
Issue 25. December 2022 | Cardiometry | 451

ORIGINAL RESEARCH Submitted: 21.9.2022; Accepted: 16.10.2022; Published online: 25.12.2022

Psychological contract factors 
affecting organizational citizenship 
behavior in blended workforce: 
a multi-industry study

Sayantan Das1*, and Sanjay Bhattacharya2

1,2Symbiosis Centre for Management and Human Resource De-
velopment,Symbiosis International (Deemed University), Pune, 
Maharashtra, India

Corresponding author:
Sayantan_Das@siu.edu.in

Abstract
Today’s organizations give rise to a blended workforce, which 
consists of a healthy mixture of permanent and gig employees. 
The contractual employees are engaged with the organization 
until the project’s lifecycle they are working in lasts, post, which 
they scavenge for a new gig. Despite staying with the company 
for a defined period, they, like their permanent counterparts, 
enter into informal and implicit contracts with their employers, 
known as psychological contracts, involving a voluntary be-
havior by the employee, known as Organizational Citizenship 
Behavior (OCB). This paper seeks to identify the psychologi-
cal contract factors that differentiate the OCB of the gig and 
permanent employees. A representation of permanent and gig 
workers was taken from three different industries, namely IT, 
Manufacturing, and Educational Institutes, and a questionnaire 
was administered to employees belonging to these sectors. The 
results were generated utilizing qualitative analysis in Excel. The 
study results indicate different psychological factors playing a 
role in determining the various OCBs of gigs and full-time em-
ployees in all the three selected industries in the study
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Introduction
Since the beginning of time, contracts have always 

played a significant role in our environment. Be it a 
compensation, currency, service, value, promise, or 
expectation exchanged between parties, contracts are 
the basis of achieving something in return for some-
thing. Generally, there are two types of contracts - For-
mal and Informal [1] 

Informal contracts, also known as psychological 
contracts, are often tacit and implicit and tend to be 
unsaid or assumed. It is mostly based on an unwritten 
set of promises or expectations, which along with the 
formal employment contracts such as Memorandum of 
Understanding (MOUs) or Service Agreements, forms 
the basis of the employer-employee relationship [2]. 

The psychological contract cannot be considered 
a legal instrument in terms of being compensated for 
services. Rather, it is a kind of non-verbal and unac-
knowledged arrangement between the employee and 
his/her employer, representing the former’s belief in 
mutual commitments [3] This belief turns into a con-
tract when an employee believes that he/she owes the 
employer a certain contribution. According to Rous-
seau, these contributions can range from hard work 
and loyalty to sacrifices in exchange for high compen-
sation and a secure job. A significant characteristic of 
this relationship is the mutual agreement that the em-
ployee believes he has with his employer, resulting in 
shared motives, as stated by Rousseau.

Similarly, with such informal psychological contracts 
comes a behavior, which is unsaid or unwritten in any 
service agreement. These behaviors deal with actions or 
responses that are not expected or required by the em-
ployees but are beneficial to the team and boost the over-
all performance. It is the voluntary behavior displayed by 
an employee or individual to show his commitment to 
the organization. In simple words, it can be said as “going 
the extra mile” or “giving it their all.” Usually, these are 
positive behaviors as seen by management, as they posi-
tively influence the organization

Studies by Organ and Organ, Podsakoff, & Mack-
enzie describe that in order to be successful, organiza-
tions tend to rely on those employees who complete 
their tasks proficiently and proactively, along with en-
gaging in voluntary and spontaneous behaviors that 
help in the upliftment of their colleagues and the orga-
nization as a whole. 
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Such a behavior has been termed as Organizational 
Citizenship Behavior (OCB), simply defining the be-
havior of an employee who considers him/herself as 
an intimate member and citified to the organization. 
OCB formatively was defined by Organ as an “indi-
vidual behavior that is discretionary, not explicitly 
recognized by the formal reward system, and that in 
the aggregate promotes the effective functioning of the 
organization.”

Usually, the employee with no such expectations 
displays such a behavior voluntarily by the organiza-
tion. It showed how responsible he/she is towards his/
her work and committed he/she is towards his/her or-
ganization. Such behavior is not a part of his/her ser-
vice contract. However, it occurs as a positive response 
to any appreciable stimulus.

