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ABSTRACT

This paper addresses the results of a study abeuantecedents of the anticipatory
psychological contract of graduate students ergettve labor market. The anticipatory
psychological contract (ACP) is conceptualized msnaomplete mental model about the
conditions of the future employment relationshighe(temployee and employer
contributions being part of this deal). Departingnh earlier research on the importance
of the anticipatory psychological contract as aedatnant of employee evaluations
regarding their employment relationship, we examioewhich extent these pre-
employment perceptions are affected by individwuaker-related antecedents (optimism,
career strategy, individual career management am#t wnportance). The results of an
empirical study among 1409 graduate students hargmifirm the proposed hypotheses.
Mainly those dimensions of the ACP that are relatechreer perspective and job content
are significantly affected by the antecedents ietuin our model. Graduates with a high
score on careerism, who engage in a high leveidividual career management and with
management ambitions, have stronger expectatiagerdieg these inducements. With
regard to their own commitment toward their fut@mployer, mainly the dimensions

flexibility and employability are affected by thesetecedents.



INTRODUCTION

A growing body of literature shows that the psydgatal contract is an important
antecedent of employee outcomes like satisfactmmmmitment, performance and
intentions to stay (e.g. Coyle-Shapiro & Kessleb0@ Turnley, Bolino, Lester en
Bloodgood, 2003; Turnley & Feldman, 1999). Researchtend to agree that the
psychological contract represents a dynamic protedgaunfolds gradually, from the pre-
employment stage onwards and throughout the diffesges of employment and that it
is affected by both individual and organizationaktbrs and events (Anderson &
Thomas, 1996; Shore & Tetrick, 1994). In this relgatris not only important to obtain
insight in the psychological contract of current pboyees and newcomers in the
organization, but also in the psychological conttaliefs that pre-date the employment
relationship, i.e. the anticipatory psychologicahttact (ACP) (Anderson & Thomas,
1996; Blancero & Kreiner, 2000; Rousseau, 2001)li&aresearch has shown that the
ACP mediates the relationship between organizadti@ma job characteristics and
decisions about job choice. Moreover the expeactatiof new recruits about their new
employment relationship operate as a frame of eefsr towards which they will
evaluate their later experiences in the organinat{idabey, Clark & Daniels, 1996).
When these expectations do not match reality, eyepl® are more likely to believe their
psychological contract has been breached, whichumn contributes to a reduced
commitment to the organization (Arnold & Mackenbavey, 1999; Sturges & Guest,
2001). Prior research has also shown that newcoimméh® organization will adapt their
own promises as a function of the extent to whireytbelieve their employer realizes his
promises (De Vos, Buyens & Schalk, 2003).

A better understanding of the expectations anciites of employees towards
their future employment relationship can thereforevide important information for the
development and implementation of effective humasources (HR)-practices towards
new employees. In view of the high costs associatgkd an early departure of new
employees, it is important for organizations toetdliteir expectations and intentions into

account already during the recruitment stage, adjast them when needed.



Researchers agree that the psychological contscffected by individual
features (Rousseau, 1995; 2001). However, as o ady a limited number of studies
explicitly address the impact of individual chaetics on beliefs and evaluations of
the psychological contract (e.g. Ho, 2000; Rajal €2004; Robinson & Morrison, 2000).
This paper wants to contribute to the psychologocadtract literature by examining the
relationship between individual career-relateddexctand the ACP. We hereby focus on
the target group of newcomers on the labor marked have started their search for a
first job but do not have any formal work experiendhis allows us to examine in a
more “unbiased” way the pre-entry beliefs of indivals about the terms of their future
employment relationship and how these beliefs #ext@d by individual career-related

antecedents.

THEORY

The ACP is formed during the anticipatory socidlma stage, i.e. the period
which precedes organizational entry during whidlifie employees develop expectations
about what their new role will be like (Feldman,789 Louis, 1980). The ACP is an
imperfect schema about the future employment deat enumerates the promises
employees want to make to their future employer tiedinducements they expect in
return (Anderson & Thomas, 1996). It develops irdefent from the specific context of
an employment relationship. The ACP is the lensufgh which employees view their
future employment relationship and sets the stage flirther refinement of the
psychological contract during the early employmmariod (Shore & Tetrick, 1994). As a
subjective set of beliefs, the ACP is affected bgividual differences like personality,
knowledge, interpersonal skills and career motorati (Anderson & Thomas, 1996;
Shore & Tetrick, 1994). Raja et al. (2004) distiispubetween three processes through
which personality can affect the psychological cactt choice, construction and
enactment. The first process, choice, refers toptieeemployment stage during which
personality is proposed to influence the type gttpslogical contract individuals want to
engage in with their future employer, i.e. their ARGNe suppose that in this stage, not
only the personality of job seekers, but also othéividual characteristics will influence
this ACP.



