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AbstrAct

Increasingly established in applied psychological research, the construct of idiosyncratic deals (i-deals) describes non-
standard work and employment conditions, negotiated between individual employees and employer agents, such as 
supervisors or HR managers. Contents include personal flexibility in work hours, special job tasks, and career support. 
Unlike illegitimate preferential treatment, i-deals are based on procedural justice and intended to benefit both individual 
and organization. These and other assumptions are outlined, followed by a review of eight correlational studies on 
flexibility and development i-deals. Organizational, interpersonal, and individual antecedents are summarized along with 
outcomes related to individual and organizational benefits and mediating processes. Implications and limitations are 
discussed and conceptual and practical issues raised.
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addressed issues of power and workplace control, and 
envisioned new forms of management infused with hu-
manistic values (Melé, 2003). Not unlike the humanis-
tic emphasis on personal needs and development, sub-
sequent proponents of organizational individualization 
emphasize human agency, arguing that employees are 
not passive job recipients, but actively shape work 
processes and conditions through their actions and 
interactions with others (Feldman & Pentland, 2003;  
Grant & Parker, 2009; Lawler & Finegold, 2000; Miner, 
1987). The contemporary paradigm proffers a more 
dynamic and „organic“ view, prioritizing flexibil-
ity over structure, improvisation and emergence over 
 external regulation and planning, self-organization 
and individual agency over command and control, 
relationships over economic transactions, procedural 
over distributive justice, etc.

Current interest in idiosyncratic deals („i-deals“) re-
flects shifting ideological paradigms underpinning 
management and organizational research (Bal & 
Rousseau, 2015; Liao, Wayne & Rousseau, 2016). The 
classics of industrial administration and bureaucratic 
management have portrayed organizations as sta-
ble and abstract legal entities, defined by formalized 
structures and standardized processes. For the sake of 
legitimacy and efficiency, the principle of „formalistic 
impersonality“ demanded equal treatment of constitu-
ents without regard of the individual person. Initial 
mechanistic-technocratic views softened somewhat in 
an institutional era influenced by the human relations 
movement, socio-technical systems theory, and qual-
ity of working life initiatives (Barley & Kunda, 1992). 
Recognizing organizations as social systems, scholars 
discovered an informal organization in workplace re-
lationships, decoded social-psychological processes, 
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