However, the psychological contract plays a signif-
icant role in altering either OCB of an individual, for 
the better or worse. The employer-employee relation-
ship is not only based on tangible contracts but also 
trust and unsaid expectations. Any breach of such a 
trust leads to a decline in OCB as well as the overall 
performance. Furthermore, the attainment or viola-
tion of a psychological contract by an employee may 
have an enduring influence on the quantity of labor 
he/she puts within the job, perceptions of fairness, 
trust, and sometimes even turnover, as stated by Rob-
inson & Morrison and Rousseau. Moreover, psycho-
logical contracts can also affect the kind of behavioral 
engagements the employment practices in the work-
place, in terms of supervisor interactions, other em-
ployees’ interactions, and keeping the operations of 
the organization effective, as researched by Bal, De 
Lange, Jansen, & Van Der Velde, as studied by Robin-
son & Rousseau, Zhao, Wayne, Glibowski, & Bravo [3] 

Literature review
The relevance of OCB was sought to understand 

by Harvey, Bolino, & Kelemen in the workplace and 
continue adding value across decades. Certain factors 
in the workplace can change the kind of OCBs that 
would continue to be relevant over time [4] These 
OCBs are majorly governed by changes in the attitudes 
and well-being of the employees in the organization, 
which can, in turn, be explained by breaches or attain-
ment of promises, also known as psychological con-
tracts, as recorded by Guest Isaksson & De Witte. A 
range of work-related outcomes such as organization 
faithfulness, turnover intents, and OCB are related to 

respective psychological contracts and their factors, 
according to Lub, Blomme, & Bal.

The type of psychological contract could impact 
employees’ level of organizational citizenship behav-
ior, as stated by Liu, He, Jiang, Ji, & Zhai. Psychologi-
cal contracts can be classified into a transactional and 
relational contracts, as researched by Oppenheim. A 
transactional contract is a short duration only has a 
monetary or materialistic emphasis on the employee, 
who considers his/her organization solely as a source 
of income. On the other hand, a relational contract is 
a long-duration one and includes emotional exchang-
es between the employer and the employee, based on 
mutual trust and loyalty, as studied by Liu, He, Jiang, Ji, 
& Zhai [14] The impact was sought to understand by 
Oppenheim of these two types of psychological con-
tracts on OCB of employees for permanent employees. 
Results indicated that only a relational contract influ-
ences the OCB of full-time employees [5] 

Psychological factors that majorly affect employees 
are trust in the employer, justified return for service 
provided, and job security, as studied by Rousseau. 
Job security is either subjective, which surfaces from 
employee feelings of worry about their job or objec-
tive, where there is a tangible risk, like losing the work 
from layoff, mergers, downsizing, etc., as recorded by 
De Witte & Näswall, Klandermans & van Vuuren.

The relationship between job insecurity and OCB 
was explored by Lam, Liang, Ashford, & Lee. The find-
ings indicated that employees with low to moderate 
job insecurity levels engaged in lower OCB and vice 
versa. Additionally, this relationship was moderated 
by the presence of psychological capital and the supe-
rior-subordinate relationship, with a lower rating on 
both contributing to a more pronounced curvilinear 
relationship [6] 

