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ABSTRACT 

 
A few studies have been done on the impact of psychological contract fulfillment on organizational 

citizenship behavior and innovative behaviors. This study, investigating the relationship between psychological 
contract fulfillment and organizational citizenship behavior and the relationship between psychological contract 
fulfillment and innovative behaviors. Survey data were collected from 216 workers in the manufacturing – 
industrial units of Semnan region. The data needed for evaluating the relationship, were collected by 
questionnaires and were analyzed by Structural Equation Modeling technique. For data analysis AMOS Version 
21 was used. Analytical results indicate a positive relationship between psychological contract fulfillment with 
organizational citizenship behavior and innovative behaviors. 

 
Key words: Psychological Contract Fulfillment, Organizational Citizenship Behavior, Innovative Behavior,  
                    Structural Equation Modeling. 

  
Introduction
 
 

In the past few decades, some studies have been 
conducted on psychological contract fulfillment 
(PCF) and its impact on some aspects of employees' 
performance. More than 20 years ago, Rousseau [31] 
presented his final results of investigations on the 
new viewpoint of employees towards the nature of 
psychological contracts (PCs). PC concept has been 
investigated in the studies conducted by Argris, 
Levinson, Price, Mandl, Munden and Solly and 
Shine. These authors used "psychological contract" 
phrase to describe abstract aspects of job 
relationships. PC concept refers to beliefs and 
viewpoints which are formed by organizations in 
individuals and concerns contracts that are concluded 
between individuals and an organization. PC is 
fulfilled when employees feel their employer has 
fulfilled his obligations and commitments [29]. PCF 
can follow several positive results for an 
organization. In the present research, influence of 
PCF on organizational citizenship behavior (OCB) 
and innovative behavior (IB) was investigated. 

OCB was first introduced by Katz and Kahn 
[18]. They stated that an organization's activities will 
be successful and effective when its employees are 
committed to innovation and do independent 
behaviors beyond their role [37]. Such behaviors 

include cooperations that increase production and 
effectiveness and refer to behaviors that are useful 
for an organization but have not been planned in 
advance. Organ [25] defined OCB as employees' 
voluntary behaviors which improve organizational 
efficiency but are not directly identified and 
appreciated by organizational formal rewarding 
system [5]. Innovative behaviors refer to individuals' 
behaviors in presenting opinions on new processes 
and products and service in work environment [9]. 
Researchers believe that innovation is not only the 
self-conscious creation of new ideas, but also it 
includes introduction and application of these ideas 
and its general aim is improvement of organizational 
performance [15].  

In the present research, literature review of PCF 
and IB and OCB are presented first and then, the 
main hypothesis of the research and theoretical 
model is offered. In the next part, data analysis is 
explained in detail   and after that, results of data 
analysis are provided. In the final part, overall 
conclusion and recommendations for future studies 
have been presented. 

   
2. Previous Research: 

 
2.1. Psychological Contract Fulfillment (PCF): 
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This concept was first introduced by Argris in 
the 1960s [1]. Levinson et al [19] presented a 
primary definition of PC. They defined this concept 
as the product of mutual expectations. According to 
their definition, PC must have two characteristics. 
i.e., it must be implicit and it must reflect the kind of 
relationship which is established between 
organization and its employees. There are many 
definitions of PC but Rousseau's definition is more 
complete than the other definitions and it is referred 
to in many studies. According to his definition, PC is 
an individual's belief in mutual obligations between 
him/her and another person (or organization). Most 
studies conducted on PC have focused on mutual 
obligations between employees and employers [35]. 
These obligations come to existence as a result of 
commitments and promises that are traded between 
employers and employees or at least employees 
conceive that there are some promises. An employer 
might not have given any promise clearly but 
employees might feel that there are such 
commitments as a result of oral discussions, 
performance or policies or non-verbal 
communications or etc. [22]. Employees believe that 
they have some obligations towards their 
organizations, like work and loyalty and they also 
believe that organization has some obligations 
towards employees like job security and appropriate 
payment [31].  

Level of fulfillment, breach, change or violation 
of PC is dependent on the fact that an organization 
does not abide by some of its commitments and 
employees feel that they owe less to their 
organization [28,29,34]. Most studies have 
investigated PCF using measures that evaluate 
specific aspects or tangible items of relationship 
between employees and organization, like 
organization's commitment to appropriate payments 
and employees' job development and enrichment 
[27,32,41]. In this research, a multi-dimensional 
perspective was used to specify different 
characteristics of PC which is extracted from Sels et 
al [38] and Newton et al [23] studies. Dimensions 
which were used to measure PC in this research 
included stability, scope, tangibility, time frame and 
focus. 

