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Abstract 

This study examined the structural model of psychological contract, organizational commitment 

and job satisfaction with expectancy of the organization and organizational citizenship behaviors 

due to the moderating role of job stress. In this paper, the authors propose that expectancy of the 

organization is a mediating variable between psychological contracts, organizational 

commitment and job satisfaction with organizational citizenship behaviors, and they also propose 

that job stress moderates the relationship between expectancy of the organization and 

organizational citizenship behaviors. The results from a sample of 263 employees in an industrial 

organization indicate that: 1. There are significant relationships between psychological contract, 

organizational commitment and job satisfaction with expectancy of the organization (P<0.01). 2. 

There are significant relationships between job satisfaction and expectancy of the organization 

with organizational citizenship behaviors (P<0.01). 3. Job stress have been moderated the 

relationship between expectancy of the organization with organizational citizenship behaviors. 
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That is, when job stress is low, there will be a positive significant relationship (P<0.01) between 

expectancy of the organization with organizational citizenship behaviors. 

Keywords: psychological contract, organizational citizenship behavior, organizational 

commitment, job satisfaction, expectancy of the organization. 

______________________________________________________________________________ 

Introduction 

Employees’ behaviors are an important issue in organizations, because people typically spend 40 

hours a week in a workplace for 30 to 50 years (Boutwell, 2003).One of the most interesting 

behaviors in a workplace is the organizational citizenship behavior (OCB). The earlier studies 

about OCB show that it is a key factor for achieving productivity and performance in any 

organization (Bukhari & Ali, 2009). OCB is defined as those extra- role behaviors which go 

above and beyond the routine duties prescribed by job descriptions. Some of these behaviors in a 

workplace include: cooperating with co-workers, performing additional duties without 

complaint, punctuality, voluntarily helping others, using time efficiently, conserving resources, 

sharing ideas and positively representing the organization (Zarei Matin, Jandaghi& Ahmadi, 

2010). Employees, who go above and beyond the requirements of their job description, affect 

performance and result with enhanced workgroup efficiency. For example, helping others result 

in decreased inter-group conflict and allows managers to focus on more important issues (Zarei 

Matin et al, 2010). Although most scholars agree on the multidimensionality of the OCB, 

Somech and Ron’s (2007) review of the literature reveals a lack of consensus about its 

dimensionality. Podsakoff, MacKenzie, Paine, and Bachrach (2000) identified almost 30 

potentially different forms of OCB in a meta-analytic review, and categorized them into seven 

dimensions: helping behavior, sportsmanship, organizational loyalty, organizational compliance, 
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individual initiative, civic virtue, and self developments. Van Scotter and Motowidlo (1996) also 

described two different dimensions: one served as indicators of organizational citizenship 

behaviors toward individuals (OCB-I, altruism and courtesy), and another served as indicators of 

organizational citizenship behaviors toward the organization (OCB-O, conscientiousness, civic 

virtue, and sportsmanship).Consequently, many researchers have used OCB as a one-

dimensional construct in their own researches (Bukhari & Ali, 2009). 

 An earlier research devoted careful attention toward the antecedents of organizational 

citizenship behaviors (OCB) by attempting to uncover specific predictors of OCB (Van Dyne & 

LePine, 1998). Empirical evidences revealed that, among other variables, job satisfaction, 

organizational commitment and psychological contract are consistently related to OCB (Knights 

& Kennedy, 2006; Golparvar & Hosseinzadeh, 2011; Golparvar & Balali, 2011). Social 

exchange theory, the theory of psychological contracts, and the norm of reciprocity have been 

used as explanatory mechanisms for the relationship between OCB with job satisfaction, 

organizational commitment and psychological contracts. These theories predict that employees 

respond to working conditions that are satisfactory and to work processes, outcomes, and 

interactions that are fair by behaving in the way that benefits the organization and/or other 

employees (i.e., OCB) and also by exhibiting commitment to the organization (Dalal,2005). In 

contrast, according to the above mentioned theories, employees retaliate against dissatisfying 

conditions and unjust workplaces by engaging in behavior that harms the organization and/or 

other employees (i.e., deviant behaviors) and by a lack of organizational commitment. 

Beyond the above mentioned theories, an underpinning perspective of current research is that: 

organizational commitment, and psychological contract in particular and job satisfaction, less 

than these two, are expectative variables which form a higher order construct named expectancy 
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of the organization. Previous studies have rarely paid attention to this issue. One of them 

revealed that expectancy of the organization mediates the relationship between organizational 

commitment, psychological contract and job satisfaction with unethical behaviors. The 

mechanism which relates these three construct with expectancy of the organization and the latter 

one to positive and negative behaviors is rooted in “Expectative Attitudes and Perceptions 

Model” (EAPM) (Golparvar & Javadian, 2012).The basic assumptions of this theory are: 1) 

expectancy of the organization covered both positive (i.e., paying attention to employee’s need 

and positions, behave fairly with them and Employees' organizational support) and negative (i.e. 

behaving unfairly, not attention to welfare of employees and so on) expectancies: ,2) when 

employees have positive expectations, they behave positively (such as tend to OCB) to show 

their good faith, but when they have negative expectations, they may engage in negative 

behaviors (such as deviant or counterproductive behaviors, and intention to leave the 

organization): ,3) professional attitudes such as organizational commitment and job satisfaction 

along with perception about psychological contract make anticipatory state in employees which 

motivates them to engage in positive or negative behaviors,  and 4) Some of situational variables 

(such as job stress, opportunity to protest injustice, leadership styles and so on) and personal 

variables (such as big five personality factors) can activate or deactivate  the impact of 

expectancy of the organization on positive and negative behavioral outcomes (Golparvar & 

Javadian, 2012). Some of these propositions have been tested in current research. Therefore, this 

research aims to examine the mediating role of expectancy of the organization in relations 

between organizational commitment, psychological contract and job satisfaction with OCB. 

Also, this research suggests job stress as a situational factor which moderates the relationship 
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between expectancy of the organization with OCB. In following, the conceptual, theoretical and 

empirical frameworks of research are presented. 

Literature Review 

Organizational Commitment (OC) and OCB 

Organizational commitment involves loyalty to and identification with an organization's goals 

and values. Commitment has been associated with three factors: (a) a strong belief in and 

acceptance of the organization's goals and values, (b) a willingness to exert considerable effort 

on behalf of the organization, and (c) a strong desire to maintain membership in the organization 

(Mowday, Steers, & Porter. 1979). A conventional view of commitment has exclusively focused 

on commitment to organization. In general, organizational commitment is defined as the 

psychological attachment of workers to their organization (Lee, 2004). This concept is still one 

of the most challenging and researched concepts in the various fields of management and 

behavioral sciences (WeiBo, Kaur & Jun, 2010). Previous studies revealed that organizational 

commitment is very beneficial for the organization as it reduces the absenteeism rate and 

turnover ratio and enhances the organization productivity (Noor, 2009). Over the past two or 

three decades, (either a single-factor or multidimensional factor construct) a great deal of 

research has been devoted to studying the outcomes of organizational commitment in 

workplaces. The findings of these empirical studies showed that organizational commitment 

correlated with turnover, organizational citizenship and withdrawal behaviors, (WeiBo, et al, 

2010), self-reported stress, job demands, job satisfaction, and job performance (Cooper-Hakim & 

Viswesvaran, 2005; Cohen, 2006). The relationship between organizational commitment and 

OCB is a very established relationship in previous studies. In a meta-analytic review, it has been 
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reported that organizational commitment can predict a wide range of work attitudes and 

organizational citizenship behaviors (Cooper-Hakim & Viswesvaran, 2005; Cole & Bruch, 

2006). Dalal’s (2005) meta- analytic review also showed that organizational commitment is 

positively related to OCB (ranges from 0.20 to 0.32).The logic or theory of why organizational 

commitment should be related to OCB has been driven the exchange approach. Employees who 

experience positive exchanges with the organization, the job, or the work group will reciprocate 

with higher levels of commitment, which will motivate them to contribute to the organization in 

other ways, such as OCB (Cohen, 2006).  