Organizations today are changing from an omni 
constant work environment to a VUCA prone zone, 
where every component keeps altering with altered 
requirements. According to Johansen, organizations 
are trying to cope with this fast-paced race by find-
ing various ways to improve their work efficiencies. 
Harvey, Bolino, & Kelemen describe the changes in 
the workplace in the 21st century that might affect 
the OCB of employees. They identify 10 trends in the 
workplace that can influence the OCB types and the 
way organizations elicit them from the employees, as 
stated by Podsakoff, Whiting, Podsakoff, & Blume, 
MacKenzie & Hui and Podsakoff P. M., MacKenzie, 
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Paine, & Bachrach [7] The first trend identified is la-
bor shortages, observed by Johnston, which will in-
crease the demand for workers to contribute beyond 
their job descriptions, such as taking additional job 
responsibilities and be more flexible. The next trend 
is globalization, which will require workers to be more 
effective in communication and coordination across 
varied cultures, as researched by Bartlett & Ghoshal, 
thereby engaging in different forms of OCB, as studied 
by Naor, Linderman, & Schroeder. Another identified 
trend is immigration and migration, as recorded by 
Freeman [8] Immigrated employees will take time to 
engage in OCB. The existing employees will have to 
engage in OCBs like sportsmanship and courtesy to 
encourage the new employees and keep them engaged, 
according to Organ, Podsakoff, Ahearne, & MacKen-
zie, Podsakoff & MacKenzie, Podsakoff P. M., MacK-
enzie, Paine, Bachrach. Organizations that rely more 
on knowledge-based workers will need more OCBs 
like communication technology usage and less like 
conscientiousness, as stated by Burke & Ng [9]. 

As organizations will move towards automa-
tion and increased use of technology, as observed by 
Bateman & Organ, OCB of lending a helping hand 
in assisting others will grow, as researched by Har-
vey, Bolino, & Kelemen. Another trend is the growing 
numbers of freelance and gig workers, according to 
Mulcahy, Torpey & Hogan [10]. However, they might 
harm OCB since they will not have regular contact 
with the organization and will not demand much or-
ganizational support, according to Van Dyne & Ang. 
A more diverse workforce will lead to an increased 
need for OCB to facilitate amicable relationships 
among the employees and take advantage of the var-
ied ideas and creativity, as stated by McKay & Avery, 
Toossi, Thomas & Ely, Richard, Roh, & Pieper, Rich-
ard, Barnett, Dwyer, & Chadwick, Sacco & Schmitt. 
Changing attitudes of people towards work, especial-
ly the millennials, as observed by Winograd & Hais, 
who give more value to leisure time, as researched by 
Campbell et al., as studied by Twenge & Kasser, might 
reduce the OCB of employees belonging to that group. 
Skill-gap is identified as another trend, as recorded by 
Bessen, Cappelli, and Coy. Employees who voluntari-
ly indulge in opportunities to improve their skills will 
need to engage in OCB that supports self-develop-
ment, according to Organ, Podsakoff, & MacKenzie. 
According to Edwards and Mosley, the final trend is 
employer brand, which is nowadays, built through the 

use of various social media platforms. Organizations 
will need more employees, who could boldly face so-
cial media attacks on the company, and protect and 
promote the organization’s image, as stated by Harvey, 
Bolino, & Kelemen [11] 

An attempt by organizations to solve the pres-
ent-day dilemma to cope with the changing times 
while ensuring minimization of cost is to have a 
blended workforce ready, which consists of a healthy 
mixture of permanent and gig/contract employees, 
as observed by Clarke & Holdsworth. Business out-
sourcing and contract hire have been trending recent-
ly to reduce the pressure of coping up and updating 
with upcoming technologies. Organizations reduce 
training and development costs by hiring business 
associates to look after tasks, which need immediate 
services instead of training their employees in-house, 
as researched by Johansen. Such contracts last un-
til the project lifecycle is completed [12]. The con-
tract worker has to scavenge for a new gig by either 
changing their location or working during off-hours, 
as researched by Clarke & Holdsworth. These gig em-
ployees also enter into certain informal psychological 
contracts with their employers. 

A study was conducted for gig employees, seeking 
to find the effect of psychological contracts on the 
task performance of the gig workers. Results indicate 
that both types of psychological contracts directly in-
fluence the task performance of the gig workers in a 
shared economy [13]. This relationship is indirectly 
moderated by organizational identification, as re-
searched by Liu, He, Jiang, Ji, & Zhai. The length of 
work in the current organization indicated a stronger 
effect on the organizational identification, which in-
volved gigs in a transactional psychological contract. 
This contract was with the organization for less than a 
year compared to those involved with the company for 
more than a year [14]. A stronger effect was seen on 
the gigs associated with the company for a longer du-
ration than a shorter one for relational contracts [15]. 

