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Abstract. Projections of looming shortages in the supply of skilled IT workers,
along with high employee replacement costs, make employee attraction, retention
and support a pressing concern for organizations. One potential remedy for these
shortages is to focus more attention on historically underrepresented groups. We
explore ways organizations can support ethnic minority IT professionals to
enhance their career success. Integrating affective, cognitive and social
perspectives through affective events theory and social exchange theory, our
objective is to explore the implications of ethnic minority status for the
relationship between leader support (i.e., mentoring and leader–member
exchange (LMX)) and subjective and objective indicators of career success (i.e.,
organizational commitment and merit pay) among IT workers. To test the model,
we conducted a field study of 289 ITworkers in a Fortune 500 company. Our results
showed that LMX influenced organizational commitment for ethnic minorities, while
career mentoring and LMX influenced organizational commitment for majorities.
Psychosocial mentoring influenced merit pay for ethnic minorities, while neither
LMX nor mentoring influenced merit pay for majorities. Our study contributes to
the literature on IT personnel issues by exploring how and why these leader
support mechanisms enhance organizational commitment and merit pay for IT
workers. Moreover, we demonstrate that ethnicity is an important consideration
for researchers studying organizational commitment, merit pay, mentoring and
LMX. Our findings suggest that managers can boost organizational commitment
among IT workers by focusing on LMX and career mentoring. Moreover, they
may want to place particular emphasis on psychosocial mentoring and interven-
tions to enhance LMX for their ethnic minority IT workers.
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INTRODUCTION

Alarming projections of shortages in the global supply of skilled IT workers (Manpower Group,
2012), along with a recent global economic downturn and high employee replacement costs
(Chevalier, 2008), have increased the urgency with which organizations look for ways to retain
and support qualified IT professionals. One potential remedy for these shortages is to expand
the pipeline of skilled IT workers by focusing more attention on historically underrepresented
groups. While researchers have begun to make some progress in exploring ways to attract
and retain women in the ITworkforce, comparatively less research has examined these issues
among ethnic minority groups.1

This gap in the literature is problematic for two reasons. First, globalization has contributed to
higher labour mobility, resulting in tremendous growth of ethnic minority populations in many
countries (United Nations Populations Fund, 2013). For example, in the UK, ethnic minorities
comprised only 13% of the population in 2001, yet will rise to 20% by 2051 (Rees et al.,
2012), while ethnic minorities in New Zealand are expected to increase from 33% of the popu-
lation in 2006 to 42% by 2026 (Statistics New Zealand, 2010). Estimates by the United States
(US) Census Bureau (2012c) show that population growth is fastest among ethnic minorities
and is projected to rise from 37% to 57% by 2060. While the USA has a diverse and growing
ethnic population, the proportion of ethnic minorities in the IT workforce is far lower than their
percentages in the US population (Trauth & Niederman, 2006). Nearly 30% of the US popula-
tion is composed of African Americans and Hispanics (US Census Bureau, 2012b), yet nation-
ally, these groups make up only 14% of ITworkers, with Whites comprising the vast majority at
over 75% (US Bureau of Labor Statistics, 2013). This disparity is even more pronounced in the
high-tech Silicon Valley. Recent diversity reports from Yahoo, Facebook, Linkedin and Google
show that less than 7% of their workforces are composed of African Americans and Hispanics
(Guynn, 2014). While the IT industry has been associated with social change, personal empow-
erment and the democratizing power of the internet, clearly challenges remain in attracting,
retaining and supporting ethnic minorities. Organizations that fail to attract and retain ethnic
minorities will strangle their pipeline of IT professionals, leading to a perceived environment that
is hostile to those they must attract. Given the increasing demand for skilled ITworkers, expan-
sion of this pipeline is critical.

Second, it is important to address this gap because understanding attraction and retention of
ethnic minorities has implications for organizational performance. Research suggests that
ethnic diversity of a workforce contributes positively to organizational performance and compet-
itive advantage through improvements in team effectiveness, productivity, creativity and access
to labour markets (Richard, 2000; Gravely, 2003; Pless & Maak, 2004; Florida, 2005; Trauth
et al., 2006). Moreover, Bell (2012) pointed out that as organizations expand into global
1Our definition of an ethnic minority group is relative to our context and population of interest. Our pop-
ulation of interest is ethnic minorities in the ITworkforce, and we contextualize this in the USA. Over 75%
of the US IT workforce identifies as White; thus, other ethnicities would be considered ethnic minority
groups. An ethnic group is defined as ‘any group of people who set themselves apart and/or are set
apart by others with whom they interact or co-exist on the basis of their perceptions of cultural differen-
tiation and/or common descent.’ Jones, S. (1997) The archaeology of ethnicity: constructing identities in
the past and present. Routledge, London, UK.
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markets, this ethnic diversity becomes an important resource for cultivating market intelligence,
enhancing language capabilities and broadening networks. Researchers argue that it is not
enough to simply increase numbers of underrepresented workers in order to address shortages
and enhance performance – organizations must adapt their practices to support the needs of
these workers (Quesenberry & Trauth, 2012). Motivated by this need, we explore how organiza-
tions can support IT professionals by enhancing subjective and objective indicators of career
success, with an emphasis on the support of ethnic minority IT workers.