The dimension "Stability" refers to the level of 
stability or flexibility which is owned by 
psychological contract and the level it has ability to 
change with new needs [20]. Scope refers to the 
border that exists between employees' work 
relationship and other aspects of individual life, like 
the amount of work responsibilities which are 
inserted into one's personal life [20]. The scope of a 
psychological contract may vary from very low to 
very much. "tangibility" dimension refers to the 
transparency and distinctness of psychological 
contract in view of the level of employees' 
understanding of definitions of borders, conditions 
and expectations in relationship and above all, 

contract conditions and terms must be clear for a 
third party [20]. "Time frame" dimension is a 
spectrum one side of which lies specific and finite 
contract and the other side of which is infinite and 
limitless contract [33]. McLean Parks et al [20] 
believes that infinite contract can be recognized as a 
long-term work contract, while finite contract can be 
a characteristic of long-term work relationship. 
Finally, "focus" refers to relative emphasis on 
economic issues contrary to attention to emotional 
and social issues which are located at the two sides 
of a spectrum [23].  

When an organization abides by its 
commitments, employees' psychological contract is 
fulfilled and otherwise, employees think about the 
violation of contract. In spite of the fact that violation 
of psychological contract is personal understanding 
of people, but employees might change their beliefs 
towards their duties in organization due to feeling of 
non-fulfillment of contract [30,34]. 

 
2.2. Innovative Behaviors: 

 
Innovative concept has many definitions 

[16,9,42]. Innovative behaviors refer to individuals' 
behaviors in order to present new opinions, processes 
and products in work environment [9]. From 
researchers' point of view, innovation is not only the 
devise of new ideas, but it involves the introduction 
and application of these ideas and its general goal is 
to improve organizational performance [14]. The 
level of innovative behaviors in an organization is 
determined by their understanding of level of 
presence of justice at work [14].  

 
2.3. Organizational Ctizenship Behavior (OCB): 

 
In the past two decades, the concept of OCB has 

received a lot of attention. The roots of this concept 
can be traced back to the studies of Katz and Kan 
[18]. They stated that an organization needs its 
employees' voluntary behaviors and beyond 
expectations performance in order to become 
effective [37]. These behaviors involve cooperations 
which increase production and effectiveness and 
refer to behaviors which are useful for the 
organization but the organization has not pre-planned 
for them. Organ [25] defined OCB as voluntary 
behaviors of employees which result in improvement 
of organizational efficiency but are not rewarded 
directly by their organization [5]. By voluntary, they 
meant that these behaviors are not present in their job 
description [6]. These behaviors are free and are not 
followed by punishment if not done. In fact, they are 
beyond roles [37]. 

Employees citizenship behaviors have many 
dimensions and each of researchers have referred to 
one dimension. However, what has been verified by 
many researchers are dimensions presented by Organ 
[25]. He introduced 5 dimensions for OCB:  
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"altruism" are aware behaviors which involves 
contribution to other employees within organization 
in work problems; "sportsmanship" refers to 
employees' desire to be patient towards unfavorable 
situations without complaining, objecting, and 
nagging; "civic virtue" is constructive participation in 
organizational performance considering work trend 
and involves participation in extra-curriculum 
activities without being necessary, support for 
developments presented by managers and tendency 
to studying books, journals and increase in general 
knowledge and paying attention to sticking posters 
and notices; "courtesy" refers to voluntary behaviors 
that prevents from problems that are resulted from 
mutual problems and describes behavior towards 
colleagues, supervisors and organizational 
addressees; " Conscientiousness" refers to behaviors 
that are beyond role, job requirements, duty and 
work ethics [8]. 

  
2.4. Fulfillment of Psychological Contract, 
Organizational Citizenship Behavior and Innovative 
Behaviors: 

 

The present research tries to investigate 
relationships between PCF and OCB and IB. in a 
work relationship, if employees feel that their 
organization fulfills its commitments, they try to 
increase their cooperation with the organization and 
therefore, establish equilibrium in their relationship. 
This cooperation increases also OCB [39]. In a 
research conducted by Newton et al [23], a positive 
relationship between PCF and OCB was verified. In 
this research, PCF also showed positive influence on 
employees' IB. 
 