With blended workforce playing a critical role in 
today’s times, there arises a need to understand what 
psychological contract factors play a role in determin-
ing the Organizational Citizenship Behavior (OCB) 
of employees belonging to two different types of work 
arrangements - permanent and gig, as studied by Liu, 
He, Jiang, Ji, & Zhai. The existing literature does men-
tion a correlation between the type of psychological 
contract and the OCB of permanent and gig workers 
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separately [16]. There is no study on the psychological 
contract factors that govern the OCB of workers be-
longing to the above-mentioned work arrangements 
[17]. This paper will seek to understand the difference 
in OCB of these workers who are part of a shared econ-
omy and delve into understanding the psychological 
contract factors that play a role in enabling such differ-
ences in the OCB of permanent and gig workers [18]. 
A comparison is drawn between both types of workers 
in order to understand if organizations should have a 
one-size-fits-all approach for all or have a customized 
approach for each type of worker to improve their level 
of satisfaction with their respective organizations [19] 

Research methodology

Research design
This study is quantitative. A questionnaire was de-

signed to gather quantitative information about the 
OCB of permanent and gig employees and the psy-
chological contract factors governing their OCB. The 
results were analyzed using Excel and compared con-
cerning each other based on the employee-employer 
relationship within various work arrangements and 
sectors [20]. 

Methods and sources
Data was gathered from 123 respondents, 89 full-

time and 34 contractual. The respondents were select-
ed from three different industries - IT, Manufacturing, 
Educational Institutions, using convenience sampling. 
Seventy-three respondents are from the IT sector, 27 
from the Manufacturing sector, and 23 from the edu-
cational institutes [21] 

IT and manufacturing are two of the most wide-
spread sectors in India. Because of the huge de-
mand-supply gap in the employees belonging to 
these industries, with supply being much more than 
demand, these two sectors attract many workers who 
choose to work on a contractual basis [22]. 

The education sector in India is one, which will al-
ways have a budding opportunity for people to work 
along with built-in job security since this sector is the 
one, which works towards developing the future of 
the youth of the country. Hence, there will always be 
a scope of work in this particular industry. Moreover, 
with rapid technological advancements, many individ-
uals specialize in skills, which enable them to become 
subject matter experts (SMEs). These SMEs then take 

up contractual work in various institutions to impart 
quality education to those who might benefit from it, 
which is how they enter into the stream of gig work-
ers. The sample for both permanent and gig employ-
ees was chosen. The complete employee population is 
correctly represented through the sample [23]. 

In the first part of the questionnaire, respondents 
were asked to answer demographic questions like age, 
gender, years of experience, the industry they belong 
to, and the type of their work arrangement (full time 
or gig). The second part of the questionnaire had four 
sections inclusive of their employer’s commitment to 
them (employer obligations), their commitment to 
their employer (employee obligations), their employer’s 
relationship with them (employer transition), and their 
relationship with their employer (employee transition). 
Each section had to be answered using a 5-point Likert 
scale [24]. The third part identified five different kinds 
of OCBs that employees might practice in the organiza-
tion. Respondents were asked to indicate their level of 
agreement on a 5-point Likert scale with the different 
behaviors listed down under each OCB factor [25]. 

The second part of the questionnaire was taken 
from the Psychological Contract Inventory (PCI) de-
veloped by Rousseau. The third part is the OCB mea-
sure developed by Konovsky and Organ by dividing 
OCB into five distinct categories [26]. These five cate-
gories are altruism, courtesy, sportsmanship, general-
ized compliance, and civic virtue [27]. 

Test of reliability
Reliability refers to the consistency with which a 

test measures a characteristic, which is done to under-
stand if a respondent will get a similar test score if the 
test is repeated over time. If the results are similar over 
time, it can be concluded that the study is reliable. A 
crucial component of reliability is internal consisten-
cy, which is indicative of the similarity of items in a 
test. Suppose the items are found to be very similar or 
homogenous. In that case, it can be concluded that all 
the items are measuring the same thing [28]. 

