dyne et al, 1994).



Bi-dimensional structure : The balance of the contract

Obligations to and from the organization can be taken as two separate dimensions of the psychological contract (as measured by Rousseau, 1990). Overall entitlements and obligations can each be different in their intensity.   In order to name the quadrants of the  2*2 framework (high or weak obligations, high or low entitlements), we borrowed concepts from the "equity sensitivity" construct:  Huseman et al (1985, 1987) defined "entitled" as those who prefer .... and "benevolents" those who ...... . The emerging typology has, than, four types of contracts: 

Intensive - when both obligations and entitlements are high (The "balanced" contract of Rousseau & Wade-Benzoni, 1994, or the "relational" as defined by Barksdale & Shore, 1995) , 

Weak  - when both are low (the "transitional" of Rousseau & Wade-Benzoni, 1994, Or the "weak" of Barksdale & Shore, 1995). 

 entitled - when obligations are low and entitlements are high ( The  "disgruntled" cluster  of Barksdale & Shore, 1995). 

benevolent  - when entitlements are low and obligations are high. 

				     ___________________________

					insert table 2 about here

				      ___________________________



This bi-dimensional operationalization of  the psychological contract is similar, but not identical, to the definitions of the International Research Team for  the Meaning of Working (MOW, 1987).  One domain of the Meaning of working is societal norms concerning work: the entitlement norm represent the underlying work rights of individuals and the work related responsibilities of organizations and society toward individuals. The obligation norm represent the underlying duties of all individuals to society with respect to working.   Measuring the balance of these norms in individuals portrayed differences between countries (i.e. Britain - low agreements with both norms, Israel - high agreement with both, USA - high agreement with obligation and low with entitlement norms, and the Netherlands - low  agreement with obligation and high with entitlement norms), professions, regions, hierarchical levels, employment contract, sex, age and education (Mow, 1987, Harpaz, 1990, Lundberg & Peterson, 1994). 



Multi dimensional structure: facets of the contracts

We assume that the psychological contract is a complex system. If this is the case, than uni- or bi-dimensional structure may be too coarse to tap the possible fine-tuning of the construct.

One of the methodologies of tapping the structure of a complex concept is facet theory  (Guttman, 1971, 1982). A facet is a "set of elements that classify objects of interest, and make distinctions that are, by definition of by hypotheses, relevant for the scientific investigation" (Borg & Shye, 1995). The purpose of facets is to promote conceptual control over a universe of discourse, by breaking up an initially monolithic construct,  and to enhance  empirical knowledge, if data supports the distinctions mirrored by the facets.  The theory best describes holistic phenomena, as variables are conceived not as discrete units  but as closely related to a whole network of other variables, from the same domain of investigations, and portrayed in the spatial imagery of a map  (Shye & Elizur, 1994). 

Borg & Shye (1995)  claim that facet definition is the natural starting point for model building. "good" facets are clear, conceptually useful, enable the structuring of the data they characterize, abstract enough to be applied to wider item space, and lend themselves to extensions and generalizations.  According to facet theory, Facets are arrayed  in mapping sentences, and are measured by MSA - Multidimensional Structuple Analysis: structuples (system of facets) are represented as points in a multidimensional space so that the space can be partitioned, facet by facet, into regions that contain only points with the same struct. MSA, better known as SSA - Smallest Space Analysis (Guttman 1968), or Similarity Structure Analysis, is a technique that represents similarity of coefficients among a set of objects as distances in a geometric space. Hypotheses are formulated in regional terms: each region represent a different facet elements: all points within a region are associated with the same facet element, and points in different regions with different facet elements.  Space can be partitioned into axial, (linear stripes), radial (concentric bands) or angular (sectors cut from a  common origin)ways. Combination of facets give rise to complex regional structures.



We  hypothesized the existence of three facets of the psychological contract: direction, modality and focus.  As it is an exploratory study, we did not formulate regional  hypotheses.

Direction:   individual's obligations to and from the organization - pertains to obligations and entitlements. 

modality   One of the basic facets of social attitudes is the modality, classified into the three modes of cognitive, affective and motivational or instrumental elements.  It is  inherent in the definitions of entitlement and obligation (��see page 5) . The cognitive elements of the contracts  are those that has to do with ..... The affective elements are obligations that are relational, and capture the emotional and social aspects of the employment contract. The instrumental elements  has to do with the material , practical and concrete components of the contract. 