Psychological Contract (PC) and OCB 

The psychological contract is a set of unwritten expectations that an organization and an 

individual member of that organization have of each other (Rousseau, 1995; Knights & 

Kennedy, 2006; Golparvar & Hosseinzadeh, 2011; Golparvar & Balali, 2011). Rousseau (1995) 

suggested that psychological contract depends on the employee’s understanding of the explicit 

and implicit promises regarding the exchange of employee contributions (such as efforts, loyalty 

and ability) and organizational inducements (such as pay, promotion, job security). Generally, 

psychological contract has two categories: relational and transactional contracts. Relational 

contracts are associated with emotional interactional dimensions of employees and employers 

while transactional contract explain the economic exchange relations (Rousseau, 1995). 

Psychological contract is based on equity theory and social exchange theory. According to these 

two streams individual relationships depends upon input outcome evaluation of the relationship 

if the input outcome ratio of the individual perceived to be unequal then inequity exit, which may 

lead to breach of the contract depending upon the perceived magnitude of inequity (Ur- Rehman, 

Ul Haq, Ahmed Jam, Ali & Hijazi, 2010).In literature psychological contract breach and 
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psychological contract violation are used interchangeably by researchers in early stages of work 

in this area (Suazo, Turnley & Mai, 2005). Some researchers differentiate between concept of 

psychological contract breach and violation. Psychological contract breach is the perception of 

an individual that he did not get all that were promised, but violation is the emotional response to 

contract breach in the foam of anger, betrayal and frustration. Greater the size of perceived 

breach will result in more feeling of violation (Morrison & Robinson, 1997). However, 

psychological contract theory (PCT) assumes that employees increase their efforts carried out on 

behalf of the organization to the degree that the organization is perceived to be willing and able 

to reciprocate with desirable impersonal and socio emotional resources. Employees who receive 

highly valued resources (e.g., pay raises, developmental training opportunities) would feel 

obligated, based on the reciprocity norm, to help the organization reach its objectives through 

such behaviors as increased in-role and extra-role performance (Aselage, & Eisenberger, 2003). 

Previous empirical studies showed that psychological contract (and in contrast, psychological 

contract breach) would positively affect employee’s job satisfaction, organizational commitment, 

organizational citizenship behavior, contract behavior and performance (Robinson & Rousseau, 

1994; Aselage, & Eisenberger, 2003). 

Job Satisfaction (JS) and OCB 

Job satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one’s 

job or job experiences (Locke, 1976). Job satisfaction has been identified as a major requirement 

for organizations which aim to achieve excellence in their operations(Chiboiwa, Chipunza & 

Samuel, 2011). There are many factors that can exert influence on job satisfaction. For example, 

Glisson and Durick (1988) summarized three predictors of job satisfaction including job 

characteristics, organizational features and personal characteristics. Brown and Peterson (1993) 
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also claimed individual differences (personal characteristics), organizational variables 

(organizational characteristics) and role perceptions (job characteristics) as correlates of job 

satisfaction. Also job satisfaction has been associated with organizational commitment (Boles, 

Madupalli, Rutherford & Wood, 2007; Pool & Pool, 2007). Furthermore, some authors 

suggested job satisfaction may have the causal relationship with organizational commitment 

(Elangovan, 2001).One of the most behavioral correlates of job satisfaction is OCB. The general 

assumption in explaining the relationship exists between job satisfaction and OCB is rooted in 

the belief that; it is only highly satisfied employees that are likely to engage in OCB because of a 

reciprocal exchange relationship. This assumption is derived from the social exchange theory 

which proposes that the type of behavior (positive or negative) exhibited by an employee is a 

response to the treatment they received from their organization. Some scholars further posited 

that a strong social exchange relationship between employer and employee will help maintain 

positive working relationships and would elicit positive sentiments in employees such as job 

satisfaction, organizational commitment and trust, which will in turn inspire employees to 

engage in OCB (Chiboiwa et al, 2011).Although empirical studies carried out by various 

researchers showing the relationship between job satisfaction and OCB have produced 

inconsistent results, the majority of these studies revealed strong and significant correlation 

between job satisfaction and OCB (Chiboiwa et al, 2011). 

Expectancy of the Organization (EOTO) and OC, PC and JS 

Expectancy of the organization is a higher- orders construct which could embrace many 

variables in industrial and organizational psychology and organizational behavior studies. We 

defined this variable as any positive or negative expectancy which employees have about the 

quality and the kind of their interaction with the organization (Golparvar & Javadian, 2012).Not 
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only empirical evidences showed that the psychological contract, organizational commitment 

and job satisfaction are correlated with each other (Golparvar & Javadian, 2012), but also some 

researchers offer evidences that organizational commitment and psychological contract in 

particular, and job satisfaction less than those two constructs, are expectative variables (Mulki et 

al,2006 ;Golparvar & Javadian,2012). In general, all employers would expect organizations to 

work regularly and gain rational benefits through employee’s productivity. Employees also 

anticipate their organization to pay enough attention to their effort and thriving in organization. 

A growing body of research demonstrates that organizational commitment to organizations is 

based on employees’ perceptions of reciprocation of their own investments and what they 

receive from their organizations in return (Settoon, Bennett, & Liden, 1996; Van Dyne & Ang, 

1998). Moreover, organizational commitment has a strong positive relationship with perceived 

organizational support (the extent to which the organization values employees’ contributions and 

cares about their well-being), which is an anticipatory variable (Eisenberger, Fasolo, & Davis 

LaMastro, 1990). For these reasons, in this research, it is assumed that the organizational 

commitment is fundamentally an expectative construct and hypothesized that there is a positive 

relationship between organizational commitment and expectancy of the organization. 

Along with organizational commitment, psychological contract is also expectative (particularly 

psychological contract breach). According to Rousseau (1989), psychological contract is 

promise- based and, over time, takes the form of a schema which is relatively stable. A schema is 

defined as ”a cognitive structure that represents organized knowledge about a given stimulus – a 

person or situation – as well as rules that direct information processing” (Fiske & Taylor, 1984). 