The parameter used in this study to measure inter-
nal consistency reliability is Cronbach’s Alpha, which 
is the most common measure of scale reliability, as 
studied by Ursachi, Horodnic, & Zait as shown in Ta-
ble 1. Cronbach’s alpha was calculated using an R pro-
gramming language for four components: employer 
obligations and transition, employee obligations and 
transition, Organizational Citizenship Behavior of 
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employees, and the employee’s satisfaction levels with 
their company as shown in Table 2 and Table 3

Table 1
Cronbach’s alpha: employer obligations and transition

Items 29
Sample units 123
alpha 0.865

Table 2
Cronbach’s alpha: employee obligations and transition

Items 34
Sample units 123
alpha 0.878

Table 3
Cronbach’s alpha: OCB of employees

Items 19
Sample units 123
alpha 0.699

As per the generally accepted rule, a Cronbach’s al-
pha greater than or equal to 0.7 is considered to be in 
the acceptable range. All the values of alpha are within 
the acceptable range. The alpha value for OCB is 0.699, 
which can be closely approximated to 0.7. Thus, it can be 
safely concluded that the four components of this study 
are reliable, as recorded by Ursachi, Horodnic, & Zait.

Results

Participant demographics
One hundred twenty-three responses were gener-

ated from employees belonging to the three selected 
sectors, classified into full-time and gig workers as 
shown in Table 4.

Findings
The responses for different categories of OCB and 

the different factors under the Psychological Contract 
Inventory (PCI) were averaged out, and the results 
were analyzed using Excel. The results have been dis-
played using graphs for the OCB of the employees, 
employer obligations and transition and employee ob-
ligations and transition, which has been done for all 
the employees first, post which the employees have 
been characterized into full-time and gig, and then 
further into the three sectors of IT, Manufacturing/
Production, and Educational Institutes [11]. 

Table 4.Count of demographic characteristics of the respon-
dents

Demographic Characteristic Count
Gender Female Male 35

88
Age
21-30 52
31-40 30
41-50 28
51 and above 13
Work Arrangement
Full-Time 89
Gig/Independent Contractor/Freelancers 34
Industry
IT 73
Manufacturing/Production 27
Educational Institutes 23
Years of Experience
0-10 64
11-20 27
21-30 25
31-40 6
41 and above 1

Figure 1 shows the segregates the OCB of employ-
ees into five categories: altruism, courtesy, sports-
manship, generalized compliance, and civic virtue. It 
displays the average OCB for full-time vs. gig employ-
ees considered in the three sectors - IT, Manufactur-
ing, and Education, followed by the average behavior 
displayed by all employees in all sectors combined. 
The green-up arrows represent which employee type 
shows more of that behavior. In contrast, the red down 
arrows represent which behavior is displayed less.

The dark green color shows the most displayed 
OCB in each category on an average for all employees. 
The dark red color shows the least displayed OCB in 
each category on an average, which shows the average 
Employer Psychological Contract Inventory (PCI) val-
ues for all the 123 respondents of the study. It indicates 
the psychological contract factors (PCF) that employ-
ees believe their employers should possess and commit 
to providing them (employer obligations), and over 
time, what should be the changes from the employer’s 
end in the kind of relationship between them and their 
employer (employer transition). Support to obtain the 
highest possible performance level is the commitment 
that employees want from their employers, which will 
affect their OCB the most. In contrast, lack of trust 
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from the employer’s end is something that employees 
would prefer the least when maintaining a relationship 
with their employer as shown in Figure 2. 

The top and bottom-most employer psychological 
contract factor affecting the OCB for all the full-time 

workers is the same as that of all the workers as shown 
in Figure 3. There are minimal changes in the order of 
preference in this case compared to the previous figure 
for all workers.

Figure 1.Organizational citizenship behavior

Figure 2.Employer obligations and transition: all employees
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The top preference of employer PCF for gigs remains 
the same as that of all employees and full-time employ-
ees. However, the bottom-most employer PCF for gigs is 
decreasing benefits over the next few years [12] 

For full-time IT employees, the employer PCF 
that influences their OCB the most is the employer’s 
commitment to be concerned for their welfare. At the 
same time, lack of trust is something they would not 
want their employer to have. For gig workers in the 
IT sector, thePCF of employer’s commitment to em-
ployee’s advancement in the firm and their response 
to employee concerns affect the OCB of employees 
the most. Gig employees of this sector would not want 
their employer to introduce changes in the organiza-
tion without their involvement. They would not prefer 
a lack of trust in him/her by his/her employer.