Allen et al. (2004) suggested that investigations of both subjective and objective indicators of
career success are crucial because career success is operationalized in terms of both types of
indicators. Moreover, they note that correlations between subjective and objective career suc-
cess are typically low to moderate, suggesting that different factors drive career outcomes
and a need to examine them from multiple perspectives. We examine a subjective indicator
of career success by way of affective organizational commitment – i.e., workers’ ‘emotional at-
tachment to, identification with, and involvement in, the organization’ (Allen & Meyer, 1990, p. 1)
– and an objective indicator of career success by way of merit pay – salary increases linked to
performance evaluations. Given the socio-emotional implications of being ‘an outsider’, we felt it
was important to understand how ethnic minorities feel about their organizations and how
their organizations support their contributions. Many of the challenges ethnic minorities face
are affective in nature as they are influenced by social exchange, i.e., feelings of accep-
tance, inclusion, respect and belonging. Other frequently studied subjective indicators of ca-
reer success, such as turnover or job satisfaction, tend to have a stronger cognitive
judgement component (Weiss & Cropanzano, 1996) and are influenced by issues that are
not any more important to ethnic minorities than to ethnic majorities (e.g., job characteris-
tics). Moreover, we chose to examine merit pay as opposed to other objective career
outcomes such as promotion or compensation because merit raises are based on perfor-
mance and tend to be more consistently applied across job roles. Promotions, in contrast,
may involve changes in title and responsibility, and may or may not come with an increase
in pay. Because there may not be money on the line, Varma et al. (2008) noted that promo-
tions are more likely to be given for reasons unrelated to performance, such as seniority or
politics. Similarly, compensation can be affected by a number of factors unrelated to perfor-
mance, such as job type, tenure and market demand for a particular skill set. For these rea-
sons, affective organizational commitment and merit pay are particularly well suited for our
research context.

While there are many drivers of career success, a large body of research underscores the im-
portance of organizational support via leader–member relationships in influencing both affec-
tive and performance-driven outcomes (e.g., Gerstner & Day, 1997). Drawing on social
exchange theory (SET) and affective events theory (AET), we examine the role that leaders
play in influencing organizational commitment and merit pay through mentoring and leader–
member exchange (LMX) relationships. LMX is defined as ‘the quality of the relationship
between supervisors and subordinates’ (Harris et al., 2005, p. 363). Mentoring is ‘a deliberate
pairing of a more skilled or experienced person with a lesser skilled or experienced one, with
the agreed-upon goal of having the lesser skilled person grow and develop specific competen-
cies’ (Murray, 1991, p. xiii).
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190
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While prior research recognizes the benefits of LMX and mentoring, there is a lack of
research on their relative influences on career success. This oversight is important for
two reasons. First, from a theoretical standpoint, prior research suggests that mentoring
and LMX are complementary constructs (Scandura & Schriesheim, 1994). Scandura &
Schriesheim (1994) found that mentoring should be included in investigations of LMX
because mentoring exemplifies transformational leadership approaches (i.e., a leadership
approach based on moulding subordinate behaviour), while LMX characterizes transactional
leadership approaches (i.e., a contractual, cost–benefit exchange approach based on meet-
ing subordinates’ needs). Studying both LMX and mentoring together thus provides a more
balanced view of leader support. Two, from a practical standpoint, it would benefit man-
agers to know how to focus their supportive efforts. With limited resources, organizations
must be selective about which resources they provide, and this may be particularly salient
when trying to meet the specific needs of minority groups. Understanding the degree to
which each form of support influences organizational commitment and merit pay across
minority and majority ethnicities can help managers make better decisions about resource
allocation.

Our objective is to explore the implications of ethnic minority status for the relationship
between leader support (i.e., mentoring and LMX) and subjective and objective indicators of ca-
reer success (i.e., organizational commitment and merit pay) among IT workers. Our research
model is shown in Figure 1. We contextualize our literature review and theory development in
the USA. While the underlying theoretical mechanisms are based on human behaviour that
may generalize to other countries, the USA provides an appropriate setting to examine these
relationships. According to Stuber (2007), corporate initiatives aimed at enhancing and
supporting ethnic diversity have been evolving in the USA for the better part of three decades,
lending experience among US companies with respect to diversity and inclusion. In the next
section, we review the extant literature on minorities in the IT workforce, followed by a review
of our guiding theories, SETand AET, to set the stage for an integrated framework that will guide
the development of our hypotheses.
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Figure 1. Research model.
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LITERATURE REVIEW

Minorities in the IT workforce

The literature on underrepresented groups in the ITworkforce has been evolving over the better
part of the last two decades. One of the dominant areas in this stream of research focuses on
women in IT. Many studies have been published addressing women in IT: the need to retain
them, the need to attract women to the IT field and the need to increase their representation
in the ITworkforce (e.g., Trauth, 1995, 2000, 2002; Von Hellens et al., 2001; Riemenschneider
et al., 2006b; Armstrong et al., 2007).2 Tapia & Kvasny (2004) extended the research on reten-
tion to include not only women but also ethnic minorities, more specifically African Americans,
Hispanics and Native Americans. Research has evolved to explore diversity issues in the IT
workforce with a more granular lens. Kvasny (2006) called for expanding the definition of
minorities or historically underrepresented groups to include disabled people, women, ethnic
minorities, and lesbian, gay, bisexual and transgender groups. This expansion has led to a
series of studies that have explored the intersection of gender and a variety of other minority
attributes. For example, Kvasny (2003, 2006) examined the race, gender and social class
intersectionality of African American women taking courses in a computer technology centre.
Expanding this intersectionality to include education, Kvasny et al. (2009) studied African
American women in both IT education and work; Morgan & Trauth (2013) applied this three-
way intersection of race/ethnicity, education and income to a study of people with diabetes to
discern the influence of these characteristics on their motivation and ability to search for and
use health information online. Despite this progress and the more granular view of underrepre-
sented groups in IT, significant challenges persist.