Schema provides a base that serves as a guide to an individual for information collection, 

assimilation, interpretation, actions, and expectations, thereby simplifying cognitive processes by 
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which people make sense of events and situation in which they may find themselves (Fiske & 

Taylor, 1984). Schemas typically influence the perception of incoming information, retrieval of 

stored information, and inferences based on that. Scholars in the field of psychological contract 

field believe that when employees enter into a new organization, they evaluate many of their 

experiences in relation to what they have expected from the organization to be like and what they 

thought the organization should provide them (Sutton & Griffin ,2004).This notion shows the 

expectative feature of psychological contract. Furthermore, these primary expectations create 

readiness in employees which then determine their behaviors toward events in the workplace 

(Robinson and Morrison, 2000). To support this belief, it is empirically found that, the greater 

psychological contract violation, the more emotional response occurs in employees (Sutton and 

Griffin, 2004). In essence, when congruence exists between what happened for employees at 

workplace and what they expected, they feel their expectation has been justified. This 

phenomenon has been pointed as met expectations in previous studies. Porter and Steers (1973) 

defined met expectations as the discrepancy between what a person encounters on the job in the 

way of positive and negative experiences and what he expected to encounter (cited from Sutton 

and Griffin, 2004). In this regard, “Expectative Attitudes and Perceptions Model” (EAPM) 

predict when employees perceive the establishment of psychological contract, their expectancy 

of the organization will decrease. Therefore, in current research, it is assumed that there is a 

negative relationship between psychological contracts with expectancy of the organization. 

Finally, job satisfaction is also relatively expectative. The effect of job satisfaction on 

expectancy of the organization could be explained by the effect of job satisfaction on job 

performance and vice versa. Organ (1988) found that the job performance and job satisfaction 

relationship follows the social exchange theory; employees’ performance is giving back to the 
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organization from which they get their satisfaction. The alternative conceptualization model of 

job satisfaction and job performance discusses how positive attitudes toward one’s job can 

predict a high degree of job performance (Skibba, 2002). The underlying theory of this reciprocal 

model is that if the satisfaction is extrinsic, then satisfaction leads to performance, but if the 

satisfaction is intrinsic, then the performance leads to satisfaction.  Empirical studies revealed 

that when employees are satisfied with their job, they work harder and perform better in their 

jobs (Dawal & Taha, 2006). 

Also, job satisfaction is an emotional and cognitive- based professional attitude which enhanced 

when there is congruence between outcomes and expectations. Luthans (1998) believes that job 

satisfaction is often determined by how well outcome meet or exceed expectations (Luthans, 

1998). For instance, if an organization's employees feel that they are working much harder than 

others in the department but are receiving fewer rewards, they will probably have negative 

attitudes towards the work, the boss and or coworkers. On the other hand, if they feel they are 

being treated very well and are being paid equitably, they are likely to have positive attitudes 

towards the job (Luthans, 1998). Therefore, on the basis of “Expectative Attitudes and 

Perceptions Model” (EAPT), it could be said that when employees are satisfied with their job, 

they effectively engage in their job duties and then they expect the organization to pay careful 

attention to their needs, position and performance. In this regard, it is assumed that there is a 

positive relationship between job satisfactions and expectancy of the organization (EOTO). 

Moderating role of job stress in relation between EOTO and OCB 

The effectiveness of an organization depends on the well-being of its employees, because 

unhealthy or stressed workers are likely to be less efficient and productive. One particularly 

salient health factor is job stress (O’Brien, 2008).Stress is defined as any condition that causes an 
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individual to have a generalized psycho physiological response which deviates from a state of 

equilibrium. Stress is also defined as a “substantial imbalance between environmental demand 

and the response capability of the focal organism” or a “particular relationship between the 

person and the environment that is appraised by the person as taxing or exceeding his or her 

resources and endangering his or her well-being” (Ghorpade, Lackritz & Singh, 2007).In general, 

the higher the imbalance between the demands and the individual’s abilities, the higher will be 

experienced stress. In this domain, job stress can be defined as the reaction of an individual to 

the physical and emotional threatening environment at workplaces (Ouyang, 2009). On the basis 

of Conservation of Resource Theory (CRT), stress will occur: (a) when individuals’ resources 

are threatened with loss, (b) when individuals’ resources are actually lost, and (c) where 

individuals fail to gain sufficient resources following significant resource investment. If loss and 

threat conflict with an individual core values, the greater stress will occur (Ghorpade et al, 

2007).Many researchers have conceptualized job stress as an example of psychological contract 

breach, because employees who are under job stress feel that organization don’t care to expose 

them with many stressful demands at workplaces (Ghorpade, et al, 2007).Also, previous 

empirical studies indicates that job stress firstly increases job dissatisfaction and then job 

dissatisfaction decreases OCB (Fried, Shirom, Gilboa, & Cooper, 2008; Villanueva & Djurkovic, 

2009 ; Paillé, 2011). Paillé (2011) states that a few studies have examined the relationship 

between job stress and OCB and provided different findings. However, the results of Podsakoff 

et al’s (2000) study suggest role conflict and ambiguity as main sources of job stress which 

disrupt employees from carrying out their work. In addition, conflict and ambiguity hamper the 

willingness of employees to engage in OCB. On the basis of “Expectative Attitudes and 

Perceptions Model” (EAPM), job stress is a variable which activates or deactivates the impact of 
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expectancy of the organization on positive and negative behavioral outcomes. This theory 

predicts that when job stress is low, expectancy of the organization impacts positively on OCB, 

but when job stress is high, expectancy of the organization has not any impact on OCB. The 

underlying mechanism for the above notion is that, all employees need enough resources (on the 

basis of Conservation of Resources Theory) and job satisfaction to behave effectively on their 

job and organization (Ghorpade, et al, 2007).When the resources are not enough, job stress has 

been occur (Ouyang, 2009), and being under stress decreases the employees’ job satisfaction and 

then inhibits them from engaging in OCB to exhibit their good faith to the organization. This 

reasoning, coupled with research support for a negative relationship between OCB and job stress 

(Podsakoff et al, 2000; O’Brien, 2008; Fried et al, 2008; Villanueva & Djurkovic, 2009; Paillé, 

2011), provides the basis of our claim about the moderating effect of job stress in relationship 

between expectancy of the organization with OCB. Therefore, in current research, it is assumed 

that job stress moderates the relationship between expectancy of the organization and OCB. In 

essence, this will be hypothesized that when job stress is low, expectancy from organization 

motivates employees to engage in OCB, but when job stress is high this will not happen.  

Research Conceptual Model  

This research in professional attitudes domain has been directed toward what is being called 

“Expectative Attitudes and Perceptions Model” (EAPM) (Golparvar & Javadian, 2012). Many 

researchers look at psychological contracts, organizational commitment and job satisfaction as 

cognitive and affective variables (Locke, 1976; Mowday et al 1979; Rousseau, 1995; Luthans, 

1998). We believe that; 1) these three constructs are cognitive and affective based, further, they 

are expectative (Golparvar & Javadian, 2012), and 2) expectancy of the organization is essential 

for better understanding of fundamentals of behavioral outcomes at workplaces. With this in 
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mind, the porpuse of this research is to focus attention on the expectative effects of psychological 

contract, job satisfaction and organizational commitment. The literature review exposed earlier 

in current research leads to hypothesize that the psychological contract(PC) , organizational 

commitment(OC) and job satisfaction (JS) might have indirect effects on organizational 

citizenship behaviors (OCB) through expectancy of the organization (EOTO). Also, on the basis 

of previous literature, it is hypothesize that the job stress has been moderated the relationship 

between expectancy of the organization (EOTO) and organizational citizenship behaviors 

(OCB). The literature has been used as a foundation to develop a conceptual framework for 

current study as shown in Figure 1. 

 

 

 
 

 

 

 

 

 

 

 
Figure 1: Conceptual model of research (EAPM) 
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H3: Psychological contract (PC), organizational commitment (OC) and job satisfaction (JS) have 

indirect effects on organizational citizenship behaviors (OCB) through expectancy of the 

organization (EOTO).  