In this research we focus on career-related anéstedince factors such as career
goals and career-related behaviors are assumeayt@ jpole in individual's expectations,
attitudes and evaluations regarding their employmelationship (e.g. Rousseau, 2000;
Shore & Tetrick, 1994; Sparrow, 1996). We assuna, tlepending on their personal
career attitudes and behaviors, graduates holcerdiit beliefs about their future
employment relationship. More specifically, we gl the impact of (1) optimism, (2)
career strategy, (3) individual career managemeahi(4) work importance.

We formulate hypotheses about the impact of eachhe$e four individual
characteristics on the content of graduates’ grdtory psychological contracts. In line
with earlier research (e.g. De Vos et al., 2003biRson, Kraatz & Rousseau, 1994;
Robinson & Rousseau, 1994), we address five dimbeasof employer inducements
(career opportunities, job content, social atmosphwork-life balance, and financial
rewards) and five dimensions of employee contrdngi(performance, flexibility, ethical

behavior, loyalty, and employability).

Optimism

Optimism refers to individuals’ attitudes aboutithghances for employment. In
this sense, optimism is closely related to moracbpsrsonality characteristics such as
locus of control. Research shows that employees bdlieve to control the results of
their actions and who have a positive self-imagensh stronger commitment towards
their employer as well as higher performance levig®oldsmith et al., 2000; Skinner,
1996). More optimistic individuals have a strondmslief in their own opportunities
(Rousseau, 2001). We therefore expect that thoadugtes with a higher level of
optimism will be more willing to make promises fteeir future employer because they
will be more optimistic about the extent to whidiey will be able to realize these

promises.

Hypothesis la: Optimism will be positively assoedtwith the willingness to

make promises about employee contributions.



Research also indicates that individuals with @armal locus of control perceive
a stronger link between their performance level dredrewards they obtain (Goldsmith
et al., 2000; Skinner, 1996). This implies thatiwalals with an internal locus of control
perceive their own contributions as more instruraefbr having their expectations
realized by their employer. We propose that opticigraduates will report a higher
level of expectations regarding the promises theure employer should make to them
because they will be more optimistic about thelililed that they will be able to obtain

these inducements, compared with less optimistidggites.

Hypothesis 1b: Optimism will be positively assoethtwith expectations about

promises about employer inducements.

Career strategy.

Employees can differ in the strategies they puilisutheir career. While some
prefer to develop their career within one or a te@dinumber of organizations (the so-
called “local career strategy”), others have a guezice for changing employers
frequently (the so-called “cosmopolitan careertetyg’, also called “careerism”) (Driver,
1994; Gouldner, 1957; Rousseau, 1990). These €ifées in career strategy reflect
different preferences concerning the time spansaogpe of the employment relationship
employees want to engage in (Driver, 1994; Sparrd986). For example, empirical
evidence shows that employees with a more locaterastrategy have a stronger
commitment towards their organization and are lasBned to leave the organization
(Herriot et al., 1996; Sparrow, 1996). Within tr&yghological contract literature, earlier
research has shown that at organizational entrylaames with a local career strategy
differ in their psychological contract beliefs frafmose with a more cosmopolitan career
strategy. For instance, Rousseau (1990) obserpeditve correlation between the level
of careerism and transactional beliefs, and a negabrrelation between careerism and
relational beliefs. Based on this evidence we eixjleat career strategy will affect
graduates’ ACP beliefs. Graduates who view theat #mployer as a first step towards
further opportunities elsewhere will be less widlito make promises about their own

contributions.



Hypothesis 2a: There will be a negative associalietween careerism and the

willingness to make promises about employee cautiobs.

Individuals with a high level of careerism considiweir organization as a
stepping stone towards a better function elsewHharthe literature evidence shows that
these are often those employees who are strongtyséml on their own career
development rather than on their organization (lcarav et al., 1998). We therefore
expect graduates with a high level of careerismexpect more employer promises
relating to career opportunities, since these &lfw them to realize their career goals,
and to financial rewards, since these are an extrindicator of their career status.

Hypothesis 2b: Careerism will be positively asstadawith expectations about

employer promises about career opportunities arah@ial rewards.

Individual career management.

In the career management literature, a growing asipthas been placed on the
initiatives that individuals take to steer theiresxs in the desired direction (Sturges et
al., 2005). Empirical evidence indicates that empés differ in the extent to which they
actively take initiatives to manage their own careethe desired direction and that this
affects a wide range of outcomes, including caseecess and employee behaviors (e.g.
King, 2004, Sturges et al., 2002). Employees withigh level of individual career
management generally show a higher level of comantntowards their organization
(Sturges et al., 2005). Inherent to the notion radividual career management is a
proactive stance of the individual towards his er bareer (Kossek et al., 1998). We
expect that this proactive attitude will affect #wgent to which graduates are willing to

make promises to their future employer.

Hypothesis 3a: Individual career management willpbsitively associated with

the willingness to make promises about employeéritanions.



Prior research has shown a positive associatiowdset the level of individual
career management and the career support emplaygesct to receive from their
employer (Kossek et al., 1998; Sturges et al., 22005). Individual career management
includes, among others, self-analysis of talerdgpacities and career ambitions (Noe,
1996; Sturges et al., 2000; 2002). Individuals veémgage in these types of initiatives
might develop a better idea of what they want taiatin their career and how they want
to attain this and they might be more concernediatih® realization of their career goals.
This, in turn, might affect them to expect more miges from their employer about

inducements related to their job content and cgreespective.
Hypothesis 3b: Individual career management willpsitively associated with
expectations about employer inducements relatingobo content and career

development.