3. Conceptual Model and Hypotheses: 

 
In a research conducted by Newton et al [23], a 

positive relationship between PCF and OCB was 
verified. Therefore, the first hypothesis of our 
research is defined as follows:  

H1: level of PCF has positive influence on 
employees' OCB. 

Their research also verified a positive influence 
of PCF on IB of employees. Therefore, the second 
hypothesis will be as follows:  

H2: level of PCF has positive influence on 
employees' IB. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig. 1: Research conceptual model 
 

4. Research Method: 
 
In the present research, structural equation 

modeling (SEM) method was used to evaluate model 
and hypotheses. This method is a comprehensive 
approach to testing hypotheses which are concerned 
with relationships between observed and latent 
variables which are called SEM for short [13]. SEM 
method includes "measurement model" analysis and 
"structural model" analysis. In this research, 

exploratory factor analysis was first conducted in 
order to investigate convergent and divergent validity 
and reliability and also evaluate reliability of the 
questionnaires. Then, measurement model was 
evaluated. After that, the model's structure was 
evaluated by means of goodness of fit indices (GFI) 
presented by Meyer et al [21] and Hair et al [12], and 
include Kai-squared indices, GFI, comparative fit 
indices (CFI) and RMSEA. Amos software (version 

 PC 

- Stability 
- Scope 
- Tangibility 
- Focus 
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21) was used to analyze data and structural equation 
modeling.  

Sample members were selected from among 
employees of industrial units of Semnan province, 
Iran and by means of stratified random sampling. 
SEM method requires a large sample in order to yield 
good results. As a rule of thumb, researchers have 
recommended a sample size larger than 200 for SEM 
method [11]. Standard questionnaires were used to 
gather data. the questionnaires had 5-point Likert 
scale from 1 (completely disagree) to 5 (completely 
agree). 2 English language experts were asked to 
help us with translating the questionnaires into 
Persian. Moreover, the questionnaires were given to 
several social sciences experts in order to correct the 
possible mistakes or problems. Then, a pre-test was 
conducted in order to make sure that the questions 
are clear and there is no ambiguity concerning the 
contents and appearance [26]. After receiving 
feedback from pre-test results which was conducted 
on 12 people of experts in an industrial unit, the 
questionnaires were corrected and prepared for final 
distribution among sample members. In the next 
sentences, the references in which the questionnaires 
had been used are reviewed. 

  
4.1. Fulfillment of PC: 

 
PCF refers to the fact that up to what levels do 

employers fulfill their commitments. Questions of 
the questionnaire included 5 dimensions focus, 
stability, scope, tangibility and time frame and were 
extracted from Sels et al [38] and Newton et al [23] 
studies. Stability dimension was evaluated by 2 
questions, scope dimension by 4 questions, 
tangibility by 3 questions, time frame by 4 questions 
and focus by 5 questions.  

 
4.2. OCB: 

 
Dimensions of OCB which were used in this 

research included conscientiousness, altruism, civic 
virtue, sportsmanship, courtesy. These dimensions 
were extracted from Organ [25] research. OCB 
questionnaire included 4 questions for measurement 
of conscientiousness, 4 questions for altruism, 5 
questions for sportsmanship, 4 questions for civic 
virtue and 4 questions for courtesy. 

 
4.3. Innovative Behaviors: 

 
A research conducted by Janssen [15] was used 

to measure innovative behaviors. This questionnaire 
measures 3 steps of innovation which were 
introduced by Kanter [17]. These steps are: 
production of new ideas, advancement of new ideas 
and application of new ideas. The questionnaire 
contained 7 questions which measure innovative 
behaviors.  

In this research, 270 questionnaires were 
distributed and 243 questionnaires were collected. 27 
questionnaires were set aside because of reasons like 
large number of non-answered questions (missing 
data) and variance-free and identical answers and 
outliers. Finally, 216 questionnaires were recognized 
as suitable for the research. Questions which were in 
the form of ordinal variables and were not answered 
by respondents were replaced by median of others' 
answers to that question. Furthermore, the questions 
which had continuous scale were also replaced by 
mean of others' answers to that question. 

  
5. Data Analysis: 

 
87% of the respondents were male and 22% 

were female, 21% had associate's degree, 71% had 
bachelor degree and 8 percent had master degree. 
Age average of the respondents was 39.5 years, mean 
of weekly contract work hours was 43.3 hours and 
mean of experience in the present organization was 6 
years. In the next part, research statistical model is 
analyzed. 