H4: Job stress (JS) has been moderated the relationship between expectancy of the organization 

(EOTO) and organizational citizenship behaviors (OCB); that is, expectancy of the 

organization predicts OCB better among employees with low job stress than among employees 

with high job stress. 

Method 

Participants and Procedures 

Data were collected using questionnaires distributed to employees of an industrial organization 

in Shahrekord, Iran. Surveys were distributed to 350 full time employees. Of the surveys 

distributed, 263 were returned, giving a response rate of 75.14%. The average age of the 

participants was 30.6 years (SD = 6.42), and on average, their organizational tenure was 6.85 

years (SD = 5.66); 87.8% of the respondents were men and 12.2% were women. Also the 

majority of participants were married (73%).With regard to educational level, 66.1% had 

secondary studies, and 33.9% had university studies. The jobs that the participants held including 

management position (73%) and no management position (94.8%).  

Measures 

Psychological contract: Psychological contract in this research operationalized as a participants’ 

perceptions about how adequately the organization has fulfilled the relational and transactional 

psychological contract and was measured with researcher made questionnaire with six items. 

This set of six items was adapted from Rousseau (1995) and responses were rated on a 7-point 
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Likert-type scale, ranging from 1 (strongly disagree) to 7 (strongly agree). A sample item is “the 

organization considers adequately their promises and obligations toward me”. We conducted an 

exploratory factor analysis (principal-axis and varimax rotation, KMO=0.93) and found a one-

factor solution with eigenvalue of 3.40, which explained 47.49% of the variance. Cronbach’s 

alpha of this scale in pilot and final studies were 0.8 and 0 .87 respectively.  

Organizational commitment: Organizational commitment was measured using three items 

scale adapted from Speier and Vankatesh (2002), which translated and validated in Iran by 

Golparvar and Hosseinzadeh (2011). Responses were rated on a 7-point Likert-type scale, 

ranging from 1 (strongly disagree) to 7 (strongly agree). A sample item is “I am proud to tell 

others that I am a part of this organization”. The internal consistency (Cronbach’s alpha) 

estimates in pilot and final studies were 0.65 and 0.76 respectively. Although the reliability of 

this translated 3-item in pilot study was not high, it was still very close to the acceptable level.  

Job satisfaction: Job satisfaction in this research assessed using three items scale adapted from 

Spector, (1985), which translated and validated in Iran by Golparvar and Balali(2011).Responses 

were measured using the 7-point response scale ranging from 1 (strongly disagree) to 7 (strongly 

agree). An example item includes “I like doing the things I do at work”. The internal consistency 

(Cronbach’s alpha) estimates in pilot and final studies were 0.85 and 0.88 respectively. 

Expectancy of the organization: Expectancy of the organization was measured using three 

items researcher made scale on the basis of previous research in Iranian industries (Golparvar & 

Hosseinzadeh, 2011; Golparvar & Balali, 2011).This variable in this research operationalized as 

the extent to which the respondents had some expectancies of the organization to consider them 

for his/her work and effort in organization. Responses were rated on a 7-point Likert-type scale, 

ranging from 1 (strongly disagree) to 7 (strongly agree). A sample item is “I expected of the 
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organization considers my efforts in organization in all conditions”. For studying the 

discriminate validity of this scale (from other research constructs, which are psychological 

contract ,organizational commitment and job satisfaction), we used principal axis factoring with 

a varimax rotation (Exploratory factor analysis) on 15 items of four scales simultaneously (3 

items of expectancy from organization scale and 12 items of psychological contract 

,organizational commitment and job satisfaction questionnaires).The solution resulted in the four 

expected factors. Cronbach’s alpha for this scale in current research was 0.85. 

Job stress: Job stress in this research assessed using six items scale adapted from Lambert, 

Hogan and Griffin (2007) and Ouyang (2009). Responses were rated on a 7-point Likert-type 

scale, ranging from 1 (strongly disagree) to 7 (strongly agree). A sample item is “I often feel 

frustration while I am working”. These items were translated into Farsi (Iranian language) using 

back translation methodology (Brislin, 1980). That is, the questionnaire was first translated from 

the English into the Farsi (Iranian language) by a bilingual native Iranian psychologist. Next, the 

translated Iranian language version was “back translated” into English by a second psychologist. 

Finally, the translated English version was compared to the original and any discrepancies were 

resolved by mutual agreement between the two psychologists. For studying the construct validity 

of this scale, we used principal axis factoring with a Varimax rotation (Exploratory factor 

analysis) on 6 items; the solution resulted in the one expected factor for five items (the first item 

have loading on another factor, for this removed from the scale). Cronbach’s alpha for the scale 

in pilot and final studies were 0.78 and 0.81 respectively. 

Organizational Citizenship Behaviors (OCB): Organizational citizenship behaviors was 

measured using nine items from Bukhari and Ali (2009), which adapted from Motowidlo and 

Van Scotter (1994) and Lee & Allen (2002).This scale translated and validated in Iran by 
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Golparvar et al (2010). Responses were measured using the same 5-point response scale ranging 

from 1 (Never) to 5 (Always). A sample item is “Helped others who have been absent”. We 

conducted an exploratory factor analysis (principal-axis and varimax rotation) and found 

(KMO=0.94) a one-factor solution with eigenvalue of 4.31, which explained 52.31% of the 

variance. The correlation of this scale with misbehaving behaviors at workplace, as a divergent 

validity evidence in this research was - 0.335 (P<0.01). Cronbach’s alpha in pilot and final 

studies were 0.83 and 0.9 respectively. 

Results 

Data were analyzed with SPSS17 (Statistical Package for Social Science) to compute 

correlations and descriptive information. The structural equation modeling (SEM) was analyzed 

with AMOS5 (Analysis of Moments Structures). It should be said that, in Structure Equation 

Modeling, each of research variables used as a single indicator. Means, standard deviations and 

correlations among all study variables are presented in Table 1. All predictors (psychological 

contract, organizational commitment and job satisfaction) related positively to expectancy of the 

organization(r = 0.31, 0.55, 0.47, p< 0.01 respectively) and organizational citizenship behaviors 

(r = 0.32, 0.43, 0.44, p< 0.01 respectively).Job stress related positively to expectancy of the 

organization (r = 0.39, p< 0. 01), and negatively to psychological contract (r = - 0.16, p< 0.01) 

and organizational citizenship behaviors(r= -0.21, p<0.01).Psychological contract related 

positively to organizational commitment (r = 0.65, p <0.01), job satisfaction(r=0.66, p < 0.01) 

and organizational citizenship behaviors(r = 0.33, p < 0. 01). Organizational commitment related 

positively to job satisfaction (r =0.73, p<0.01) and organizational citizenship behaviors(r=0.43, 

p<0.01).Finally job satisfaction related positively to organizational citizenship behaviors(r = 

0.44, p< 0.01). 
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Table 1 
 Means, standard deviations and correlations of the research variables 

  M SD 1 2 3 4 5 

1 Job stress  63/3 17/1 -     

2 Expectancy of the organization (EOTO) 26/5 78/1 **39/0 -    

3 Psychological contract (PC) 48/3 47/1 **16/0-  **31/0 -   

4 Organizational commitment (OC) 2/4 53/1 03/0-  **55/0 **65/0 -  

5 Job satisfaction (JS) 34/4 65/1 05/0-  **47/0 **66/0 **73/0 - 

6 Organizational Citizenship Behaviors (OCB) 28/4 1 **21/0-  **54/0 **32/0 **43/0 **44/0 

** P<0.01 

Model presented in figure 1 is the original hypothesized model based on prior research and 

theory as described and presented in introduction. After estimation of the hypothesized model, 

the model was modified to improve fit. Model modifications are often needed in structural 

equation modeling in order to increase the fit of the model to the data. However, model 

respecification increases the risk of change capitalization and thus threatens the validity of the 

study (MacCallum, Roznowski, & Necowitz, 1992). In order to counteract this risk, the sample 

was randomly split into two groups of same size. The hypothesized model (as displayed in Fig. 