Work importance

Work importance refers to the general importancadgates attach to working
compared to other life domains (MOW, 1987; van\delde, Feij & van Emmerik, 1998)
and to making progress in their career. Studiesvstmat the centrality of work has a
positive impact on job satisfaction and commitméran der Velde et al., 1998). We
assume that the importance of working will affecdyates’ ACP. Individuals for whom
working is central in their life and who are morareer-driven generally attach more
importance to values such as development, attaiairiggh level in an organization,
making advancement and obtaining power (London31%hein, 1993). In exchange
for this, they are generally willing to work hartbarn new competencies, take on
additional responsibilities and give priority toeth job rather than their private life
(London, 1983; Schein, 1993). We therefore expleetinportance of working will be
positively related to graduates’ willingness to mgkomises about their contributions.
We expect a positive relationship between work irgpece and expected employer
promises that refer to work-related factors suclohscontent and career development,
rewards and the social atmosphere at work. Inversed believe that these graduates
will expect less promises relating to their worfe-lbalance.



Hypothesis 4a: There is a positive association éetwwork importance and the
willingness to make promises about employee caminhs

Hypothesis 4b: There is a positive association betwwork importance and
expectations about employer promises relating td joontent, career
development, financial rewards and social atmosphed a negative association

between work importance and expected promises atarktlife balance.

METHOD

Sample and procedure

We conducted a survey among 1409 students gradultm 12 universities in
Belgium. The sample mainly included students innecaics (53.5%) and engineering
(25.4%) and to a lesser extent psychology (13%)maadagement (8.6%). At the time of
the survey, students were completing their mastegree. The sample consisted of an
equal amount of male (51%) and female respondd8&). To test our hypotheses, only
those respondents who indicated that they werelsiegy for a first job but who had not
yet signed an employment contract at the time ef shrvey were retained for the
analyses. Respondents who indicated that they watdecontinue studying or to
postpone their job search were excluded from thayaas. The final sample therefore

consisted of 722 respondents.

Measures

All responses were given using five-point respossales. After reliability

analyses, scales were constructed by calculatemgi#an scores for each.

Optimism.
Optimism was measured using four items that weveldped for this study (e.g.

“I am optimistic about my chances to find get a @gob”). A higher score means a
higher level of optimismo=.82).
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Career strategy

We used the careerism scale developed by Rouss&d80)( to assess
respondents’ intentions to change employers fretfpeturing their careers. A higher
score means a higher level of careerism. Two itemese reverse scored before

calculating the scalex€.75).

Individual career management

We departed from the individual career managemesiesdeveloped by Sturges
et al. (2000). The original scale consists of Xng that address four dimensions of
individual career management. For our study, teenst were adapted to make them
relevant for graduates without any prior work exgece. Six items were excluded
because they were too much related to behavior work context and thus were not
applicable to our target group. For each of therdfdined items respondents had to
indicate their agreement with each of the actisitiescribed (e.g. “I make contacts with
people who work in the professional areas in whialould like to work”). To this scale
we added 3 items that more specifically asses®ttent to which the respondents had
actively reflected on the type of career they wiantave (e.g. “I have been thinking
about the type of job that best fits me”). Theseng are adopted from Backman, Maley
& Johnston (1978).

Work importance.

We used a scale developed by Coetsier & Claes §1&8® which is part of the
Flemish “Meaning of Working” study (MOW, 1987). Tihhespondents had to divide 100
points over four life areas (work, leisure timemfly and contributions to society) based
on the relative importance they attached to eathasfe areas. In view of our hypotheses
only the percentage attributed to “work” was in@ddin our analyses. In addition we
included one item that assesses the respondeath &bt making progress in their caraer

second indicator of the importance of working.
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Anticipatory psychological contract

The content of the ACP was measured using two scélg the willingness to
make promises about employee contributions andceXpectations about promises that
employers can make about inducements provided fogies. Our items were adopted
from a scale used by De Vos et al. (2003) to agsggshological contract development
among organizational newcomers. The instructioneewbanged in order to capture the

ACP beliefs of the respondents. The willingnessniake employee promisesas

measured using 20 items that refer to five typesnmbloyee contributions (performance,
flexibility, loyalty, employability and ethical balvior). Respondents had to indicate the
extent to which they were willing to make promisegheir future employer about each
of the contributions listed. The reliability of teebscales was low for ethical behavier (
=.59) but good for the other for subscales.82 for performancey=.69 for flexibility,
a=.71 for loyalty, andi=.76 for employability).

Expectations about employer promisesre assessed using 25 items that refer to

five types of employer inducements (career devetpijob content, social atmosphere,
financial rewards, and work-life balance). Respansléndicated the extent to which they
expected their employer to make promises about ehtie inducements listed. Each of
the five subscales showed good reliabilidy.80 for career development=.76 for job
content,a=.87 for social atmospheres.83 for financial rewards, ang-=.75 for work-life

balance).