Collectively, the literature on ethnic minorities in IT tells a story of obstacles at nearly every
phase of the professional pipeline – from early education, access to basic computing resources
and higher education attainment, to attraction to the field, and career progression. The well-
known ‘digital divide’ (Kvasny, 2002; Kvasny & Trauth, 2002) describes a growing gap between
those who have access to resources, information and opportunities related to technology, and
those who do not. Research shows that ethnic minorities have limited access to IT resources,
compared with their majority counterparts. A key reason for this gap is socio-economic status,
which often correlates with ethnic background. Inequity exists not only in access to technology
but in how that technology is appropriated and supported. In 1991, Sutton found that in urban
schools with predominantly Black and Hispanic students, computers are typically used for rote
learning, tutorial and drill-and-practice exercises, while suburban schools with predominantly
White students tend to use computers for problem solving and programming. Kvasny & Keil
(2006) studied two initiatives aimed at redressing the digital divide by providing access to IT.
They highlight a fundamental problem with technology-centric solutions to the digital divide.
Overcoming a lack of access to IT is not particularly challenging; addressing systemic and
long-standing patterns of spatial, political and economic disadvantage is much more difficult.
2For a comprehensive review of the literature on gender in information systems research, see Trauth, E.
M. (2013) The role of theory in gender and information systems research. Information & Organization.
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A key challenge lies in helping people make the transition from access and use of IT to leverag-
ing IT to escape poverty.

Moving further down the educational pipeline, ethnic minorities in the USA enter college in
lower numbers than their White counterparts (an exception to this are Asian minority students)
(US Department of Education, 2013). Once they get to college, ethnic minorities face significant
challenges thriving in technical fields. They report peer pressure against choosing predomi-
nantly ‘White’ careers and face challenges with respect to the exodus of many companies to
suburbs with predominantly White job pools (Bruno, 1997). A study of Black and Latino engi-
neering students found that critical thinking skills are negatively affected by their experiences
in predominantly White institutions (Fleming et al., 1995). Fewer negative experiences were re-
ported by minority engineering students at a historically Black institution (HBCU) (Fleming et al.,
1995)3; however, such institutions only comprise 3% of US higher education and are responsi-
ble for only 26% of bachelor’s degrees held by Black graduates (Education Encyclopedia,
2003). Despite these relatively small numbers, research shows that HBCUs are beneficial in
providing students with mentors and role models because of a greater value placed on one-
on-one relationships with academic advisors (Cain & Trauth, 2012, 2013b), while Black stu-
dents at predominantly White institutions have far less access to these resources. Significant
cultural obstacles exist as well. Multiple studies report an incongruity between the culture of
the IT field and that of ethnic minorities. The culture of the IT field is described as ‘largely White,
male-dominated, anti-social, individualistic, competitive, all encompassing, and non-physical’
(Tapia & Kvasny, 2004, p. 87). Regardless of the specific values of any particular ethnic culture,
some of these aspects of IT culture (i.e., anti-social and individualistic) are diametrically op-
posed to the needs of any minority group that seeks inclusion. It is thus unsurprising that some
ethnic minorities perceive that IT does not have the qualities they desire in an occupation, de-
scribing the work as ‘difficult, isolated, lacking necessary social interaction, and lacking work
family balance’ (Tapia & Kvasny, 2004, p. 87). In their study of the intersectionality of gender,
race and perceptions of IT, Trauth et al. (2012) found that White women and Black and Hispanic
men exhibited the most masculine stereotyping of IT skills. In contrast, White men and Black
and Hispanic women exhibited the fewest, demonstrating important differences in perceptions
of IT based on ethnicity and gender. Stereotyping is a theme that often arises in studies of mi-
nority inclusion in IT education. Through in-depth interviews, Cain & Trauth (2013a) discovered
that minority Black men studying IT feel pressure to distance themselves from negative
stereotypes about their perceived work ethic, intelligence, IT experience, ‘ghetto’ culture and
aggression. Steele (2010) suggested that understanding such ‘stereotype threats’ – i.e., anxiety
about confirming a negative stereotype about some aspect of one’s identity – can help shed
light on educational inclusion and achievement of minorities.

Provided they overcome potential obstacles with respect to early education and access,
attraction to the IT field and possible cultural disparities, ethnic minorities who do make it to
3Historically Black colleges and universities (HBCU) are a classification of institutions established prior
to 1964 with a mission of educating Black Americans. They admit students of all races but primarily
serve Black students. Similar institutions exist for Hispanic students, referred to as Hispanic-serving in-
stitutions (Education Encyclopedia, 2003).
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the IT field then face retention challenges. As with education, cultural fit in organizations can be
problematic. Guzman & Stanton (2009) studied the occupational culture of ITworkers and dis-
covered that ethnic minorities find it difficult to identify with stereotypes about ITworkers – such
as the label of ‘nerd’ or ‘geek’ – because it represents further marginalization or stigma.
Ironically, this may keep them from fully embracing the shared culture of their fellow IT profes-
sionals, separating them based on a basic cultural norm of their profession. Additionally, ethnic
minorities in IT have access to less support in the workplace. Research shows that they are
more likely to have difficulty finding mentors, sponsorship and role models (Moody et al.,
2003; Payton & White, 2003; Tapia & Kvasny, 2004). This is particularly unfortunate given the
higher visibility of ethnic minorities in an organization. Research finds that visibility can contrib-
ute to stress by way of increased performance pressure (Jackson et al., 1995) – stress that
could be helped by support from mentors and role models. Tapia et al. (2004) suggested that
not only does this make it difficult for them to stay but also to rise through the ranks. In one of
the few studies specifically examining the career progression of ethnic minorities in IT, Igbaria
& Wormley (1992) found that the Black IT professionals in their study reported less job discre-
tion, career support, met expectations and job satisfaction. They received lower performance
ratings from their managers, who were less likely to attribute minorities’ high performance to ef-
fort and skill and more likely to attribute it to luck and task difficulty. Such outcomes are perhaps
not surprising, given the obstacles that ethnic minorities face, for example, marginalization, lack
of social acceptance and exclusion.

