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important instruments of a differentiation approach in human resource management practices. The
increasing prevalence of these agreements constitutes a direct response to organizations’ growing | ¢ Authors
concerns about retaining their best talent. By using this strategic tool, organizations seek to meet the
unique needs of their key employees and to sustain their competitive advantage in the labor market.
This study was conducted to identify and prioritize the consequences of idiosyncratic deals and to map
the relationships among them.

Methodology: This study is a descriptive survey with an applied orientation. First, the negative
consequences of idiosyncratic deals were extracted from the relevant literature. Using the fuzzy Delphi
technique, the final set of negative consequences was selected by a panel of academic experts and
human resource managers and then structured based on Interpretive Structural Modeling (ISM).
Finally, these negative consequences were examined using MICMAC analysis.

Findings: Based on the study’s findings, the most influential negative consequences of idiosyncratic
deals are workplace injustice, an increased emphasis on individualism in society, and imbalances in
employees’ bargaining power. These consequences should therefore be examined as the highest-
priority concerns.

Conclusion: The findings indicate that, in addition to facilitating the attraction and retention of key
employees, idiosyncratic deals may also generate significant negative outcomes, including workplace
injustice, the reinforcement of individualism, and imbalances in employees’ bargaining power.
Accordingly, HR managers should establish transparent criteria for granting such agreements and
develop fairness-oriented mechanisms to prevent the emergence of perceived discrimination.
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Identify and Leveling the Negative Consequences of Idiosyncratic Deals
Using an Interpretive Structural Modeling

Extended Abstract

Background & Purpose

Idiosyncratic deals (i-deals) are voluntary, customized, and individualized arrangements
negotiated between employees and employers to attract, motivate, and retain key talents.
Although the dominant approach in the human resource literature focuses on the positive
outcomes and mutual (win-win) benefits of these agreements, individual-centric
arrangements entail hidden costs, behavioral risks, and enduring negative consequences at
the individual, team, and organizational levels. The oversight of the dark side and
potential risks of these contracts renders the precise elucidation of the resulting destructive
organizational behaviors both a scientific and managerial imperative. The significance of
the present study lies in fostering a comprehensive understanding of the negative
dynamics of this phenomenon. Accordingly, this research seeks to address the following
key questions: What are the primary negative consequences stemming from idiosyncratic
deals? And at what levels are these variables categorized based on their driving and
dependence power?

Methodology

In terms of purpose, this study is applied, and regarding data collection and analysis
methods, it is descriptive-survey with a mixed-methods approach. The population and
information sources comprised academic and executive experts, including university
faculty members in human resource management and senior HR managers in
organizations. Purposive non-probability sampling was employed, selecting 10 qualified
experts. Data collection was conducted in two stages through a literature review, the
distribution of a Fuzzy Delphi questionnaire, and a paired comparison matrix. In the first
stage, 24 negative consequences extracted from the literature were evaluated using the
Fuzzy Delphi technique and validated by exceeding the threshold value of 0.5 and
demonstrating high reliability (Cronbach's alpha = 0.87). In the subsequent stage, the
causal network pattern and variable leveling were developed using the Interpretive
Structural Modeling (ISM) technique. Finally, the variables were analyzed based on
MICMAC analysis.

Findings

The results of the Fuzzy Delphi technique indicated that all 24 identified variables
regarding the negative consequences of idiosyncratic deals possessed the requisite validity
and consensus among the panel of experts. Subsequently, data analysis using the
Interpretive Structural Modeling technique led to the mapping of a five-level hierarchical
structure that elucidates the complex relationships among these consequences. Level 5
includes three key variables: "Workplace Injustice” (Component 1), "Imbalance in
Employee Bargaining Power" (Component 17), and "Emphasis on Individualism in
Society" (Component 21). Functioning as independent variables, these factors constitute
the root cause of all other damages and exert the highest driving power and influence
across the system. Level 4 consists of the variables "Perceived Reduction in Career
Advancement Opportunities,” the "Negative Matthew Effect” (unjust accumulation of
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benefits), "Increased Destructive Social Comparison,” and "Damaged Employee-
Employer Relationships in Case of Non-Compliance," which are directly driven by Level
5 factors. At Level 3, the variable "Increased Workplace Stress" is positioned, acting as a
psychological bridge that translates deep-seated perceptual impacts into observable
organizational behaviors. Level 2 includes "Increased Employee Turnover,"
"Development of Demotivation,” "Job Burnout,” "Negative Impact on Organizational
Culture,” "Increased Conflict and Tension Among Employees,” "Reduction in
Organizational Citizenship Behavior,” and "Negative Reactions from Coworkers
(Stigmatization)." Level 1, the apex level of the model, is formed by outcomes such as
"Decreased Organizational Commitment,” "Negative Impact on Teamwork," "Reduced
Job Satisfaction,” "Decline in Organizational Trust,” "Negative Impact on Overall
Organizational Performance,” "Decreased Loyalty,” "Reduced Job Security,” "Increased
Intent to Quit," and "Refusal to Exert Effort for Coping,” which represent the ultimate
output of the lower levels. Based on the MICMAC analysis results, the 5 variables at
Levels 4 and 5 were classified as independent variables (high driving power and low
dependence power), whereas most variables across Levels 1 to 3 were identified as linkage
variables (high driving power and high dependence power), introducing high sensitivity
into the system.

Conclusion

By challenging the one-sided and simplistic perspective on idiosyncratic deals, this study
provides significant theoretical and practical contributions to the field of human resource
management. From a theoretical perspective, this research demonstrates that while
granting personalized arrangements may retain certain key talents in the short term, it
destabilizes the organizational behavioral framework in the long run by disrupting the
perception of fairness and triggering negative social comparisons. The proposed model
effectively illustrates how perceived injustice and disparities in bargaining power act as
root drivers, initiating a domino effect of stress, interpersonal tension, and reduced
citizenship behaviors, ultimately culminating in diminished commitment and overall
organizational performance.

From a practical and managerial standpoint, the findings serve as a critical warning for
senior executives and human resource professionals to approach such individualized
contracts with caution. Organizations are advised to establish transparent, objective, and
merit-based criteria for granting individual agreements to prevent the erosion of perceived
organizational justice. Furthermore, fostering a collaborative culture, designing equitable
evaluation systems, and implementing effective communication channels to clarify the
rationale behind special arrangements can mitigate negative reactions such as
stigmatization, interpersonal conflict, and impaired teamwork. Managers must recognize
that retaining a single individual should not come at the cost of eroding the social capital
and public trust of the broader organization.

Keywords: Idiosyncratic Deals (i-deals), Negative Consequences of Idiosyncratic Deals,
Interpretive Structural Modeling
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