Control variables

In our regression analyses we statistically colgdolfor sex (1 = male, 2
female) and study type (1 = commercial sciencess applied economics, 3 =

psychology, 4 = engineering, 5 = management).

12



Data analyses

For each of the dependent variables (five dimerssafnemployee promises and
five dimensions of employer promises) separateession analyses were conducted. We
controlled for sex and education type in Step 1Step 2 the independent variables were
added. Changes in Rz? indicate the contributionauheof the independent variables in
explaining the variance in our dependent variabl¥e. examined standardized beta-
weights to assess the direct impact of each variableach of the dependent variables.

RESULTS

Table 1 shows the means, standard deviations anebréer correlations between
all variables in the study. The results of the esgion analyses are presented in Table 2

(willingness to make employee promises) and Tal{expected employer promises).

Insert Table 1,2 and 3 About Here

As shown in Table 2, the level of optimism is nangicantly related to the
willingness to make employee promises. Thus, Hygsith 1A is not confirmed. With
regard to expected employer promises there is anyygnificant association between
optimism and expected promises about job contgrt .07, p<.05) (see Table 3).
Hypothesis 1B hence receives only limited support.

The relationship between careerism and willingrtessnake employee promises
is significant for two of the five dimensions: ethi behavior £=-.07,p<.05) and loyalty
(f=-.41, p<.01). The relationship with the other dimensiossalso negative but not
significant. Our results thus provide partial suppmr Hypothesis 2A. Concerning
expected employer promises, as can be seen fromhe Batareerism is significantly and
positively related to promises about job contefw.§9, p<.05), career development
(p=.08, p<.05) and financial rewardg%£.12, p<.01). This finding supports Hypothesis
2B.

13



There is a positive association between individtereer management and the
willingness to make promises about employee camiobs. Self-analysis and
networking are significantly and positively related promises about flexibilitypE.10,
p<.05 for self-analysis ang=.08, p<.05 for networking). Practical preparation is
significantly and positively related to each of thiee dimensions of employee promises
(p= .18, p<.01 for performancef=.10, p<.01 for flexibility, f=.15, p<.01 for ethical
behavior, f=.07, p<.05 for loyalty ands=.39, p<.01 for employability). These results
support Hypothesis 3A. We also observe a numbersighificant and positive
associations between the level of individual carmanagement and expected employer
promises. For self-analysis, there is a significassociation with expected promises
about job contentpE.12, p<.01). Networking is not significantly related &xpected
employer promises. Practical preparation is sigaiftly related to expected promises
about job contentfE.19, p<01), career development<.20, p<.01), social atmosphere
(#=.13, p<.01) and work-life balances€.08, p<.05). These results provide support for
Hypothesis 3B.

Respondents who consider working to be more cemrdheir life are more
willing to make promises about their flexibilitg<.20,p<.01) and loyalty £=.12,p<.01),
while their ambition to make progress is signifitamelated to promises about flexibility
(p=.19, p<.01) and employability #=.07, p<.05). Hypothesis 4A is hence partially
supported. In addition, there is a significant amebative relationship between the
centrality of working and expected employer promisbout work-life balances€-.19,
p<.01). Importance of making progress is positiveggociated with expected promises
about career developmenf=(26, p<.01), job content f=.13, p<.01) and financial
rewards £=.22, p<.01), and negatively associated with expected m@snabout social
atmospheref=-.10, p<.05) and work-life balances€-.10, p<.05). These results support
Hypothesis 4B.
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DISCUSSION

This study wanted to contribute to the literaturg &ddressing the pre-
employment stage of psychological contract fornrmati®espite the fact that the
psychological contract has become a widely-studmacept in the scientific literature,
the number of studies that address the ways inhwihiis formed are scarce. This study
wants to contribute to the literature by addresding initial stage of psychological
contract formation, which takes place in the apttbry socialization stage. More
specifically, we examined the extent to which dptitory psychological contract
perceptions of young graduates who are starting thieir search for their first job but
who have not yet signed an employment contractaffected by a number of career-
related individual antecedents (optimism, careateqy, individual career management
and work importance). In order to test the propdsgabtheses, a survey was conducted
among graduates of universities in Belgium.