Past suggestions for overcoming obstacles faced by ethnic minorities are frequently tied to
finding a way for minorities to fit in with the majority culture. Tapia & Kvasny (2004) pointed
out that these suggestions tap into sociological theories rooted in assimilation and cultural plu-
ralism paradigms. The assimilation paradigm suggests that ethnic minorities should change to
fit the dominant culture. The cultural pluralism paradigm encourages celebration and accep-
tance of interpersonal differences, yet still assumes the existence of a majority culture. In the
next section, we offer a different lens that we believe can lead to a focus on individual needs
based on reciprocity and affective reactions to experiences at work, as opposed to fit with a ma-
jority culture.
THEORETICAL BACKGROUND

Integrating social exchange and affective events theories

Social exchange has long been used as a foundation to explain relationships between people in
organizations (Cook & Rice, 2006). With roots in economics and sociology, SET describes how
relationships are formed and persist on the basis of a cost–benefit analysis by both parties
(Emerson, 1976). If the benefit of the relationship (e.g., support received) outweighs the cost
(e.g., time) for both parties, the relationship will thrive. Studies show that workers who feel more
supported by their organizations reciprocate in this social exchange by contributing more effort,
thus enhancing their performance and chances for career success (Shore & Wayne, 1993;
Settoon et al., 1996; Eisenberger et al., 2001). SET has been applied in IT research in the
knowledge transfer/sharing arena (Jarvenpaa & Staples, 2000, 2001; Bock & Kim, 2002; Hall,
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190
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2003). More recently, Juntiwasarakij & Trauth (2009) presented SETas a theory providing unique
explanatory insight into the knowledge transfer concerning IToutsourcing. Additionally, Trauth &
Juntiwasarakij (2010) used SET to investigate issues surrounding the exchange of knowledge
between industry and universities. Despite its widespread use in the organizational behaviour
and information systems literatures to explain workplace reciprocity norms, knowledge transfer
and LMX (e.g., Settoon et al., 1996; Staples & Webster, 2008; Juntiwasarakij & Trauth, 2009;
Trauth & Juntiwasarakij, 2010; Goh & Wasko, 2012), there is a long-standing criticism that SET
over-emphasizes cognition and rational choice and ignores individuals’ moods and emotions
(Miller, 2005). In light of this criticism, we sought to extend SET by incorporating consideration
of affectivemechanisms. To do so, we integrate SETwith AET, which recognizes that interactions
with leaders can represent emotionally laden events that elicit affective reactions and that these
reactions influence attitudes and behaviours in the workplace (Weiss & Cropanzano, 1996).

Exchange theory has been a dominant theoretical perspective for the better part of the past
50 years of research on organizational behaviour and sociology. Influenced by the early work by
Homans (1961), Emerson (1962) and Blau (1964), research on work outcomes has been
guided by rational and cognitive aspects of human behaviour. In recent years, researchers have
begun to stress the affective dimension of work (e.g., Ashforth & Humphrey, 1995), criticizing
SET because it does not readily account for this aspect of work experiences (Miller, 2005).
Miller (2005) outlined four major shortcomings of SET that describe the risks involved in viewing
mentoring and leader–member relationships as a series of rational, transactional exchanges.
She argues that (1) SET reduces human interaction to a purely rational process, when it is
not; (2) SET is built on an assumption of openness between exchange partners, when this
may not be the case; (3) SETassumes the ultimate goal of a relationship is intimacy, when this
may not be the case; and (4) SET views relationships in a linear fashion when in reality, they
often might skip developmental stages or go backwards in terms of intimacy. Such shortcom-
ings have given rise to a focus on affective reactions to work events and AET (Weiss &
Cropanzano, 1996). Although this theory captures mood and emotion as drivers of career out-
comes such as organizational commitment, it is incomplete in accounting for specific mecha-
nisms that lie between events, emotions and attitudes. These constructs are relatively vague,
as are the processes that link them. AET ‘…was intended to provide a roadmap or “macrostruc-
ture” to help guide research on emotional experiences at work. The hope was that individual
“microstructures” would eventually develop…’ (Weiss & Beal, 2005, p. 15). We suggest that
the social exchange process represents a useful microstructure because it can explain how
leader–member interactions translate into career outcomes. AET thus brings balance to SET’s
overemphasis on rational drivers of behaviour, while SET augments AET’s macro level focus.