A similar classification  regarding entitlements  only can be found in motivational theories, the most resembling is Alderfer (1969)  ERG theory, that identified three simultaneous need groups: existence (instrumental) needs, relational (affective) needs and Growth (cognitive) needs. Another similar classification that resemble this one roughly is Ronen (1993) materalism-non materialism orientation of work values.    It is  identical in concept, though not in the assignments of items, to Elizur et al (1991) structure of work values. In the obligation literature, 


Orientation
: One major area of research lately is around the in-role and extra-role behaviors. Also between relational and transactional contracts. Also individualistic - collectivistic orientation We would like to simplify in defining the focus of the contract: an employee may be considered as a job incumbent,  or as an organizational member. In-role behaviors and entitlements have more to do with performance, 

The ensuing mapping sentence is presented in table 3.

				     ___________________________

					insert table 3 about here

				      ___________________________

											

method

overview

The main goal of this  research was to build from scratch an empirical tool to measure the psychological contract.  The general strategy was first to build a large reservoir of items that are common to divers populations. We collected a large number of items of entitlements and obligations  from a large variety of employees, from divers organizations and cultures,  using a combination of qualitative and quantitative methods. The second step was to  reveal the underlying categories of the contract by factor analysis (and shorten the list of items) by administrating questionnaires that  include these items to another set of diverse employees.  Last step was to validate  these categories and the emerging questionnaire in yet another sample, and than test the structure hypotheses by using facet analysis. 

Respondents and data collection 

Four pretests were conducted during 1995. The first pretest was intended to cover items that comprise the content universe of the psychological contract . It was assumed that this construct is complex, both large and deep,  not all of it conscious to the participants, so that qualitative as well as quantitative methods were necessary.  We conducted eleven in-depth interviews, each about 1.5-2 hours, with : CEO, human resource manager, skilled laborer, cleaning woman, manager of an educational project, programmer, professor in the university, editor of a newspaper, saleswoman, clerk and marketing manager in hi-tech firm.  Then followed group interviews, with managers who were MBA students, managers in educational settings and army officers, and  open questionnaires given to undergraduates in 3 schools (business, communication and social sciences). 



Items collected in the interviews were  put in a list, to which we added more items  that were assimilated from a thorough  literature search . All in all, a list of 373 entitlements and obligations were assembled. As this list was mush too long to serve as a practical tool, it was reduced to 229 items by the researcher.

Two more pretests were conducted using broad categories in two different samples of teachers and public service managers,  to test some alternatives to measure the construct and check the usefulness of these categories. They were found to be not discriminating enough.

Fourth pretest was conducted to  a convenience sample of  employees from divers organizations, professions and personal attributes.  It was assumes that in one work culture - the Israeli  - the conceptual structure of the psychological contract is stable, and convenience sample is adequate.  800 questionnaires were administered to several groups and individuals. 253 were returned, among them 20 from insurance companies, 15 human resource managers, 15 consultants, 10 salesmen, 30 police officers, 10 unskilled laborers, 16 doctors and nurses, 40 undergraduates and 40 graduates and many more, all employed in various levels and organizations. It should be mentioned that the length of the questionnaire - 14 pages - contributed heavily to the low return ratio.

The major  research was conducted in 8 organizations: an electronics company, software, food processing plant, bank, insurance company, investment company, medical institute and. בית אבות   This time questionnaires were administered  on company time and premises, with the help of company personnel. Feedback was promised (and given) to the management of these organizations.  625 employees completed the questionnaires. 60% females, average age - 36.83, average  education 14.15 years, 79.9% married, with 2.44  children in average, 71.5% were born in Israel, 14.3 in east Europe, 4.9 in Asia and north Africa, 1%  in Ethiopia and the rest - in Europe and the Americas. 59.9% were union members. 41.7% managers, 44.8% low level employees, average of 6.33 years tenure in the organization and average of 3.88 years in job. 84.2%  work full time 8.47 (average) hours per day.