Our results provide support for our assumption tereer-related antecedents
contribute to explaining differences in the ACPa@uates with a high level of careerism
consider their first employer as a temporary steg as a consequence they are less
willing to express a lot of “a priori” commitmentswards their future employer. At the
same time however, in view of their strong focuspensonal career advancement, they
do expect their employer to offer them not onlyir@eresting job and attractive financial
compensations, but also a career perspective. ddnfirms the idea that individuals’
career strategy affects their attitude and beliefmrding their employment relationship
(Driver, 1994; Sparrow, 1996) and extends earksearch on the relationship between
careerism and the psychological contract (Rousse?f0) to the pre-employment stage.
Graduates who report a high level of practical prapon not only show a higher level of
engagement towards their future employer, but htdd higher expectations about the
level of engagement by their future employer. Thisdings are in line with earlier
research in which proactive behavior has been fdonaffect employees’ expectations
towards their employment relationship (Kossek et #98; Sturges et al., 2005) and it
supports the idea that the proactive behavior oplepees has consequences for
employers, who have to respond to the higher lesetommitment of these employees

by providing them relevant inducements in return.
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The significant relationships between work impoc&and the ACP confirm the
idea that career motives impact employees’ behéfsut their employment relationship.
Previous research has shown that newcomers whohatteore value to their career
advancement are more likely to seek for informatibout what they can expect of their
employer in terms of their job content and caresretbpment opportunities (De Vos,
Buyens & Schalk, 2005). Our findings suggest thé telationship might be mediated
by the pre-employment beliefs of future employe®@sr findings suggest that ACP
beliefs are more affected by what individuals wanattain during their career and how
they want to attain this, than by a more generatude towards their chances for
employment. One explanation is that optimism is enaffected by respondents’ beliefs
in the value of their diploma than by the belieftlreir personal capacities to find a job
and that this as such is not affecting their exgtemts towards their future employment
relationship. Future research should further ofatife distinct relationships between
different types of individual characteristics ahd psychological contract.

Our results suggest that the impact of careeraeélahtecedents differs depending
on the content dimension of the ACP. Some dimessawa more strongly affected by the
antecedents included in our model than others. Wieelook at the results for the impact
on the willingness to make employee promises, atecedents mainly have a significant
impact on promises regarding flexibility, employaiiand loyalty, while promises about
the concrete behavior in the job (performance dhita behaviors) are less affected by
these antecedents. One possible explanation ®difierence is that the extent to which
expectations are made explicit during recruitmearhgaigns and selection procedures
impacts the room for interpretation that is left floe individual job seeker. Requirements
towards the applicant with regard to their perfang®level and also certain aspects of
ethical behavior are in many advertisements andrjtsviews those aspects of the deal
that are most explicitly discussed. The majority adr respondents had already
participated in several selection procedures atithe of the study. It is possible that the
intentions they have regarding their commitmentarms of performance and ethical
behavior are mainly affected by the exchange afrmftion during these procedures,

which implies that these beliefs are to a lessteraxaffected by subjective factors.

16



Also when we look at expected employer promiseg, exery dimension of
employer promises is explained to the same extgrthé antecedents included in our
model. The proportion of explained variance is bghfor promises about work-intrinsic
factors, i.e. job content and career developmend,is substantially lower for promises
about social atmosphere and work-life balance. Tdw that mainly work-intrinsic
factors are affected by our antecedents can prplebéxplained by the fact that we only
included career-related attitudes and behaviois. possible that expectations about the
work context (such as work-life balance and soaitahosphere) are more affected by
more general individual characteristics such asesbr personality. Further research is
needed to examine which content dimensions of #helmwlogical contract are most
affected by subjective factors and what might leeithpact of information exchange with

the organization during different stages of theuiment process.

Implications

This study addresses the pre-employment expecsadiod intentions of graduates
regarding their psychological contract with theiture employer. Even though the large
majority of this group of young graduates doesymbthave a frame of reference based on
earlier professional experiences that will afféait ACP, they do already have a mental
model about their future employment relationshiat twill play a role, not only in their
job choice but also in the evaluation they will reakf the extent to which their
expectations match reality after organizationalryentn view of earlier empirical
evidence about the relationship between this peedetongruence of expectations with
reality on affective commitment and other employaétudes, it is important for
organizations to take the ACP into account alreddying the recruitment stage, by
addressing graduates’ expectations and by tryingimipact them when needed.
Organizations should thereby realize that, dependin their career goals and other
career-related factors, young graduates approash fiture employment relationship
with different expectations and intentions. For agations, insight into prior
expectations and intentions can also be relevarth&® design of recruitment campaigns

and employer branding initiatives.
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This might increase their attractiveness as an @yep| but at the same time the
challenge will be to meet these expectations a&ftgry. Only when the latter is realized
organizations can succeed in realizing the dedegdl of commitment and retention

among their newcomers and to stimulate these neexota realize their own promises.

Limitations and suggestions for future research.

The results of this study should be consideredew\of a number of limitations.
First, we only used self-report scales, and asrsemuence common method variance
might have affected the results. In view of ouressh questions, however, we believe
that assessing perceptions was the best suitedocthefiecond, this is a cross-sectional
study. A next step might be to conduct a longitatlistudy to further examine the
development of their psychological contracts ofmsé graduates enter an organization.
Future research could also address changes in@etAroughout different recruitment
stages. Third, we realize that in this researchonly addressed a selected group of
antecedents of the ACP. In addition to individuakeer-related factors such as those that
were included in our research, other factors witlgably also play a role, for example
the extent to which graduates have already builinesopreliminary professional
experience through internships. Our correlatiomciate that the type of education also
impacts the anticipatory psychological contractuFel research could examine to which
extent students from diverse types and levels oicabn differ in their anticipatory

psychological contract.
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CONCLUSION

Research has shown that the evaluation of the p8&ygisal contract, i.e. the
evaluation of experiences in view of perceived psa®, has an important impact on the
retention and commitment of organizational newcansr this sense the ACP operates
as a frame of reference that organizations shooldneglect if they want take into
account newcomers’ expectations and intentions. €dudy shows that this ACP of
young graduates is affected by individual factonghis sense the extent to which and the
ways in which graduates are preparing themselvestHeir future careers are an
important source of information for organizatioms order to estimate their attitude

towards their employment relationship.