We propose that a successful social exchange between parties produces positive emotional
reactions and this influences work attitudes and outcomes. Whether an exchange is judged to
be successful is determined not only by whether the benefit of the exchange outweighs the cost
(in line with SET) but also on reciprocity norms that are governed by affective reactions (in line
with AET). In the leader–member relationships we describe later (i.e., mentoring and LMX),
leaders offer advice, support and knowledge of organizational values and norms to subordi-
nates. The support itself is potentially valuable, but just as important is a subordinate’s ability
to reciprocate. Subordinates can reciprocate in this social exchange by leveraging leader
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190
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support to improve their well-being, job status or performance. Without this reciprocity, the so-
cial exchange will not be considered successful by either party. If the subordinate does not re-
ciprocate, the leader sees his or her own efforts to be rebuffed or ineffective, producing negative
affect and potentially diminishing further supportive efforts. Likewise, when a subordinate does
not reciprocate, the subordinate is likely to feel indebted because of the efforts of the leader.

Violation of reciprocity norms is linked to negative affective reactions such as guilt, shame and
unease on the part of a recipient. Settoon and his colleagues (1996, p. 219) noted that ‘recipients
of positive actions experience a sense of indebtedness that is highly aversive [sic] and can be re-
duced through reciprocation (Greenberg, 1980)…Only when the donor is benefited through the
effort of the recipient is that sense of indebtedness reduced (Greenberg & Westcott, 1983).’
When the subordinate reciprocates the leader’s efforts, the exchange is successful and positive
affect on the part of both parties should contribute to positive attitudes and behaviours toward the
organization on the part of the subordinate, as well as further efforts on the part of the leader to
support the subordinate. Using an integrated SET–AET framework, we next explicate the
micro-level mechanisms involved by theoretically linking specific social interaction events
(mentoring and LMX) to organizational commitment and merit pay, followed by an examination
of how the influence of leader support on career outcomes differs across ethnic minority status.
HYPOTHESES DEVELOPMENT

Mentoring

In recent years, researchers have further refined the mentoring construct, identifying two dis-
tinct types of mentoring. ‘Psychosocial mentoring functions include social acceptance, role
modelling, counselling, and friendship…’ (Riemenschneider et al., 2006a, p. 434). According
to Dreher & Ash (1990), this type of mentoring involves serving as a role model, friend and
counsellor, and providing positive regard and acceptance. Career mentoring involves coaching,
sponsorship and protection on behalf of the protégé, which allows for the building of contacts,
alliances, visibility, opportunities for career advancement and access to challenging assign-
ments through which new skills are learned (Baugh et al., 1996).

Mentoring, as a whole, has been found to relieve stress associated with organizational pres-
sure (Kram & Hall, 1989). Multiple studies show that mentoring acts as a form of social support
that leads to increased career and job satisfaction and decreased turnover (Viator, 2001; Noe
et al., 2002). The nascent research on the influence of mentoring on career outcomes is incon-
sistent. Research shows that psychosocial mentoring can lead to a reduction in stress, while
career mentoring leads to an increase in stress because it exposes protégés to opportunities
and situations that create additional pressure and tension in their environment
(Riemenschneider et al., 2006a). Scandura (1997) found that career mentoring is correlated
more strongly with organizational commitment, while Reid et al. (2008) found that only psycho-
social mentoring was significant in predicting workers’ organizational commitment. Craig et al.
(2012) studied ITworkers in state government and found only psychosocial mentoring to be sig-
nificant in predicting organizational commitment, indicating the importance of emotional experi-
ences over more objective functions associated with career mentoring.
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190
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With respect to objective career success, research consistently shows that organizational
support from leaders positively influences merit pay (Dreher & Ash, 1990; Scandura &
Schriesheim, 1994; Allen et al., 2004). Despite this progress, there is a gap in our understanding
of the comparative influence of these support mechanisms on merit pay. One study has
examined the influence of career and psychosocial mentoring on career outcomes, finding that
career mentoring was more strongly related to objective outcomes (such as merit pay) and
psychosocial mentoring was more strongly related to subjective outcomes; however, the
authors found mixed support for these relationships (Allen et al., 2004). Given these inconsistent
findings in the literature, there is a need to further our understanding of howmentoring influences
organizational commitment and merit pay for ITworkers.

We expect that both forms of mentoring will have a positive impact on organizational commit-
ment for three primary reasons that we elaborate on later: (1) mentors enhance protégé integra-
tion by encouraging adoption of organizational values; (2) mentors provide support that can
reduce protégé stress; and (3) mentors facilitate relationships that can be personally and pro-
fessionally rewarding for protégés. When protégés reciprocate by adopting organizational
values, accepting mentor support to enhance their well-being and leveraging relationships,
our SET–AET framework suggests that this successful exchange should translate into positive
moods and emotions that drive attitudes about the organization.