Procedures and statistical analyses

In order to categorize the content of the psychological contract , a questionnaire of 99 obligations and 130 entitlements was used in the pretest. The statistical procedure used was factor analysis, using the software of SPSS 6.0 for windows. Common factor analysis with oblique rotation was conducted (however, principle components and varimax rotation yielded practically the same  results). Several techniques were used in order to arrive to an adequate number of factors that were stable, accounting  to more that 50% of the total variance,  and meaningful. (Gorsuch, 1983). The highest loading items (cutting point was loading of more than .35,   difference  of at least .20 if items loaded on two categories, and  no more than 6 items) were than computed again for a confirmatory factor analysis. The questionnaire  used for the final test was shortened and included  50 entitlements and 44 obligations that loaded high in the pretest, and factor analysis was run to the total sample.

A problem arose as many of the items had a high average and low variance. On the one hand, it was not statistically correct to include them in the factor analysis. On the other hand, we did not wish to lose them because of their theoretical significance.   The solution was to conduct two separate analyses, with and without the low variance items. Comparison of the two tests revealed that there were three distinct and interpretable categories  comprised mainly from these items (the obligation of professionalism, and the entitlements for tools and  ethical treatment). As all other categories were almost identical, the full list was used.

The structure of the contract was examined with SSA procedures, using the FSSA (Faceted Smallest Space Analysis) software version 3.02 written by Shye.  Items are mapped in a geometric space and are compared to their place there according to the  theoretic definition. A separation index (SEPRN) measures the match between hypothesized and actual facets. The range of this index is between 0 (no match) to 1 (complete match). Analyses were conducted both to single items and to categories. 



results

The first research question addressed the empirical categories of the psychological contract. For convenience sake, only the final factor analysis results  (of the total sample) are presented here,   in tables 4. 1 and 4.2.  

				     ___________________________

					insert table 4.1 about here

				      ___________________________

Entitlements - 14 categories of entitlement emerged at the pretest, but only  11   remained stable across tests and samples. One category, of "space" (including flextime, tools to work at home, freedom from punishment for mistakes and manager that allowed leeway) did not come out in the final sample. Four categories converged into two: support from peers and cooperation from peers converged into one category, of cooperation. Promotion and recognition were converged into one category of development. The reliability, average and standard deviations  of the final sample are presented in table 5.

				     ___________________________

					insert table 4.2 about here

				      ___________________________



Obligations -  nine meaningful and very stable (across analyses) categories emerged.  One other category was revealed in addition to those in the sub group of managers, and pertained to treatment of subordinates. Reliability, average and standard deviations are presented in table 5.

				     ___________________________

					insert table 5 about here

				      ___________________________



The second research question ...to the structure of the psychological contract . Three facets were hypothesized : direction, modality and  focus. 

				     ___________________________

					insert table 6 about here

				      ___________________________



Table 5 combines the   and SEPRN value of the three facet. It is clear that........

the direction has ...regional partition. Modality - ...partition and the focus     .

The sturcture that emerges from the combination of those facets is that of a radex

discussion



meaning of categories

meaning of multi di structure: radex

meaningful as a whole concept

popular use: is there really a new psychological contract?

limitation - same method, questionnaire, Israeli culture

further research - dynamics of the contract - procedural justice

generalization to different cultures

practical use - feedback revealing, even in the departmental and organizational level













Adams J.S. (1965). Inequity in Social Exchange. in L. Berkowitz (Ed) Advances in Experimental Social Psychology vol 2, 267-299. Academic Press, N.Y.

Alexander S. & Ruderman M. (1987). The Role of Procedural and Distributive Justice in Organizaitonal Behavior. Social Justice Research 1:2, 177-198.

Argyris C.P. (1960). Understanding Organizational Behavior. Dorsey Press, Homewood, IL.

Atiyah (1986) 



Bardwick J. M., (1991). Danger in the Comfort Zone: from Boardroom to Mailroom - How to Break the Entitlement Habit That's Killing American Business. Amacom, N.Y.

Barksdale K.  & McFarlane Shore L. (1995). A Typological  Approach to Examining Psychological Contracts.  Paper presented at the Annual Conference of the Academy of Management , Vancouver.

Barringer M.W. & Milkovich G.T. (1995). Changing employment contracts: The Relative Effects of Proposed Changes in Compensation, Benefits and Job Security on Employee Outcomes.Paper presented at the Annual Meeting of the Academy of Management, Vancouver.

Bloom  M.C. & Milkovich G.T. (1996). The Psychological Contract: Just One More Work-Related Attitude?  Paper presented at the Academy of Management Meeting, Vancouver.