19



REFERENCES

Anderson, N., & Thomas, H. D. C. (1996). Work grasgrialization. In M. A. West
(Ed.),Handbook of Work Groupg@23-450). Chichester : John Wiley & Sons.

Arnold, J., & Mackenzie Davey, K. (1999). Graduaterk experiences as predictors of
organizational commitment: what experiences realgtter? Applied Psychology: An
International Review, 4811-238.

Backman, B. J., O’'Maley, P., Johnston, J. (197/8Jolescence to adult change and

stability in the lives of young meAnn Arbor: University of Michigan Press.

Blancero, D.M. & Kreiner, G.E. (2000). The « arpiiory psychological contract » :
Emplouer/employee obligations and job choRaper presented at the annual meeting of
the Academy of Managemembronto, August 2000.

Coetsier, P., & Claes, R. (1990Belang van levensrollen en waardeim: Reeks

Theoretische en Toegepaste Psychologie, n° 3, Qaesteinfoservice.

Coyle-Shapiro, J., & Kessler, I. (2000). Conseqesnaf the psychological contract for
the employment relationship: A large scale surnd®urnal of Management Studies, 37,
903-930.

Coyle-Shapiro, J., & Neuman, J. H. (2004). The ps¥yagical contract and individual
differences: The role of exchange and creditor lmtges. Journal of Vocational
Behavior, 641), 150-164.

De Vos, A., Buyens, D., & Schalk, R. (2003). Psyogaal contract development during
organizational socialization : Adaptation to reakind the role of reciprocitylournal of
Organizational Behavior, 2437-559.

De Vos, A., Buyens, D., & Schalk, R. (2005). MakiBgnse of a New Employment
Relationship: Psychological Contract-Related Infation Seeking and the Role of Work
Values and Locus of Contrditernational Journal of Selection and Assessmeg(tl),
41-52.

20



Driver, M. J. (1994). Careers: A review of persoaall organizational research. In C. L.
Cooper & | .T. Robertson (EdsKey reviews in managerial psychology. Concepts and

research practicépp. 237-269)Chichester: John Wiley & Sons.

Feldman, D. C. (1976). A contingency theory on alixation. Administrative Science
Quarterly, 21,433-452.

Gouldner, A. W. (1957). Cosmopolitans and localewd@rd an analysis of latent social

roles — [LAdministrative Science Quarterly, 231-306.

Ho, V.T. (2000). Responses to psychological comtbmeach: Does personality matter?
Paper presented at the annual meeting of the Acaddrivlanagemeniloronto, Canada,
August 2000.

Ho, V. T. (2005). Social influence on evaluatiorigpeychological contract fulfillment.
Academy of Management Review(130113-128.

King, Z. (2004). Career self-management: Its nataaeises and consequenc&surnal
of Vocational Behavior, 63,12-133.

Kossek, E. E., Roberts, K., Fisher, S., & Demarr(I®98). Career self-management: A
guasi-experimental assessment of the effects ofamirig intervention.Personnel
Psychology,51935-962.

Larwood, L., Wright, T. A., Desrochers, S., & Dghit. (1998). Extending latent role and
psychological contract theories to predict intemtté@rnover and politics in business

organizationsGroup & Organization Management, 3, 100-123.

London, M. (1983). Toward a theory of career mdtowa Academy of Management
Review, 8620-630.

Louis, M. R. (1980). Surprise and sense-making: Wieavcomers experience and how
they cope in unfamiliar organisational settingslministrative Science Quarterly, 25,
226)251.

21



Mabey, C., Clark, T., & Daniels, K. (1996). A siear longitudinal study of graduate
expectations: The implications for company recreitn and selection strategies.

International Journal of Selection and Assessm&rit39-150.

Millward, L.J. & Brewerton, P.M. (2000). Psychologl contracts : Employee relations
for the twenty-first century? In C.L. Cooper and.lRobertson (EDS.), International
review of industrial and organizational psycholo@fol. 15, 1-62). Chichester: John
Wiley & Sons.

Morrison, E., & Robinson, S. L. (1997). When empes feel betrayed: A model of how
psychological contract violation develogscademy of Management Revi@&(1), 226-
256.

MOW International Research Team (1987he meaning of workingNew York:

Academic Press.

Noe, R. A. (1996). Is career management relatedentgployee development and

performancedournal of Organizational Behavior, 1719-133.

Raja, U., Johns, G., & Ntallanis, F. (2004). Theaut of personality on psychological
contractsAcademy of Management Journal{3)7 350-367.