First, according to Viator & Scandura (1991), mentoring promotes adoption of organizational
values, thus facilitating identification with the organization. Social and advisory support
provided by psychosocial mentoring (Dreher & Ash, 1990) can demonstrate and reinforce
behavioural norms in the organization, while career mentoring involves coaching activities
(Dreher & Ash, 1990) that can attune the protégé to sense and respond to expectations
governing career advancement. Such activities can help a protégé better understand the orga-
nizational climate and be more socially integrated in the organization. Second, mentoring pro-
motes coping strategies that will allow protégés to have more positive experiences at work,
according to Scandura (1997). Psychosocial mentoring encourages protégés to share their
anxiety and concerns with others (Dreher & Ash, 1990). This gives mentors opportunities to
provide emotional support, feedback and encouragement to help reduce protégés’ stress and
anxiety. Research shows that mentoring that includes psychosocial support is effective in help-
ing reduce feelings of isolation and aid integration (Panteli, 2012). Career mentoring involves
sponsorship and advocacy as well as help build a professional network (Dreher & Ash, 1990).
These activities can serve to buffer protégés from stressful situations or provide resources to help
better copewith stressful situations. In doing so, mentors can contribute to protégés havingmore
positive and pleasant experiences that can engender greater attachment to the organization.
Third, mentoring facilitates relationship building that research shows can translate into positive
work attitudes and valuable social capital (Hezlett & Gibson, 2007). Through the process of shar-
ing personal experiences, values and attitudes between mentor and protégé, psychosocial
mentoring can lead to interpersonal bonding (Dreher & Ash, 1990). In a similar fashion, career
mentoring facilitates relationship building by way of sponsorship and increasing protégé visibility
within the organization, which can introduce the protégé to new contacts and alliances (Dreher &
Ash, 1990). This should have a positive impact on organizational commitment because it repre-
sents valuable social capital that is tied to the work environment. As protégés build relationships
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190
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with and through their mentors, they are engaging in social exchanges that can be personally and
professionally rewarding. Thus, we hypothesize the following:

Hypothesis 1a: Psychosocial mentoring will have a direct, positive influence on organi-
zational commitment of IT workers.

Hypothesis 1b: Career mentoring will have a direct, positive influence on organizational
commitment of IT workers.

We expect that both forms of mentoring will also have a positive impact on merit pay. Several
recent meta-analyses demonstrate that mentored workers have more positive objective career
outcomes, such as higher salaries, more promotions and advancement, compared with those
without a mentor (Allen et al., 2004; Eby et al., 2008; Kammeyer-Mueller & Judge, 2008). A
primary mechanism by which this occurs is the information exchange and knowledge acquisi-
tion that is part of the psychosocial mentoring process (Mullen, 1994). Information exchange
and knowledge acquisition are important drivers of performance and, as such, play a key role
in facilitating merit pay. Psychosocial mentoring involves information exchange and knowledge
acquisition via role modelling and counselling, providing a protégé with information about
appropriate attitudes, values and behaviours that are important for success in the organization
(Noe, 1988). On the basis of this social exchange, prior research suggests that protégés
develop greater confidence, self-esteem and a general sense of competence through psycho-
social mentoring (Koberg et al., 1998). Psychosocial mentoring is found to lead to higher levels
of career motivation (Day & Allen, 2004), suggesting that this form of support plays an important
role in fueling ambition and drive that can translate into outcomes such as merit pay.

Career mentoring is also expected to positively influencemerit pay. The very behaviours asso-
ciated with career mentoring are focused on preparing protégés for career advancement (Dreher
& Ash, 1990; Allen et al., 2004). Career mentors serve to increase the visibility and exposure of a
protégé that can provide access to social capital and informational resources (Dreher & Ash,
1990). Mentors also help to provide protégés with challenging assignments that, when acted
upon, can hone protégés’ skills. Mentors act as an advocate or sponsor of their protégés, using
their influence to gain desirable assignments or positions (Dreher & Ash, 1990). When protégés
reciprocate by leveraging these benefits, they are likely to enhance their performance and, by ex-
tension, merit pay. Moreover, when protégés leverage these benefits, this should enhance their
mentor’s positive affect and attitudes toward them, resulting in further mentoring efforts and pos-
itive appraisals of the protégé that can lead to merit pay. Thus, we hypothesize the following:

Hypothesis 2a: Psychosocial mentoring will have a direct, positive influence on merit
pay of IT workers.

Hypothesis 2b: Career mentoring will have a direct, positive influence on merit pay of
ITworkers.
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Leader–member exchange

In their meta-analysis, Mathieu & Zajac (1990) found strong support for leader–member
variables as antecedents to organizational commitment. As with mentoring, SET–AET
suggests that successful exchange in an LMX relationship should yield positive moods
and emotions that translate into organizational commitment. When the quality of LMX is
high, Graen & Uhl-Bien (1995) found that leaders and subordinates enjoy a relationship
of mutual trust and respect. This should enhance organizational commitment when recip-
rocated because the subordinate feels supported by his or her supervisor, which makes
for a more positive experience at work. Moreover, leaders may be viewed as an extension
of the organization. They often have longer tenure than subordinates, are in a position of
authority and thus can be seen as a spokesperson or representative of the organization.
To the extent that subordinates respect their supervisor and extend these positive
feelings to the organization, they should have stronger organizational commitment. In
addition to supportiveness, high-quality LMX is described as being characterized by
subordinates having greater decision-making authority (Scandura et al., 1986). When
subordinates act on this authority, research shows that this enhances their task meaning-
fulness and provides a sense of impact on the organization (Liden et al., 2000). Decision-
making authority should also promote positive affect in the form of organizational identi-
fication and lead to stronger affective commitment because subordinates feel responsible
for those activities that influence organizational outcomes. Thus, we hypothesize the
following:

Hypothesis 3: LMX will have a direct, positive influence on organizational commitment
of IT workers.