Borg I. & Shye S. (1995) Facet Theory: Form and Content.  Sage, london.

Carell M.R. & Dittrich J.E. (1976). Employee Perceptions of Fair Treatment. Personnel Journal 55,523-524.

Dittrich J.E & Carell M.R. (1979). Organizational Equity Perceptions and Employee Job Satisfaction, and Departmental Absence and Turnover Rates.Organizational Behavior and Human Performance 24, 29-40.

Doeringer P.B.& Piore M.J. (1971) Internal Labor Markets and Manpower Anlysis. Heath, Lexington MA.

Eisenhardt K.M. (1989). Agency Theory: An Assessment and Review. Academy of Management Review 14:1, 57-74.

Elazar  D.J. (1983) The Covenant Idea in Politics  Bar Ilan University.

Elizur D., Borg, I., Hunt, R. & Beck I.M. (1991). The Structure of Work Values: A Cross Cultural Comparison. Journal of Organizational Behavior, 12, 21-38.

Fox A. (1974). Beyond Contract: Work, Power and Trust Relations. Faber, London.

Gurr T.R. (1970). Why Men Rebel. Princeton University Press, N.J.

Guzzo R.A., Noonan.K.A. & Elron E. (1994). Expatrate Managers and the Psychological Contract. Journal of Applied Psychology, 79:4,  617-626.



Guzzo R.A., Noonan.K.A. (1994). Human Resource Practices as Communications and the Psychological Contract. Human Resource Management 33:3, 447-462.

Harpaz  Y. (1990). The Meaning of Work in Israel: Its Nature and Consequences. Praeger, N.Y.

Hertzberg,  F., Mauser, B., & Snyderman, B. (1959). The Motivation to Work   Wiley, N.Y,

Huseman R.C., Hatfield J.D. & Miles E.W. (1985). Test for Individual Perceptions of Job Equity: Some Preliminary Findings. Perceptual and Motor Skills 61, 1055-1064.

Huseman R.C., Hatfield J.D. & Miles E.W. (1987). A New Perspective on Equity Theory: The Equity Sensitivity Construct. Academy of Management Review 12:2, 222-234.

Iribarne (d’) P. (1994).  The Honour Priciple in the “Bureaucratic Phenomenon”. Organizational Studies, 15:1, 81-97.

Jacque R. (1996). Manufacturing the Employee: Managing Knowledge from the 19th to 21st  Centuaries. Sage, London.

Kallenberg & Reve

Katz D. & Kahn R.L. (1966). The Social Psychology of Organizations. John Wiley, N.Y.

Keeley M. (1988). A Social-Contract Theory of Organizations. University of Notre Dame Press, Notre Dame, Indiana.

King W.C, Miles E.W. & Day D.D. (1993). A Test and Refinement of the Equity Sensitivity Construct. Journal of Organizational Behavior 14, 301-317.

King W.C, & Miles E.W. (1994). The Measurement of Equity Sensitivity. Journal of Occupational and Organizational Psychology 67, 133-142.

Kohlberg L. (1963). Essays on Moral Development. University of California Press, San Francisco, CA.

Van Maanen J. & Kunda G. 

Lansberg I. (1989). Social Categorization, Entitlement, and Justice in Organizations: Contextual Determinants and Cognitive Underpinnings. in Human Relations 41:12, 871-899.

Larwood L. (1984). Organizational Behavior and Management Kent, Boston, Mass.

Lerner M.L., Miller D.T. & Holmes J.G. (1976). Deserving and the Emergence of Forms of Justice. in L. Berkowitz (Ed.) Advances in Experimental Social Psychology (vol 9). Academic Press, N.Y.

Lerner M.J. (1981). The Justice Motive in Human Relations: Some Thoughts on What We Know and Need to Know About Justice. in Lerner M.J. & Lerner S.C. (Eds.) The Justice Motive in Social Behavior Plenum Press N.Y.

Lerner M.J. (1987). Integrating Societal and Psychological Rules of Entitlement: The Basic Task of Each Social Actor and Fundamental Problem for the Social Sciences. Social Justice Research 1:1, 107-125.

Levinson H., Price C.R., Munden K.J., Mandl H.J. & Solley C.M. (1962).  Men, Management and Mental Health. Harvard University Press, Cambridge, Mass.