1) was fitted to the data of the first group of sample, and after that cross-validated in the second 

group. This procedure revealed that change of capitalization is not problematic in this research. 

In final and revised model a path add from job satisfaction to organizational citizenship 

behaviors (OCB).The results of structure equation modeling presented in table 2. Organizational 

commitment was found to be the most important predictor of expectancy of the organization. 

Only job satisfaction is found to affect the organizational citizenship behaviors (OCB) both 

directly and, indirectly, through the expectancy of the organization (Table 2 and Figure 2).The 

final model provided a good fit to the data according to a number of indicators (Bentler, 1990): 

chi square(χ2) = 0.86,(p>0.01,not significant), average standardized residual = 0.02, comparative 
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fit index (CFI) = 1, robust comparative fit index (RCFI) = 1, normative fit index (NFI) = 0.99, 

goodness of fit index (GFI) = 0.99, incremental fit index (IFI) = 1, root mean square residual 

(RMSR) = 0/015 and root mean square error approximation (RMSEA) = 0. Another indicator of 

the model’s acceptable fit is the chi-square to degrees of freedom ratio. A model is considered 

acceptable if this ratio is less than 2 (Ullman, 1996; Meyers, Gamst & Guarino, 2006). In our 

model, the chi-square to degrees of freedom ratio is 0.481.The final and revised model presented 

in figure 2. 

On the basis of results presented in table 2, all of three predictors’ variables that are 

psychological contract, organizational commitment and job satisfaction are found to affect the 

expectancy of the organization, as predicted in our first hypothesis. Also expectancy of the 

organization is found to affect the organizational citizenship behaviors (OCB) directly, as 

predicted in our second hypothesis. The effects of psychological contract, organizational 

commitment and job satisfaction on organizational citizenship behaviors (OCB) were 

hypothesized to be mediated by expectancy of the organization (third hypothesis or H3). 

Table 2 

 The results of structure equation modeling for final and revised model 

  b SE β R
2
 

1  psychological contract(PC)              Expectancy from organization(EFO) *175/0-  09/0 *14/0-  

323/0 2  Organizational commitment(OC)              Expectancy from organization(EFO) **57/0  09/0 **49/0 

3  Job satisfaction(JS)               Expectancy from organization(EFO) **22/0  09/0 **2/0 

4 Expectancy from organization(EFO)          Organizational Citizenship Behaviors (OCB)   **24/0-  03/0 **42/0 

335/0 

5   Job satisfaction(JS)               Organizational Citizenship Behaviors (OCB)      **15/0  03/0 **24/0 

** P<0.01 
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The procedure advocated by Baron and Kenny (1986) was selected for the mediation test. 

Findings of mediation analysis revealed that expectancy of the organization fully mediated the 

relationship between psychological contract and organizational commitment with OCB, but 

partially mediated the relationship between job satisfactions with OCB. This relatively confirms 

our third hypothesis about indirect link between psychological contract, organizational 

commitment and job satisfaction with OCB.  

 
 
 
 
 
 
 
 
 
 

 Figure 2: The final and revised structural model of research 

 

For testing the fourth hypothesis (H4), hierarchical moderated regression analysis has been used. 

The results of this analysis presented in table 3. 

                        Table 3 

                        Results of the moderated regression analysis 

Predictors 

DV = OCB 

Model 1 Model 2 Model 3 

β β β 

expectancy from organization 

(EOTO) 

**
54/0 

**
52/0 **41/0  

Job stress - 05/0 02/0  

EOTO × Job stress - - **
24/0-  

R
2
 or  R

2
 

**
289/0 

**
025/0 

**
04/0 

F or F 
**

03/106 
**

72/4 
**

99/7 

                           ** P<0.01 

OCB EFO 

PC 

JS 

OC 

(335/0)  

**
42/0-  

(323/0)  

**
24/0-  

**
14/0-  

**
49/0  

**
2/0  

**
65/0  

**
73/0  

**
66/0  
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Figure 1: Interaction of job stress and expectancy of the organization (EOTO) with OCB as 

dependent variable 

In Table 3, a three-stage hierarchical regression analysis was used to test the fourth hypothesis 

about the moderating effects of job stress for organizational citizenship behaviors (OCB). In 

Model 1, the expectancy of the organization (EOTO) was entered as predictor of organizational 

citizenship behaviors (OCB). In Model 2, the job stress was entered as a predictor of 

organizational citizenship behaviors (OCB) with expectancy of the organization (EOTO). In 

Model 3, the multiplicative interaction term was entered. The moderator hypotheses (fourth 

hypothesis of this research) were tested by examining the significance of the interaction terms 

and the F-tests associated with the changes in the multiple squared correlation coefficients (∆R2) 

of the equations in the Model 3. According to Aiken and West’s (1991) recommendation for 

moderated regression analysis with multiplicative interaction terms, all the variables centralized 

and then entered in the regression equation. Our results (Table 3) show that employees’ job stress 

has been moderate (R
2
 = 04/0 , F = 99/7  and p<0.01) the relationship between expectancy of 

the organization (EOTO) and organizational citizenship behaviors (OCBs).These findings 

confirm H4. To interpret the form of the moderated relationship, the interaction effect was 

plotted using the procedure suggested by Aiken and West (1991). Specifically, the regression 

lines of expectancy of the organization (EOTO) on organizational citizenship behaviors (OCBs) 

for high and low levels of moderating variable (job stress) were as shown in Figure 2. As 

0
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predicted by H4, the positive impact of expectancy of the organization (EOTO) on organizational 

citizenship behaviors (OCBs) is stronger (was significant, r = 0.78, p<0.01) for lower levels of 

job stress than higher levels of job stress (not significant, r = 0.09, p>0.05). 

Discussion 

On the basis of “Expectative Attitudes and Perceptions Model” (EAPM), in current research, it 

has been predicted that there are significant relationships between psychological contracts 

(negatively), organizational commitment (positively) and job satisfaction (positively) with 

expectancy of the organization (H1). By significantly joining the three above mentioned 

predictors variable with expectancy of the organization, our findings provide empirical evidences 

in support of the notion that psychological contracts, organizational commitment and job 

satisfaction are expectative. Because there are few studies about “Expectative Attitudes and 

Perceptions Model” implications in detail and how expectancy of the organization affects 

employees’ positive and negative behaviors, this study extends our understanding of attitudinal 

and perceptual variables - expectancy of the organization relationships. This is the second study 

to link perceptual and attitudinal variables to higher order expectative variable, which is 

expectancy of the organization (Golparvar & Javadian, 2012). In first order, the strong and 

apparent relationship between organizational commitments with expectancy of the organization 

may present new insights into the role of professional attitudes at workplaces. Previous studies 

have found that organizational commitment is based on employees' perceptions of reciprocation 

of their own investments and what they receive from their organizations in return (Settoon et al, 

1996; Van Dyne & Ang, 1998 ; Golparvar & Javadian, 2012). The strong relationship between 

organizational commitment toward psychological contract and job satisfaction with expectancy 

of the organization implies that organization-referenced professional attitudes (i.e., 



International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 24 
 

organizational commitment), are more expectative than job-referenced professional attitudes (i.e. 

job satisfaction). Perhaps the reason of this issue is that: organizational commitment has an 

emotionally charged component toward organization (Mulki et al, 2006). Therefore, employees 

on the basis of reciprocal principle, feel that since they are committed to the organization, 

organization should pay more attention to their needs, position and commitment. In this case, it is 

probable that one of the most important mechanisms which relates attitudinal variables 

(especially organization- reference attitudes) to expectancy of the organization is reciprocal 

principle.  