LMX is also expected to have a direct, positive influence on merit pay. The primary
mechanism by which this occurs is through performance improvements brought about by
LMX. Prior research demonstrates that high-quality LMX has a positive influence on subor-
dinate performance (Scandura & Schriesheim, 1994; Liden et al., 1997; Wayne et al.,
1997). SET–AET suggests that subordinates who feel they have been supported by their
leaders (e.g., through a high-quality LMX) will tend to reciprocate by performing better, thus
improving chances for merit pay. Moreover, subordinates who report high LMX are found to
contribute to the organization in ways that go beyond their formal job duties (Liden &
Graen, 1980). High-quality LMX involves more pleasant and productive interaction that
should stimulate greater contact between leader and subordinate, as well as higher aware-
ness and consideration for the subordinate on the part of the leader when leader efforts
are reciprocated. This will serve to benefit subordinates because leaders should be more
inclined to provide additional support, feedback, resources and opportunities, and to pro-
vide more positive performance appraisals (Wayne et al., 1997). Thus, we hypothesize
the following:

Hypothesis 4:LMX will have a direct, positive influence on merit pay of IT
workers.
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Moderation by ethnic minority status

The effect of leader support, such as mentoring and LMX, on organizational commitment and
merit pay can be influenced by how much value an employee places on the nature of the
support and outcomes associated with it. For example, career mentoring is argued to be more
tied to instrumental or extrinsic outcomes related to career advancement, while psychosocial
mentoring and LMX are tied more to social fulfilment and psychological well-being (Baugh
et al., 1996). To the extent that a person places more value on a type of work support and its as-
sociated outcomes that support mechanism should have a stronger influence on organizational
commitment. We expect ethnic minorities will placemore value on psychosocial fulfilment in driv-
ing their affective commitment, compared with instrumental (i.e., career mentoring) support.

Being part of an ethnic minority has effects on an individual’s affective experiences at work.
Research finds that ethnic minorities report increased feelings of isolation, lowered identifica-
tion with coworkers and workgroups, and exclusion from formal and informal networks (Lincoln
& Miller, 1979; Ibarra, 1995). Zimmermann et al. (2013) observed that ethnic differences also
contribute to fragmentation of workgroups that can lead to marginalization of smaller
subgroups, particularly in the virtual team and offshoring contexts that are so prevalent in the
IT industry. Ethnic minorities have also reported feeling less social acceptance at work, leading
to lower career satisfaction (Greenhaus et al., 1990), and yet for some, social outcomes at work
have been reported as being among the most important work values (Kashefi, 2011). McNeely
(1992) found that minority workers who identified with their organization and felt included had
higher job satisfaction and commitment. Based on this research, we argue that minorities will
place more value on leader support that can help them overcome isolation and exclusion,
compared with ethnic majorities. By conveying their respect, empathy and understanding,
psychosocial mentoring and LMX are means for leaders to signal social inclusion and accep-
tance, and thus foster belonging and identification with the organization. Thus, we hypothesize
the following:

Hypothesis 5a: Psychosocial mentoring and LMX will have a stronger positive influence
on organizational commitment for ethnic minority IT workers than for ethnic majorities.
From Maslow (1943) and Alderfer’s (1972) long-standing work on motivation to more recent
research on belonging uncertainty and achievement (Walton & Cohen, 2007), much research
points to belonging needs preceding achievement needs. Belonging is so important, in fact, that
Walton & Cohen’s (2007) work shows that it can impact performance. Their intervention that
was designed to satisfy feelings of belonging resulted in increased performance by ethnic mi-
norities but not ethnic majorities. They reason that perceptions of exclusion produce counter-
productive stress and anxiety that derails motivation and that ethnic minorities experience
this stress, while ethnic majorities do not. We theorize that because ethnic majorities’ needs re-
lated to belonging and inclusion are more likely to be met, while those of ethnic minorities are
less likely to be met, ethnic majorities are likely to place more emphasis on fulfilling their
achievement and career growth needs. To the extent that majorities focus more on fulfilling
achievement and career growth needs, they should be more likely to place value on career
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mentoring, which is focused on helping protégés advance and progress along their career path
(Dreher & Ash, 1990). As we argue earlier, when the support offered by the organization is
aligned with what an employee values – in this case, career mentoring – employees should
have more positive perceptions of the organization and thus higher affective organizational
commitment. Thus, we hypothesize the following:

Hypothesis 5b: Career mentoring will have stronger positive influence on organizational
commitment for ethnic majority IT workers than for ethnic minorities.

We also expect ethnic minority status to account for differences in the strength of the relation-
ship between leader support and merit pay. According to prior research, ethnic minority workers
have limited access to, or exclusion from, formal and informal social networks (Lincoln & Miller,
1979; Ibarra, 1995), limited support in career planning (Morrison, 1992), and potentially different
socialization experiences due to different career paths (Brenner et al., 1988), compared with
majority workers. Tsui et al. (1992) argued that minorities face organizational climates that
are at odds with their own personal experiences because these cultures are determined by
the majority, resulting in a steeper learning curve for minorities. This issue may be problematic
for ethnic minorities in the ITworkforce, particularly for those who find it difficult to identify with
an IT culture that may represent further marginalization (e.g., geek) as Guzman & Stanton
(2009) pointed out. Given such difficulties, compared with ethnic majorities, ethnic minorities
should benefit more from leader support that helps them integrate into the organization and pro-
vides important psychosocial support, career insight and advice. This should have positive im-
plications for their merit pay because it may have downstream benefits for performance,
visibility and sponsorship. Thus, we hypothesize the following:

Hypothesis 6: Psychosocial mentoring, career mentoring and LMX will have a stronger
influence on merit pay for ethnic minority IT workers than for ethnic majorities.
METHODOLOGY