 
5.1 Exploratory Factor Analysis: 

 
in the present research, maximum likelihood 

estimation was used along with promax rotation in 
exploratory factor analysis by means of SPSS20. 
This study was conducted in order to make sure that 
whether the observed variables have adequate 
relationship and correlation with each other or not. 
Furthermore, this analysis helps with evaluating 
validity and reliability. KMO index was used to 
make sure that the sample is adequate. A small KMO 
value shows that the correlation between pairs cannot 
be explained with other variables [4]. Cerny and 
Kaiser [4] believe that a KMO index value greater 
than 0.9 is excellent, near 0.8 is satisfactory, near 0.7 
is better than average, near 0.6 is average, near 0.5 
shows unsatisfactory and less than that is 
unacceptable. The table attached to the end of the 
paper shows the results of exploratory factor analysis 
concerning PC and OCB and IB. furthermore, in this 
table, dimensions and values of KMO index and 
Chronbach's alpha and cumulative variance has been 
shown. KMO index and Bartolt test for OCB 
exploratory factor analysis was 0.873 which shows 
satisfactory adequacy of sampling and questions 
classification. KMO index was 0.879 and 0.873 for 
PCF and IB, respectively. 

Cronbach's alpha was 0.7 for all questionnaires 
which shows a satisfactory reliability [24]. In the 
next sentences, measurement model is investigated 
and validity and reliability of variables and model 
fitting is evaluated and some corrections were made 
in order to improve model fitting. After that, 
structural model is analyzed and research hypotheses 
are investigated. 
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5.2. Structural Equation Modeling: 
 
5.2.1 Measurement Model: 

 
In this step, research measurement model was 

analyzed and all factor loadings were greater than 

0.7. Modification indices which are provided by 
AMOS software were used to improve model fitting. 
Model's fitting indices were obtained and 
summarized in table 1 and a satisfactory fitting is 
verified.

 
Table 1: Fitting indices of measurement model*: Hair et al [12], Byrne [3], Browne and Cudeck [2] and Ulman [40]. 

 Indices CMIN/DF GFI CFI RMSEA PCLOSE 
Measurement model 1.395 0.928 0.983 0.043 0.760 
Satisfactory value* Smaller than 3 Greater than 0.9 Greater than 0.9 Smaller than 0.08 Greater than 0.05 

 
If factors do not have adequate validity and 

reliability, the investigation of causal relationships of 
the model will be inappropriate and incorrect. There 
are a few suitable and efficient indices for 
investigation of validity and reliability. These indices 
are: composite reliability (CR), average variance 
extracted (AVE), maximum shared square variance 
(MSV) and Average Shared Squared Variance 
(ASV). The following relations are necessary for 
appropriateness of construct validity and reliability: 
reliability: CR>0.7, convergent validity: CR>(AVE) 
and AVE>0.5, divergent validity: MSV<AVE and 
ASV<AVE; absence of convergent validity shows 

that latent variable is not explained well by means of 
observed variables. Absence of divergent validity 
also shows that the latent variable is explained by 
means of other factors variables better than its own 
observed variables (Hair et al, 2010). AVE index 
was used to investigate convergent validity. Its value 
was greater than 0.5 for all factors which shows a 
satisfactory convergent validity for model factors. 
MSV and ASV indices were also used to investigate 
divergent validity. Composite reliability was also 
evaluated by CR index. The values of the mentioned 
indices have been summarized in table 2.

  
Table 2: Reliability and validity indices: Hair et al [12] 

Validity and Reliability CR AVE MSV ASV 
Acceptable values* Greater than 0.7 Greater than 0.5 Smaller than AVE Smaller than AVE 
OCB 0.912 0.675 0.277 0.222 
IB 0.915 0.608 0.167 0.136 
PCF 0.879 0.593 0.277 0.191 

 
All reliability and validity indices are 

satisfactory and this shows that measurement model 
variables have appropriate validity and reliability. 

 
5.2.2. Structural Model: 

 
After investigation of measurement model and 

verification of satisfactory construct validity and 
reliability, the structural model of the research must 
be analyzed in order to evaluate research hypotheses. 
Data analysis was conducted by means of SEM 
method and using AMOS 21 software. Figure 2 
shows the output of AMOS software in which 
structural model and regression coefficients have 
been included. 