Full-time manufacturing employees expect their 
employers to commit for the concern of their well-be-
ing, while they, like most others, do not want their em-
ployer to lack trust in them. For gig employees in the 

manufacturing sector, the employer PCF that affects 
them the most is the same as their full-time counter-
parts. However, their bottom-most preference is that 
of their employer withholding information from them 
[13] 

The OCB of full-time employees in educational in-
stitutes is affected by their employer’s commitment to 
supporting them in obtaining the highest possible lev-
el of performance. For a longer-term relationship with 
their employer, they would least prefer their employer 
to lack trust in them. Gig employees in the educational 
sector want an employer PCF of a job limited to specif-
ic, well-defined responsibilities and support to obtain 
the highest performance levels as a commitment from 
their employer. At the same time, their bottom-most 
priority has to face decreasing benefits in the organi-
zation over the next few years, which shows the aver-
age Employee Psychological Contract Inventory (PCI) 
values for all the 123 respondents of the study, which 
indicates the psychological contract factors (PCF) that 

Figure3.Employer obligations and transition: full time vs. gig (all sectors)
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employees commit to possess in them and believe that 
their relationship with their current employer should 
be over time. Employees commit the most to protect 
the company’s image. At the same time, they would 
not want to develop mistrust in their employer over 
time. Figure 4 shows the Employee obligations and 
transition: all employees. 

The topmost and bottom most commitment and 
transition for all full-time employees is the same as all 
the employees combined.

Gig employees’ top commitment is to take the or-
ganization’s concerns seriously. At the same time, lack 
of trust in their employer is something they would 
prefer the least for the kind of future relationship they 
would like to have with their employer [14] 

Full-time employees in the IT sector commit to 
protecting the image of their organization the most 
and least prefer to have a lack of trust in their employ-
er. Gig employees in the IT sector committhe most to 
accepting new, different, and challenging performance 
standards, while they least agree that their future com-

mitments with their employer are uncertain as shown 
in Figure 5 [15] 

Full-time manufacturing employees commit the 
most to protect the organization’s image. They least 
agree to have a lack of trust in their employer in the 
future. Like their full-time counterparts, Gig manu-
facturing employees commit the most to protect their 
organization’s image, while they least agree that they 
would only do what they are paid to do in the organi-
zation [16] 

Full-time employees in the educational sector com-
mit the most to make themselves increasingly valuable 
to their employer and the least to performing only spe-
cific duties in the organization. Gig employees in the 
educational sector commit most to being personally 
involved in the organization’s concerns, while they least 
prefer to have a lack of trust in their employer [17] 

The findings of this study bring about a unique 
contribution by displaying the PCF of permanent and 
gig workers in a single research. As a result, enabling 
organizations to compare the PCF of both types of 

Figure 4. Employee obligations and transition: all employees
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workers and understand what kind of approach they 
should adopt to improve the satisfaction levels of these 
workers - one-size-fits-all or customized [18] 

Discussions

OCB of blended workforce
Overall, throughout all sectors, in all the work ar-

rangements, the most displayed factor of OCB is gen-
eralized compliance, followed by courtesy, civic virtue, 
altruism, and sportsmanship. Behaviors that are dis-
played the most are maintaining a clean workspace, 
respecting the rights and privileges of others, attend-
ing and participating in meetings regarding the com-
pany, and help make other workers productive [19] 

Upon comparing the OCB of full-time and gig em-
ployees of all the three sectors, we found that the major 
factor of OCB expressed by full-time employees is al-
truism. In contrast, for gig employees, it is generalized 

compliance. It can be observed that there are significant 
differences in the various aspects of altruism between 
the two types of employees for all the sectors. Apart 
from that, most of the behaviors under the other four 
factors are more or less similar, with gig employees hav-
ing a slight upper hand in behaviors, which have a more 
individualistic perspective. For instance, even though 
gigs rank higher than full-time workers in consulting 
others who might be affected by their actions, they also 
rank much higher on behavioral aspects like thinking 
only about their work problems, expressing resentment 
with any changes introduced by management, always 
finding fault with what the agency does [20] 