Lukes S. (1974). Power: A Radical View. Macmillan, Hampshire.

Macneil I.R. (1974). The Many Futures of Contracts. Southern California Law Review 47,688-816.

Macneil I.R. (1985). Relational contract: what We Do and Do Not Know. Wisconsin Law Review 483-525.

McFarlane Shore L. & Tetrick L.E. (1994). The psychological contract as an Explanatory Framework in the Employement Relationship. Trends in Organizational Behavior  1, 91-109.

McLean Parks J. & Kidder D.L. (1994). "Till Death Us Do Part..." Changing Work Relationships in the 1990s".  Trends in Organizational Behavior 1, 111-136.

McLean Parks J. & Schmedemann D.A. (1994). When Promises Become Contracts: Implied Contracts and Handbood Provisions on Job Security. Human Resource Management  33:3,  403-423.

Moore D.

Morrison D.E. (1994). Psychological Contracts and Change. Human Resource Management  33:3, 353-372.

Morrison E.W. (1994).  Role Definitions and Organizational Citizenship Behavior: The Importance of the Employee's Perspective. Academy of management journal., 37: 6, 1543- 1567.

MOW International Research Team (1987). The Meaning of Working. Academic Press, London.

Nelson D.L. Quick J. C. & Joplin J.R. (1991) Psychological Contracting and Newcomer Socialization: An Attachment Theory Foundation. Journal of Social Behavior and Personality 6:7, 55-72.

Nicholson N. & Johns G. (1985). The Absence Culture and the Pshychological Contract - Who's in Control of Absence? Academy of Management Review 10:3, 397-407.

Nicholoson N. & Arnold J. (1991). From Expectations to Experience:  Graduates Entering a Large Corporation. Journal of Organizational Behavior 12, 413-429.

Organ D.W. (1988). Organizational Citizenship Behavior: The Good Soldier Syndrome. Lexington Books, Lexington, Mass.

Osigweh C.A.B., Yg. (1990). Elements of an Employee Responsibilities and Rights Paradigm. Journal of Management 16:4, 835-850. 

Portwood  J.D. & Miller E.L. (1976)  Evaluating the Psychological Contract: Its implications for Employee Satisfaction and Work Behavior. Proceedings of the Annual Academy of Management  pp. 109-113.

Radford L.M. & Larwood L. (1982). A Field Study of Conflict in Psychological Exchange: the Califorania Tazpayers’ Revolt. Journal of Applied Social Psychology 12:1, 60-19.

Rafaeli

Robinson S. & Rousseau D.M. (1994). Violating the Psychological Contract: Not the Exception But the Norm.  Journal of Organizational Behavior  15, 245-259.

Robinson S. L., Kraatz, M.S. & Rousseau D.M. (1994). Changing Obligations and Psychological Contracts: A Longitudinal Study.  Academy of Management Journal 37, 137-152.

Robinson S.L. & Morrison E.W. (1995). Psychological Contracts and Organizational Citizenship Behavior: The Effect of Unfilled Obligations on Civic Virtue Behavior. Journal of Organizational Behvior 16, 289-298. 

Roehling M.V. (1996).  The Origins and Early Develpment of the Psychological Contract Constract. Proceedings of the Academy of Management , pp. 202-206.

Rousseau D.M. (1989). Psychological and Implied Contracts in Organizaitons. Employee Responsibilities and Rights Journal 2:2,  121-139.

Rousseau D.M. (1990). New Hire Perceptions of their Own and Their Employer's Obligations: A Study of Psychological Contracts. Journal of Organizational Behavior 11:5, 389-400.

Rousseau D.M. (1995). Psychological Contracts in Organizations: Understanding Written and Unwritten Agreement  Sage, Thousand Oaks.

Rousseau D.M. (1996). Changing the Deal While Keeping the People. Academy of Management Executive,  10:1,  50-61. 

Rousseau D.M. & Anton R. (1988). Fairness and inplied contract obligations in job Termintion: A Policy Capturing Study. Human Performance 1, 273-289.

Rousseau D.M. & Anton R. (1991). Fairness and Implied Contract Obligations in Job Terminations: The Role of Contributions, Promises and Performance. Journal of Organizational Behavior 12, 287-299.