Table 3 also shows the indices related to the 
fitting of structural model which shows a good fit for 
the structural model and this means that the results of 
statistical analysis for collected data matches well 
with the theoretical model of the research and in fact 
verifies the theoretical model of the research.  

Table 4 shows the regression coefficients, 
critical value and significance level of relationships 
between PCF and OCB and also between PCF and 
IB:  

Regression coefficients show the relationship 
between PCF and OCB and also PCF and IB. 

standardized regression coefficient between PCF and 
OCB is 0.538. Therefore, the first hypothesis is 
verified. In other words, as PC is fulfilled more, 
OCB will increase. Standardized regression 
coefficient between PCF and IB is 0.347. Therefore, 
the second hypothesis is verified. In other words, as 
PC is fulfilled more, employees' IB will also 
increase. 

 
6. Summary and Concluding Remarks: 

 
The subject of the present research was 

investigation of influence of PCF on OCB and 
employees' IB. OCB and employees' IB is effective 
in performance and efficiency of organizations and 
organizations can improve efficiency and 
effectiveness by means of development of OCB and 
IB. therefore, recognition of these factors which 
influence on these behaviors is very important for 
organizations. In a work relationship, employees try 
to increase their cooperation with organization if they 
feel the organization's commitments have been 
fulfilled [39]. According to the hypotheses of the 
present research and studies conducted by Newton et 
al [23], PCF can be an effective factor in OCB and 
IB. 
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Fig. 2: output of data analysis in AMOS software 

 
Table 3: Fitting indices of structural model: Hair et al [12], Byrne [4], Browne and Cudeck [2] and Ulman [40] 

Fitting indices CMIN/DF GFI CFI RMSEA PCLOSE 
Structural model 1.525 0.921 0.977 0.049 0.509 
Recommended values Smaller than 3 Greater than 0.9 Greater than 0.9 Smaller than 0.08 Greater than 0.05 

 
Table 4: Regression coefficients between research variables 

Relationship Regression coefficient Standardized regression coefficient Critical value P 
PCF--->OCB 0.558 0.538 6.739 0.001 
PCF--->IB 0.504 0.347 4.630 0.001 

 
Standard questionnaires were used to gather 

data. PC variable was extracted from Sels et al [38] 
and Newton et al [23] studies in five dimensions: 
focus, stability, scope, tangibility and time frame. 
OCB variable was measured by dimensions 
presented by Organ [25] including: 
conscientiousness, altruism, civic virtue, 
sportsmanship, courtesy. Janssen study was used to 
measure IB.  

Data analysis in the present research showed that 
PCF influences positively on OCB (the first 
hypothesis is verified). This result matches the 
results of Newton et al [23]. It can be said that as 
PCF increases, OCB will also increases. 
Furthermore, results showed that there is positive 
relationship between PCF and IB (the second 
hypothesis is therefore verified). This result matches 
the results of Newton et al [23]. Therefore it can be 
said that as PCF increases, employees' IB will also 
increase. Organizations can abide by their 
commitments and improve PCF so that employees' 
OCB and IB will also increase and finally, efficiency 
and effectiveness will also increase.  

Some recommendations can be given according 
to the results. For example, this model can be applied 
to other provinces or larger samples so that the 
results will help with generalization of the results of 
the present research. The next recommendation is 
that PCF can be analyzed in terms of contract type 
(transactional and relational) and influence of PCF 
type on IB and OCB can therefore be analyzed. We 
advise Rousseau's research for more study on other 
types of contract. In the end, it is recommended that 
the mediating role of OCB in relation between PCF 
and IB be studied. 
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Appendix: 
 
Results of Exploratory Factor Analysis, Cronbach’s Apha, KMO and Bartlett’s test are shown in the table below. 

KMO: 0.873 KMO: 0.879 KMO: 0.873 
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 PCF dimensions 

  
IB 

1 2 3 4 5 1 2 3 4 5 1 
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**
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** 
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** 

 (0.899)
**
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**
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(33.421)
* 

         

   (43.318)
*

         

IB6 
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Co2   0.895       Ti2   0.952       IB7 

0.736 
Co4   0.876       Ti4   0.844       IB5 
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*
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      0.726   
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*
       

        (68.962)
*

   St2         0.958     
CV4         0.794 

St1         0.779     
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CV3         0.774           (75.397)
*

     
CV2         0.768                 
CV1         0.738                 

  
        

(68.703)
 

*
                 

**: Cronbach’s Apha      *: Cumulative Variance 