 The positive relationship between job satisfaction and expectancy of the organization has also 

the same explanation with the effects of organizational commitment on expectancy of the 

organization. We believe that one of the paths which correlates job satisfaction with expectancy 

of the organization is the job satisfaction – job performance linkage. The relationship between 

job performance and job satisfaction follows the social exchange theory (Organ, 1988). There are 

sufficient evidences which support this notion that in many situations, satisfied employees 

effectively engage in their job duties (Skibba, 2002; Dawal & Taha, 2006). When employees are 

effectively engaged in their job duties and tasks, they help the organization to achieve higher 

order effectiveness and performance (Golparvar & Javadian, 2012). In this case also, employees 

expect organization to pay sufficient attention to their needs, position and performance. 

Furthermore, in many situations, the emotional basis of job satisfaction is rooted in congruence 

between outcomes and expectations (Luthans, 1998). That is, when employees are satisfied with 

their job, they perform more effectively in their job, and then they expect the organization to pay 

careful attention to them (Golparvar & Javadian, 2012). Finally, the subject under discussion is 

the negative relationship between psychological contracts with expectancy of the organization. 
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This negative relationship was congruent to the prediction of “Expectative Attitudes and 

Perceptions Model” (EAPM) (Golparvar & Javadian, 2012). The psychological contract is a set 

of unwritten expectations that an organization and an individual member of that organization 

have of each other (Rousseau, 1995; Knights & Kennedy, 2006; Golparvar & Hosseinzadeh, 

2011; Golparvar & Balali, 2011). In current research, we focused on psychological contract from 

employees point of view. It is rational that when the organization is committed to the 

psychological contract principles, employees’ expectations of the organization will decrease 

(Golparvar & Javadian, 2012). 

 Also EAPM suggests that expectancy of the organization (EOTO) has positive relationship with 

OCB (H2).Current research findings provide supports for the hypothesis. Consequently, we 

predict that psychological contracts, organizational commitment and job satisfaction, firstly, 

result in expectancy of the organization and then the latter variable results in OCBs. In fact, it is 

predicted that expectancy of the organization is a mediating variable between attitudinal 

(organizational commitment and job satisfaction) and perceptual (psychological contracts) 

variables with OCB (H3).This prediction is relatively verified. Job satisfaction was an exception 

that had a direct relationship with OCBs. Mediation analysis revealed that expectancy of the 

organization is a partial mediator variable for the job satisfaction–OCB linkage. However, the 

mediating role of expectancy of the organization in relationships between psychological 

contracts, organizational commitment and job satisfaction with OCB, may offer new 

perspectives for employees’ behaviors in workplaces. The positive relationship between 

expectancy of the organization with OCB is rooted in motivational nature of expectancy of the 

organization. The majorities of people try to show their good faith in various manners, such as 

behaving well and say good things to gain others' trust (Golparvar & Hosseinzadeh, 2011; 
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Golparvar & Balali, 2011).Then they expect the other partner to behave reciprocally and respond 

to their good faith. When expectancy of the organization increases, so that employees try to show 

their own good faith to the organization, subsequently, OCB also increases.  

Finally, current research findings revealed that expectancy of the organization predict OCB 

better among employees with low job stress than employees with high job stress. This finding 

supports the fourth hypotheses (H4). Several theoretical implications arise from this finding. A 

great deal of research in organizational behavior literature has focused on the mechanisms that 

negatively correlate job stress with OCB (Podsakoff et al, 2000; O’Brien, 2008; Paillé, 2011). As 

mentioned in introduction, OCBs are actions that typically go somewhat beyond an employee’s 

formally prescribed job duties (Paillé, 2011).In Conservation of Resources Theory (CRT) it is 

stated that stress will occur: (a) when individuals’ resources are threatened with loss, (b) when 

individuals’ resources are actually lost, and (c) when individuals fail to gain sufficient resources 

following significant resource investment (Ghorpade et al, 2007). In this regard, job stress 

increases employees’ need for additional resources, particularly their time and energy. Therefore,  

disrupts employees to carry out their work well, and it prevents them to be engaged in OCB. 

Furthermore, job stress creates a negative state of job dissatisfaction which prevent employees 

from engaging in OCB. 

Implications  

From a practical viewpoint, the results of this study suggest that special attention should be paid 

to expectative professional attitudes and perceptions and also the moderating role of job stress in 

relationship between expectancy of the organization with OCB. We believe that expectancy of 

the organization is a higher- order construct which could embrace variables such as 

organizational commitment, organizational loyalty, need for organizational support, extrinsic job 
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satisfaction and psychological contract violation into a global attitudinal-perceptual construct. 

This global construct could be used on the basis of “Expectative Attitudes and Perceptions 

Model” to improve our explanations about why and how positive or negative behaviors occurred 

in workplaces. In this regard, future researches may attempt to add other variables such as other 

expectative construct (i.e., the need for organizational support) and other behavioral outcomes 

(i.e. deviant behaviors, intention to quit and innovative behaviors) in current research model. 

Also in future, further work is needed to uncover more completely the role of other moderators, 

such as leadership styles and personality characteristics (i.e., the big five personality 

characteristics, locus of control, Self efficacy and so on) in relationship between expectancy of 

the organization with OCB and other behavioral outcomes. Finally, future researches may 

replicate the present investigation with different types of industry and take the effort to 

investigate the dimensionality of expectancy of the organization across a variety of jobs and 

organizations. 

Limitations 

In current research, several limitations exist that might constitute interesting avenues for future 

researches. First, because of the cross-sectional design, we caution against any causal 

interpretation of the results. Consequently, it is recommended to examine the current research 

model more in depth using longitudinal designs in future studies. Second, in current research we 

only studied a model of research in two industrial organizations. Therefore, may be this research 

model shows changes in different types of organizations (i.e. service or business organizations). 

A third limitation is related to the measuring job satisfaction and organizational commitment as 

global attitudes and psychological contract as a global perception. There are other types of scales 

that measure facets of job satisfaction and organizational commitment or psychological contract. 



International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 28 
 

The use of multidimensional scales for assessment of job satisfaction and organizational 

commitment or psychological contract may lead to different findings with the current research. 

Also, future research might enhance our knowledge about the “Expectative Attitudes and 

Perceptions Model” by choosing a scale that would allow us to measure different facets of job 

satisfaction, organizational commitment or psychological contract. Fourth, self report of OCB 

(although this kind of measurement was used in many previous studies, Paillé, 2011) is another 

limitation of this research. Future research might collect data about employees’ behaviors using 

other kinds of measurement (i.e. supervisor or colleagues report). 