Robinson, S.L., Kraatz, M.S. & Rousseau, D.M. ()9%hanging obligations and the
psychological contract: A longitudinal studfcademy of Management Journal, 37(1)
137-152

Robinson, S. L., & Morrison, E. W. (2000). The deyenent of psychological contract
breach and violation: A longitudinal studjournal of Organizational Behavior, 2525-
546.

Robinson, S.L., & Rousseau, D.M. (1994). Violatthg psychological contract : Not the
exception but the norndournal of Organizational Behavipt5, 245-259.

22



Rousseau, D.M. (1990). « New Hire Perceptions @f tOwn and their Employer’s

Obligations: A Study of Psychological Contractsleurnal of Organizational Behavipr
11, 389-400.

Rousseau, D. M. (1995)Psychological Contracts in Organizations. Understiag
Written and Unwritten Agreemeni®ousand Oaks, CA: Sage.

Rousseau, D.M. (2001). Schema, promise and mutudlhe building blocks of the
psychological contractJournal of Occupational and Organizational Psychplp 74,
511-541.

Roussseau, D.M. & Tijoriwala, S.A. (1998). Asesspwychological contracts : Issues,
alternatives and measurdsurnal of Organizational Behavior, 1879-695.

Schein, E.H. (1993). Career anchors: Discoverirmuryreal values (Rev. Ed.):
Amsterdam Pfeffer & Company.

Shore, L.M. & Coyle-Shapiro, J.A.-M. (2003). Ediadr New developments in the
employee-organization relationshijmurnal of Organizational Behavior, 2443-450.

Shore, L. M., & Tetrick, L. E. (1994). The psychgical contract as an explanatory
framework in the employment relationship. In C.Qooper & D. M. Rousseau (Eds.),

Trends in organizational behavigvol. 1, pp. 91-109). New York: John Wiley & Sons

Skinner, E. A. (1996). A guide to constructs of ttoh Journal of Personality and Social
Psychology, 71549-570.

Sparrow, P. R. (1996). Transitions in the psychiglaigcontract: Some evidence from the

banking sectotHuman Resource Management Jourieéd), 75-92.

Sturges, J., & Guest, D. (2001). Don't leave mes tivay! A qualitative study of
influences on the organizational commitment andduer intentions of graduates early
in the careerBritish Journal of Guidance & Counselling9(4), 447-462.

23



Sturges, J., Guest, D., & Mackenzie Davey, K. (300Uho’s in charge? Graduate’s
attitudes to and experiences of career managemadt their relationship with
organisational commitmenEuropean Journal of work and Organizational Psyciyy,

9 (3), 351-371.

Sturges, J., Guest, D., Conway, N., & MackenziedyaK. (2002). A longitudinal study
of the relationship between career management agahizational commitment among
graduates in the first ten years at warurnal of Organizational Behavior, &), 731-
748.

Sturges, J., Conway, N., Guest, D. & Liefooghe,(2005). Managing the career deal:
The psychological contract as a framework for camnagement, organizational

commitment and work behavialournal of Organizational Behavior, 2821-838.

Turnley, W.H., & Feldman, D.C. (1999). The impatpsychological contract violations
on exit, loyalty and negledduman Relations, 58395-922.

Turnley, W.H., & Feldman, D.C. (2000). Re-examinitige effects of psychological
contract violations : unmet expectations and jasalisfaction as mediatordournal of

Organizational Behavior, 225-42.

Turnley, W.H., Bolino, M.C., Lester, S.W. & Bloodgd J.M. (2003).
The impact of psychological contract fulfilment dhe performance of in-role and

organizational citizenship behavipd®urnal of Management, 42), 187-206.

Van der Velde, M. E. G., Felij, J. A., & van Emmerik (1998). Change in work values
and norms among Dutch Young Adults: Ageing or datigendsanternational Journal

of Behavioral Development, ¢, 55-76.

24



TABLE 1

Means, standard deviations and correlations betweevariables included in the study.

M 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18
1. Sex
2.  Type of diploma -0,19
3.  Optimism 3,02 -0,19 0,12
4. Careerism 3,12 -0,03 0,09 0,11
5. Self-analysis 3,31 -0,04 0,29 0,09 0,04
6. Networking 3,23 -0,12 0,19 0,22 011 0,35
7. Practical preparation 359 001 015 0,12 0,09,360 0,40
8. Work centrality 46 0,05 0,02 -004 003 0,12 40,00,08
9. Management ambition 336 -0,14 -001 0,5 0,20,130 0,24 0,11 0,10
10. OP career development 4,28 0,04 0,04 0,11 0,1:15 0,19 0,27 0,07 0,30
11. OP job content 421 014 005 009 0,18 0,24190, 0,30 0,21 0,19 0,64
12. OP social atmosphere 452 022 o001 -0,02 -0,0800 -0,02 0,11 -0,06 -0,23 0,37 041
13. OP financial 399 -0,09 -0,02 0,0 0,17 0,08 140, 0,08 0,01 0,29 046 0,34 0,19
14. OP work-life balance 4,14 0,15 -0,12 -0,05 0,0®,10 -0,08 001 -0,20 -0,23 0,28 0,25 050 041
15. EP flexibility 3,34 -0,02 017 002 007 024 2D 0,21 024 024 018 0,22 -0,03 0,21 -0,16
16. EP performance 434 021 0,08 -0,01 -002 0,821 0,23 002 003 036 044 058 0,11 0,26 0,23
17. EP ethical behavior 423 010 0,16 0,03 -0,02,2130 0,06 0,18 004 005 026 030 030 0,09 0,16220, 0,62
18. EP loyalty 3,05 -0,06 -0,05 -0,04 -040 0,03,020 0,03 -001 -0,03 -0,04 -0,05 0,04 0,02 0,04 40,10,06 0,07
19. EP employability 382 008 012 003 0,08 02H24 045 0,18 0214 0,26 036 0,13 -0,03 -0,08 04R39 0,33 0,09