Since gigs have minimal interactions with the orga-
nization they work for, the characteristic of agreeable-
ness becomes an important determinant of their OCB 
(Organ & Ryan, 1995) [21] 

There is a significant difference in the behavioral as-
pects of courtesy shown by full-time and gig workers 

Figure5. Employee obligations and transition: full-time vs. gig (all sectors)
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in the IT sector. However, a gig worker’s average gen-
eralized compliance behavior is higher than that of a 
permanent worker. There is also a significant difference 
in the civic virtue displayed by full-time and gig em-
ployees, whereas altruism is more or less balanced [22] 

In the Manufacturing sector, surprisingly, it shows 
that the OCB displayed by gig workers is significant-
ly higher than their full-time counterparts, with gigs 
displaying stronger behavior under factors like altru-
ism, courtesy, generalized compliance, and civic virtue. 
Even though full-time employers complain less about 
trivial matters, they also pay less attention to informa-
tion related to the company, are more prone to finding 
faults within the agency, and tend to think only about 
their work problems than the gigs of this sector. In con-
tradiction, most gig workers have been found to have a 
lower amount of interactions with the company’s man-
agers regarding its activities, according to Blau [23] 

In the Education sector, full-time employees dis-
play the altruism behavioral aspects more, whereas 
gig employees display courtesy more. However, gig 
employees display lesser sportsmanship behavior than 
full-time employees. For full-time employees, there 
is a perfect score for maintenance of above-average 
attendance and a clean workspace. Most of the other 
behavior aspects are more or less similar for the two 
types of workers.

These findings support the claim that OCBs dis-
played by both types of workers represent an incli-
nation to provide more than just formal contractual 
obligations.

Employer obligations and transition
The full-time employees of all sectors want their 

employers to commit the most to support them in 
meeting higher goals, achieving the highest possible 
performance standards, and being concerned for their 
welfare and long-term well-being. They least prefer 
their future relationship with their employers to lack 
trust, be uncertain regarding the employer’s future 
commitment and relations, withhold information 
from the employee and provide stagnant or reduced 
wages. Gig workers of all the sectors want their em-
ployers to support meeting higher goals, be responsive 
to employee concerns, and provide a job limited to 
only certain, well-defined responsibilities. They least 
prefer their employer to lack trust in them, decrease 
their benefits over time, and uncertainty regarding the 
future relationship with the gig worker [24] 

Specifically, for IT, the full-time employees want 
their employers to help them in developing market-
able skills. However, they do not want their employer 
to introduce changes without them. For manufactur-
ing, full-time employees want their employers to help 
them respond to greater industrial standards. In con-
trast, the gigs want them to help them develop con-
tacts for opportunities elsewhere and not ask them to 
work more in return for less pay [26]. Permanent em-
ployees in the education sector do not want their em-
ployer to train them only for management. Gig work-
ers in the education sectors prefer their employers to 
help generate potential job opportunities outside the 
firm. However, they do not want their employers to 
not share important information with them.

While both types of workers have similar expec-
tations regarding their employers’ obligations towards 
them, there is an observed inequality in the promises 
made to them by their employer [27]. Managers tend 
to cater more to their permanent employees’ expecta-
tions compared to the gig employees, as observed by 
Guest, Isaksson, & De Witte.

Employee obligations and transition
The full-time employees of all sectors want to com-

mit themselves to their organization by protecting its 
image, accepting new, different, and challenging per-
formance standards, and making themselves valuable 
to their employer. On the other side, they least prefer 
their relationship with their employer to lack trust, be 
employers an uncertain relationship, or do only what 
they are paid to do. The gig workers of all the sectors 
commit themselves to their organization by accepting 
new and different performance standards, taking or-
ganization concerns seriously, and having a personal 
commitment to the organization they are associated 
with. However, they,like their permanent counterparts, 
they do not want their relationship with their employer 
to lack trust and belief. They do not want any inconsis-
tency in what their employer says and does [28]. 