References 

Aiken, L.S., & West, S.G. (1991).Multiple regression: Testing and interpreting interactions. 

Newbury Park, CA: Sage.  

Aselage,J., & Eisenberger, R.(2003). Perceived organizational support and psychological 

contracts: a theoretical integration. Journal of Organizational Behavior, 24, 491–509. doi: 

10.1002/job.211 

Baron, R.M., & Kenny, D.A. (1986). The moderator-mediator variable distinction in social 

psychological research: Conceptual, strategic and statistical considerations. Journal of 

Personality and Social Psychology, 51, 1173–1182. doi: 10.1037/0022-3514.51.6.1173 

Bentler, P.M. (1990). Comparative fit indexes in structural models. Psychological Bulletin, 

107,238–46. doi: 10.1037/0033-2909.107.2.238 

Brislin, R.W(1980). Translation and content analysis of oral and written material. In H.C. 

Triandis & J.W. Berry (Eds.), Handbook of cross-cultural psychology (V: 2, pp. 389-444), Boston: 

Allyn and Bacon. 

http://psycnet.apa.org/doi/10.1037/0022-3514.51.6.1173
http://psycnet.apa.org/doi/10.1037/0033-2909.107.2.238


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 29 
 

Boles, J., Madupalli, R., Rutherford, B., & Wood, J. (2007).The relationship of facet of 

salesperson job satisfaction with affective organization commitment. Journal of Business & 

Industrial Marketing, 22(5), 311-321. doi: 10.1108/08858620710773440 

Boutwell, D.A.C. (2003). Organizational identity, self-concept, and commitment among teachers 

in northwest Florida. Unpublished doctoral dissertation, department of curriculum studies 

and educational leadership college of professional studies, University of West Florida.  

Brown, S. P., & Peterson, R. A.  (1993). Antecedents and consequences of salesperson job 

satisfaction: Meta-analysis and assessment of causal effects. Journal of Marketing Research, 

30(1), 63 - 77. doi: 10.2307/3172514 

Bukhari, Z.U., & Ali, U. (2009). Relationship between organizational citizenship behavior and 

counterproductive work behavior in geographical context of Pakistan. International Journal 

of Business and Management, 4(1), 85-42. 

Chiboiwa,M.W., Chipunza.C.,& Samuel,M.O.(2011). Evaluation of job satisfaction and 

organizational citizenship behavior: Case study of selected organizations in Zimbabwe. African 

Journal of Business Management, 5(7), 2910-2918. 

Cohen,A.(2006). The relationship between multiple commitments and organizational citizenship 

behavior in Arab and Jewish culture. Journal of Vocational Behavior, 69, 105–118. doi: 

10.1016/j.jvb.2005.12.004 

Cohen, J., Cohen, P., West, S.G., & Aiken, L.S. (2003). Applied multiple regression correlation 

analysis for the behavioral sciences. Third edition, Mahwah, New Jersey, Lawrence Erlbaum 

Associations. 

Cole, M.S.,& Bruch, H.(2006). Organizational identity strength, identification, and commitment 

and their relationships to turnover intention: Does organizational hierarchy matter? Journal of 

Organizational Behavior, 27, 585–605. doi: 10.1002/job.378 

http://dx.doi.org/10.1108/08858620710773440
http://dx.doi.org/10.2307/3172514


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 30 
 

Cooper-Hakim, A., & Viswesvaran, C. (2005). The construct of work commitment: testing an 

integrative framework. Psychological Bulletin, 131, 241–259. 

http://digitalcommons.fiu.edu/dissertations/AAI3049797 

Dalal, R.S. (2005). A meta-analysis of the relationship between organizational citizenship 

behavior and counterproductive work behavior. Journal of Applied Psychology, 90(6), 1241-

1255. doi: 10.1037/0021-9010.90.6.1241 

Dawal, S.T., & Taha,Z.(2006). Factors affecting job satisfaction in two automotive industries in 

Malaysia. Jurnal Teknologi, 44(A), 65–80. 

Eisenberger, R., Fasolo, P., & Davis LaMastro, V. (1990). Perceived organizational support and 

employee diligence, commitment, and innovation. Journal of Applied Psychology, 75(1), 51-

59. doi: 10.1037//0021-9010.75.1.51 

Elangovan, A.R. (2001).Casual ordering of stress, satisfaction and commitment, and intention to 

quit: a structural equations analysis. Journal of Leadership and Organization Development, 

22 (4), 159-165.doi: 10.1108/01437730110395051 

Fried, Y., Shirom, A., Gilboa, S., & Cooper, G. (2008). The mediating effects of job satisfaction 

and propensity to leave on role stress–job performance relationships: combining meta-

analysis and structural equation modeling. International Journal of Stress Management, 15, 

305–328. doi: 10.1037/a0013932 

Fiske, S. T., & Taylor, S. E. (1984). Social cognition. Reading, MA: Addison-Wesley. 

Glisson, C., & Durick, M. (1988). Predictors of job satisfaction and organizational commitment 

in human service organizations. Administrative Science Quarterly, 33(March), 61-81. 

doi:10.2307/2392855 

http://dx.doi.org/10.1037/0021-9010.75.1.51
http://dx.doi.org/10.1108/01437730110395051


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 31 
 

Golparvar M., & Balali S. (2011). The promoting model of organizational citizenship behavior 

through psychological contract, job satisfaction and   organizational commitment.2nd 

National Biannual Congress on Industrial and Organizational Psychology in Iran, Islamic 

Azad University, Khorasgan Branch (Esfahan), 22 and 23 February 2011. 

Golparvar M., & Hosseinzadeh, KH. (2011).The role of leader-member exchange, perceived 

organizational support and organizational commitment in relations between psychological 

contract violation with intention to turnover and deviant behaviors. 2nd National Biannual 

Congress on Industrial and Organizational Psychology in Iran, Islamic Azad University, 

Khorasgan Branch (Esfahan), 22 and 23 February 2011. 

Golparvar M., & Javadian, Z. (2012). The model of relation between psychological contracts, 

commitment and satisfaction with expectancy from organization and unethical behaviors with 

considering the role of protest opportunity. Journal of Psychological Models and Approaches. 

(In press) 

Knights, J.A., & Kennedy, B.J. (2006). Psychological contract violation: Impacts on job 

satisfaction and organizational commitment among Australian senior public servants. Applied 

Human Resource Management Research, 10(2), 65-82. 

Lambert, E.G., Hogan, N.G., & Griffin, M.L. (2007). The impact of distributive and procedural 

justice on correctional staff job stress, job satisfaction, and organizational commitment. 

Journal of Criminal Justice, 35, 644-656. doi: 10.1016/j.jcrimjus.2007.09.001 

Lee, S. H. (2004). Moving forward to employee commitment in the public sector: does it matter? 

International Review of Public Administration, 8(2), 13 – 24. 

Lee, K., & Allen, N. J. (2002). Organizational citizenship behavior and workplace deviance: The 

     role of affect and cognitions. Journal of Applied Psychology, 87, 131-142. doi.apa.org 

http://psycnet.apa.org/doi/10.1016/j.jcrimjus.2007.09.001
http://doi.apa.org/getdoi.cfm?doi=10.1037/0021-9010.87.1.131


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 32 
 

Locke, A. E. (1976). The Nature and Causes of Job Satisfaction.  In M. Dunnette (Ed), Handbook of   

industrial and organizational psychology (pp. 1297-1350). Chicago, Rand McNally. 