Correlations > .07, p < .05, correlations > p%,.01
OP = organizational promises; EP = employee pranise
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TABLE 2

Hierarchical regressions for the impact of career-elated antecedents on the anticipatory
psychological contract — willingness to make empl@g promises.

Dependent variable:Performance Flexibility Loyalty Ethical behavior  Erophbility
1 2 1 2 1 2 1 2 1 2

Predictors:
Step 1:

SexX ,216** 222** 008 ,020 -,061 -,073 ,(126** ,130** ,052 ,054

Study economyy -,031 -046 ,074 ,063 ,024 -,006 ,037 ,032 ,062 ,042

Study engineeringr ,109*  ,078 ,064 ,075 -008 -,025 ,093* ,075 ,152** ,100

Study psychologiy ,076 ,046 ,076 ,083* ,004 -056 ,121* ,102* ,011 -,027

Study managemeht ,091* 061 ,233** ,147* -082 -,021 ,188*  171* 186** ,102*
Step 2:

Optimism -,015 -,040 -,014 ,024 -,017

Careerism -,050 -,014 -, 413** -,069* -,004

Self-analysis ,030 ,102* ,047 ,040 ,037

Networking ,036 ,076* -,029 -,042 ,061

Practical preparation ,187** ,102** ,071* ,153** ,390**

Work centrality -,016 ,196** -,006 ,014 ,120%**

Management ambition ,047 ,189** ,032 ,056 ,073*
F 9,58  741** 620+ 1294 148 12,07 627* 4,73* 6,80** 20,88**
Change irF 5,55+ 16,97 19,44~ 3,51** 29,57**
AdjustedR? 604 11 o4 18 01 17 04 08 .05 23
R2Change 05 14 .16 ,03 22

*p < .05
** p< .01

! Standardize@-coefficients are reported
2Dummy variable: 1 = female, 0 = male
*Dummy variable: 1 = study applied economics, Oheot
* Dummy variable: 1 = study engineering, O = other

> Dummy variable: 1 = study psychology, 0 = other

® Dummy variable: 1 = study management, O = other
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TABLE 3

Hierarchical regressions for the impact of career-elated antecedents on the anticipatory
psychological contract — expected employer promisés

Dependent variable:  Career Job contenta Social  Financial rewards  Work-life
development Atmosphere balance
1 2 1 2 1 2 1 2 1 2
Predictoren:
Step 1:
SexX ,040 ,079* ,101* ,130** ,213** ,204** -,068 -,030 ,095* ,094*
Study economy -012 ,012 -017 -,018 ,001 -,008 -,045  -,023 ,037 ,039
Study engineeringr ,021  ,048 ,120** ,099* ,086* ,046 -,139** -102* ,042 ,012
Study psychologiy -,012 ,013 -,097*-,116** ,070 ,036 -,056 -,019 -,087* -,107*
Study managemeht ,080 ,003 ,163* ,061 ,027 ,039 ,008 -,059 -,078 -,040
Step 2:
Optimism ,057 ,073* ,022 ,036 ,013
Careerism ,084* ,087* -,019 ,126** ,018
Self-analysis ,016 ,119** -,027 ,046 -,070
Networking ,035 ,039 -,014 ,038 -,031
Practical preparation ,198** ,193** ,125** ,023 ,077*
Work centrality ,032 ,057 -,058 -,013 -,189**
Management ambition ,264** ,128** -,104* ,223** -,096*
F
Change irF 9,58* 25,37+ 20,82+ 31,36* 11,87+ 7,59+ 5,17* 12,90** 7,61** 8,24**
AdjustedR2 41,0 35,96+ 4.38+ 18,06** 8,45**
R2Change ,01 ,19 ,07 .23 .04 .06 ,02 ,10 .03 ,07
,19 16 .02 ,09 ,04

*p<.05
** p<.01

! Standardize@-coefficients are reported
Dummy variable: 1 = female, 0 = male
*Dummy variable: 1 = study applied economics, Oheot
* Dummy variable: 1 = study engineering, 0 = other

°> Dummy variable: 1 = study psychology, 0 = other

® Dummy variable: 1 = study management, O = other

27