Specifically, for the manufacturing sector perma-
nent employees, they prefer seeking training and de-
velopment and building skills to enhance their poten-
tial. Gig workers in this sector also believe in building 
their skills and not performing only specific duties or 
required tasks. In the education sector, gigs prefer to 
build their skills but fulfill only a limited number of 
responsibilities. In contrast, their permanent counter-
parts do not prefer working only on required tasks [25] 



Issue 25. December 2022 | Cardiometry | 461

Conclusion and recommendations
This study sought to discover the psychological 

contract factors that enable the differences in the Or-
ganizational Citizenship Behavior of permanent and 
gig employees in three different IT, Manufacturing, 
and Education sectors. The overall observation for all 
the sectors depicts those full-time employees are quite 
altruistic and display behaviors, such as helping others 
with heavy workloads, sharing the personal property 
with other workers, helping their colleagues produc-
tive, helping others absent, or those who have joined 
the organization very recently. The psychological con-
tract factors that govern such behavior for full-time 
employees of all three sectors protect the company’s 
image, accept new and challenging performance stan-
dards, and make oneself valuable to the employer. In 
exchange, these full-time employees expect their em-
ployer to support them in meeting higher goals and 
show concern for their welfare. The gig workers for 
all three sectors have a more individualistic behavior, 
which is enabled by a personal commitment to the or-
ganization and a willingness to perform only specific 
well-defined responsibilities.

For the IT sector, full-time employees display cour-
tesy and civic virtue characteristics by respecting the 
rights of others, consult and inform them before tak-
ing any decision, and staying updated about the com-
pany by participating in its meetings regularly. This 
behavior is governed by the PCF of them wanting to 
develop extremely marketable skills. However, the 
gig employees of this sector lack this behavior, which 
the individualistic perspective can explain they carry 
about wanting only to restrict themselves to work-spe-
cific responsibilities.

The permanent employees of the manufacturing 
sector rank significantly lower on all the factors as 
compared to their gig counterparts. They think only 
about themselves and pay constant attention to com-
pany-related information to find fault with its doings. 
Such behavior is governed by them wanting to focus 
only on their skill build-up, which is reflected in them 
focusing on training and development opportunities 
in the organization. Gigs of this sector display a decent 
OCB on all five factors. In exchange for willing to work 
beyond specific responsibilities, they expect their em-
ployer to help generate opportunities elsewhere when 
required to scavenge for a new gig.

In the education sector, full-time employees display 
more altruistic behavior and civic virtue than gigs but 

lack courtesy. They want their employer to not train 
them only for management purposes since that is 
something; they are already indulging in through their 
displayed behavior. Rather, they are interested in a job, 
which lets them go beyond their specific and defined re-
sponsibilities. For gigs, they display courteous behavior 
in this sector. However, they want to limit themselves 
to specific job responsibilities only and seek help from 
the management for opportunities elsewhere.Based on 
these findings, indicative of a difference in the PCF of 
permanent and gig employees affecting their OCB, it 
is recommended that organizations belonging to the 
three selected sectors design a more customized ap-
proach to improve the satisfaction levels of the blended 
workforce they consist of in this shared economy.

With changing times, the parameters of OCB dis-
played by workers could also change as per the trends 
identified by Harvey, Bolino, & Kelemen. Organi-
zations should ensure that they adapt themselves to 
these trends to continue improving their employees’ 
satisfaction levels.

Limitations
The major limitations for the research were due to 

the COVID-19 situation. Due to the same, the avail-
ability to get more responses through interviews via 
face-to-face meetings was not possible. In addition, due 
to the inability to access employees in other sectors, we 
are faced with a bias in the sample, with the majority 
of responses from IT sectors compared to Manufactur-
ing and Educational Institutes. However, this study has 
tried its best to include a healthy sample to represent all 
the sectors. Due to the width of responses required for 
our research, people were hesitant to fill the question-
naire due to its sheer size. Hence, there was a certain 
limitation in the number of responses received due to 
the unwillingness of many to fill the survey.
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