Luthans, F. (1998). Organizational Behavior. 8th ed. Boston: Irwin McGraw-Hill. 

MacCallum, R. C., Roznowski, M., & Necowitz, L. B. (1992). Model modifications in 

covariance structure analysis: The problem of capitalization on chance. Psychological 

Bulletin, 111, 490– 504. doi:10.1016/S0167-9473(02)00097-X 

Marcus, B., & Schuler, H. (2004). Antecedents of counterproductive behavior at work: A general 

Perspective. Journal of Applied Psychology, 89(4), 647-660.doi: 10.1037/0021-9010.89.4.647 

Meyers, L.S., Gamst, G., & Guarino, A.J. (2006). Applied multivariate research: Design and 

interpretation. Thousand Oaks, London: Sage publications, Inc. 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance, 

and normative commitment to the organization: A meta-analysis of antecedents, correlates, 

and consequences. Journal of Vocational Behavior, 61(1), 20-52. 

doi.org/10.1006/jvbe.2001.1842 

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed: A model of how 

psychological contract violation develops. Academy of Management Review, 22, 226–

256.doi: 10.2307/259230 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational 

commitment. Journal of Vocational Behavior, 14,224-247. doi.org/10.1016/0001-

8791(79)90072-1 

Mulki, J.P., Jaramillo, F., & Locander, W.B. (2006). Emotional exhaustion and organizational 

deviance: can the right job and a leader’s style make a difference? Journal of Business 

Research, 59, 1222-1230. doi: org/10.1016/j.jbusres.2006.09.001 

http://dx.doi.org/10.1016/S0167-9473%2802%2900097-X
http://dx.doi.org/10.1006/jvbe.2001.1842
http://dx.doi.org/10.1016/0001-8791%2879%2990072-1
http://dx.doi.org/10.1016/0001-8791%2879%2990072-1
http://dx.doi.org/10.1016/j.jbusres.2006.09.001


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 33 
 

 Noor,A.(2009).  Examining organizational citizenship behavior as the outcome of organizational 

commitment: A study of universities teachers of Pakistan.  Proceedings 2nd CBRC, Lahore, 

Pakistan, November 14, 2009. 

O'Brien, K.E. (2008).A stressor-strain model of organizational citizenship behavior and 

counterproductive work behavior. Theses and dissertations. paper 432. 

http://scholarcommons.usf.edu/etd/432. 

Organ, D. W. (1988). A restatement of the satisfaction-performance hypothesis. Journal of 

Management, 14, 547-557. doi: 10.1177/014920638801400405 

Ouyang, Y. (2009). Mediating effects of job stress and job involvement under job instability: 

Banking service personnel of Taiwan as an example. Journal of Money, Investment and 

Banking, 11, 16-26. 

Paillé, P. (2011). Stressful work, citizenship behavior and intention to leave the organization in a 

high turnover environment: examining the mediating role of job satisfaction. Journal of 

Management Research, 3(1), 1 – 14. 

Podsakoff, P., MacKenzie, S., Paine, J., & Bachrach, D. (2000). Organizational citizenship 

behaviors: A critical review of the theoretical and empirical literature and suggestions for 

future research. Journal of Management, 26, 513-563. doi: 10.1177/014920630002600307 

Pool, S., & Pool, B. (2007). A management development model: Measurement organizational 

commitment and its impact on job satisfaction among executives in a learning organization. 

Journal of Management Development, 26 (4), 353-369. doi: 10.1108/02621710710740101 

Podsakoff, P. M., MacKenzie, S. B., & Bommer, W. H. (1996). Meta-analysis of the 

relationships between Kerr and Jemier's substitutes for leadership and employee attitudes, role 

perceptions and performance. Journal of Applied Psychology, 8(4), 380-399. 

http://scholarcommons.usf.edu/etd/432
http://dx.doi.org/10.1108/02621710710740101


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 34 
 

Rousseau, D.M. (1989). Psychological and implied contracts in organizations. Employee 

Responsibilities and Rights Journal, 2, 121-139. doi: 10.1007/BF01384942 

Rousseau, D.M. (1995). Psychological contracts in organizations: understanding written and 

unwritten agreements. Sage, Newbury Park. 

Settoon, R. P., Bennett, N., & Liden, R. C. (1996). Social exchange in organizations: Perceived 

organizational support, leader-member exchange, and employee reciprocity. Journal of 

Applied Psychology, 81, 219-227. doi: 10.1037/0021-9010.81.3.219 

Sutton,G., & Griffin,M.A.(2004) . Integrating expectations, experiences, and psychological 

contract violations: A longitudinal study of new professionals. Journal of Occupational and 

Organizational Psychology, 77, 493–514. doi: 10.1348/0963179042596487 

Skibba, J. S. (2002).  Personality and job satisfaction: an investigation of central Wisconsin 

firefighters. Unpublished Master Thesis in Applied Psychology, the Graduate College 

University of Wisconsin-Stout. 

Somech, A., & Ron, I. (2007). Promoting organizational citizenship behavior in schools: The 

impact of individual and organizational characteristics. Educational Administration 

Quarterly, 43(1), 38-66. doi: 10.1177/0013161X06291254 

Spector, P.E. (1985). Measurement of human service staff satisfaction: development of the job 

satisfaction survey. American Journal of Community Psychology, 13, 693-713. 

Speir, P.E., & Venkatesh, V. (2002). The hidden minefields in the adoption of sales force 

automation technologies. Journal of Marketing, 66(3), 69-111. 

Sauzo, M.M., Turnley, H.W.,&  Mai, R.R. (2005). The role of perceived violation in determining 

employees’ reaction to psychological contract breach. Journal of Leadership and 

Organizational Studies, 12(1), 24 - 36. 

http://dx.doi.org/10.1037/0021-9010.81.3.219


International journal of Research in Management                                                   ISSN 2249 – 5908                             

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm    July2012, issue 2 volume 4                      

 Page 35 
 

Ullman JB. (1996). Structural equation modeling. In Tabachnick B.G, & Fidell L.S (Eds), Using 

multivariate statistics (pp. 653– 771). New York: HarperCollins College. 

Ur- Rehman,M.A., Ul Haq,I., Ahmed Jam,F., Ali,A., & Hijazi,S.T.(2010). Psychological 

contract breach and burnout;Mediating role of job stress and feeling of violation. European 

Journal of Social Sciences, 17(2), 232 – 237. 

Van Dyne, L., & Ang, S. (1998). Organizational citizenship behavior of contingent workers in 

Singapore. Academy of Management Journal, 41, 692-703. 

Van Dyne, L., & LePine, J. A. (1998). Helping and voice extra-role behavior: Evidence of 

construct and predictive validity. Academy of Management Journal, 41, 108–119. 

Villanueva, D., & Djurkovic, N. (2009). Occupational stress and intention to leave among 

employees in small and medium enterprises. International Journal of Stress Management,16, 

124–137. 

WeiBo,Z., Kaur,S., & Jun,W.(2010). New development of organizational commitment: A 

critical review (1960 - 2009). African Journal of Business Management, 4 (1), 012-020. 

Zarei Matin, H., Jandaghi, G., & Ahmadi, F.(2010). A comprehensive model for identifying 

factors impacting on development of organizational citizenship behavior. African Journal of 

Business Management, 4(10), 1932-1945. 

 