Rousseau D.M. & Parks J.M. (1992) The Contracts of Individuals and Organizations. in L.L. Cummings & B. Staw (Eds.) Research in Organizational Behavior vol. 15, JAI Press, Greenwich CT.

Rousseau D.M. & Aquino K. (1993). Fairness and Implied Contract Obligations in Job Terminations: The Role of Remedies, Social Accounts and Procedural Justice. Human Performance 6:2, 135-149.

Rousseau D.M. & Wade-Benzoni K.A. (1994). Linking Strategy and Human Resource Practices: How Employee and Customer Contracts Are Created. Human Resource Management 33:3, 463-489.

Rousseau D.M. & Greller M.M. (1994) Human Resource Practices: Administrative Contract Makers. Human Resource Management 33:3, 385-401.

Runciman W.G. (1966). Relative Deprivation and Social Justice. University of California Press, Berkeley.

Schein E.H. (1978). Career Dynamics: Matching Individual and Organizational Needs. Addison-Wesley, Reading, Mass.



Schein E.H. (1980) Organizational Psychology (3rd ed). Prentice-Hall, Englewood Cliffs, N.J.

Sims R. S. (1994). Human Resource Management’s Role in Clarifying the New Psychol;ogical Contract. Human Resource Management  33:3, 373-382.

Van Dyne, L., Graham J.W. & Dienesch R. M. (1994) Organizational Citizenship Behavior: Construct Redefinition. Measurement, and Validation. Academy of Managment Journal 37:4,765-802.

Van Dyne L., Cummings L.L & Mclean Parks J. (1995). Extra-role Behaviors: in Persuit of Construct and Definitional Clarit (A Bridge Over Muddied Waters). Research in Organizational Behavior 17, 215-285.

Wanous J.P. (1992). Organizational Entry. Addison Wesley, Reading, MA

Wanous J. P., Poland T.D., Premack S.L. & Davis K.S. (1992) The Effects of Met Expectations on Newcomer Attitudes and Behaviors: A Review and Meta-Analysis. Journal of Applied Psychology, 77:3, 288-297.

Wells 

Yuchtman-Yaar E. (1983). Expectancies, Entitlements, and Subjective Welfare. in Spiro S.E. & Yuchtman-Yaar E. Evaluating the Welfare State. Academic Press, N.Y.

Yuchtman-Yaar E. (1989). Economic Culture in Post-Industrial Society: Orientations Toward Growth, Technology and Work. In Strumpel B. (ed) Industrial Societies After the Stagnation of the 1970s. De Gruyter, Berlin.

Elizur D., Borg, I., Hunt, R. & Beck I.M. (1991). The Structure of Work Values: A Cross Cultural Comparison. Journal of Organizational Behavior, 12, 21-38.

Grobstein, P. (1996). Insights from Comlex Systems. (Online) http://serendip.brynmawr.edu/~pgrobste/complexity.html.

Ronen S. (1993). An Underlying Structure of Motivational Need Tazonomies: A Cropss Cultural Confirmation. Working Paper no.15/93, the Israeli Insitute of Business Research.

Perlman (1976) - check in MOW

�Table 1: Issues in the psychological contract

	Issues in the psychological contract 

		1. Entitlements

		2. Obligations

		3. Specific condiitons

		4. Dynamics

		5. Violations



Table 2: Bi-dimentional structure of the psychological contract: Balance of entitlements and obligations

obligations

entitlements�high�low��high�intensive�"entitled" (disgruntled)

��low

�"benevolent"�weak��

�Table 3: Definition of the Mapping sentence: 



The degree to which  an employee's belief in an:



Facet A: 	1)cognitive 				obligation

Modality 	2)affective

   	 3)instrumental 



Facet B: 	1)to					the organization, 
that is


Direction 	2)from



Facet C:	
	
1)
individualistic
		
in nature, is
		
	


orientation
	2)
collectivistic
 



facet d: 	 1)high (definitely (beyond doubt) obligated)

range	2)   .	(quite obligated)

		3)    .	(not so sure)

		4)   .	(not quite obligated)

		5)low	(definitely not obligated)



		0) not relevant












Table 5: Reliabilities, average and standard deviation 





� Consideration is not demanded by the Israeli law, in contrast to the American law.

� Broad categories were used In one of the pretests of the present study, some of them had no variation at all.
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