To test our research model, we surveyed all 554 ITworkers from a large Fortune 500 company in
the food production industry. The data were collected during a period of relative organizational
stability (i.e., no widespread layoffs), and there were no new interventions aimed at increasing
mentoring or minority group support that could have impacted the results. The data collection
method was an online survey. We sent all ITworkers an email explaining the importance of their
participation and an assurance of anonymity in order to encourage open and honest responses
about their feelings toward their work. We sent two follow-up emails, spaced 2weeks apart,
resulting in 289 complete responses for a 52% response rate. Non-response bias was assessed
by comparing incomplete surveys to complete surveys and by comparing early responses (be-
fore follow-up email) to late responses (after follow-up email). No systematic differenceswere ob-
served, suggesting an absence of response bias. Of the 289 complete responses, the sample
was 24% female and 76% male, with an average job tenure of 9.64 years (SD=7.18).
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Measures
Career and psychosocial mentoring
The mentoring scales are taken from Dreher & Ash (1990) and measured on a 5-point Likert
scale ranging from ‘not at all’ (1) to ‘a very large extent’ (5). Career mentoring (α=0.94) consists
of eight items, including ‘To what extent have you had a mentor who has…“given or recom-
mended you for assignments that have increased your contact with higher level managers”
and “given or recommended you for challenging assignments that present opportunities to learn
new skills” ’. Psychosocial mentoring (α=0.95) is composed of 11 items, including ‘To what ex-
tent have you had a mentor who has…“shared personal experiences as an alternative perspec-
tive to your problems” and “provided suggestions concerning problems you have encountered
at work” ’.

Leader–member exchange
Items used to assess LMX (α=0.95) are taken from Wayne et al. (1997) and measured on a 7-
point Likert scale ranging from ‘strongly disagree’ (1) to ‘strongly agree’ (7). There are seven
items including ‘I usually know where I stand with my manager’ and ‘My working relationship
with my manager is effective’.

Organizational commitment
The items for organizational commitment (α=0.91) are taken from the same source and with
the same response format as LMX. There are seven items in total, including items such as ‘I talk
up employment in this organization to friends as a great place to work’ and ‘I am proud to tell
others that I work for this organization’. The full measurement scales are included in the
Appendix.

Merit pay
Merit pay was assessed via a one-item measure that asked, ‘How many base pay increases
have you had over the past five years, if any?’ This was limited to the prior 5 years to improve
participant recall. Instructions on the survey told participants to consider only those pay in-
creases that were based on annual merit pay reviews.

Ethnicity
The sample was 85% White, 4% Hispanic, 2% Asian/Pacific Islander/Indian, 2% Black/Non-
Hispanic, 1% Native American/Alaskan Native/Hawaiian Native and 6% (were of) another eth-
nicity. These ethnic categories were adopted from the US Census Bureau’s 2010 census.
Given the distribution of ethnicities across our sample, ethnicity was dummy-coded as 1 for eth-
nic minorities (all ethnicities except for ‘White’) and 2 for ethnic majorities (only ‘White’). The
sample is generally reflective of the reported distribution of ethnicities in the US IT workforce,
although it has a slightly higher representation of Whites and slightly lower representation of
Asians than has been reported for the US IT workforce (US Bureau of Labor Statistics, 2013).
We believe this skew can be primarily attributed to the organization being located in the mid-
south USA, which has one of the highest percentages of Whites (US Census Bureau, 2012d)
and one of the smallest percentages of Asians in the USA (US Census Bureau, 2012a).
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Control variables
In addition to measuring the preceding variables, we also included gender, organizational
tenure, IT job role and branch location as control variables in our analysis. Gender was coded
as a dichotomous variable with 1 representing women and 2 representing men. Gender was in-
cluded to account for potential discrimination that could impact access to resources and orga-
nizational experiences. Organizational tenure was measured as the number of years the
participant had been employed by the organization. It was included to account for differences
in access to leader support (i.e., longer tenure would provide more opportunities for mentoring
and development of leader–member relationships). IT job role was coded as a dummy variable
with 1 representing technical IT job roles (developer/programmer and architect/engineer) and 2
representing managerial IT job roles (analyst, team/project lead and manager). IT job role was
included to account for differences in the type of support sought as well as differences in pay
that could impact merit pay increases. Finally, branch location was coded as 1 for participants
located at branches in the same geographic region as the corporate headquarters and 2 for
branches located outside this region. Key personnel and high performers are often located in
or near corporate headquarters, which could influence career trajectories (and thus the type
of mentoring sought), as well as merit pay.
RESULTS

We used Partial Least Squares (PLS; SmartPLS, version 2.0.M3) to analyse the data. With
PLS, the psychometric properties (i.e., measurement model) of the scales are examined in con-
cert with the structural model being assessed. The measurement model provides an assess-
ment of the reliability and validity of the scales. We assessed the measurement model first to
determine which items were not loading highly on their respective factor. Items were systemat-
ically dropped until all item loadings were acceptable, with consideration given for ensuring that
the dropped items did not fundamentally change the nature of the construct. Those items that
were ultimately retained are noted in the Appendix.

We assessed the measurement model using the combined sample of all participants, as well
as the measurement models for the subsamples of ethnic minorities and majorities. The mea-
surement models for the subsamples were highly similar to the combined sample; thus, we re-
port the results for the combined sample. The loadings are shown in Table 1. Consistent with
exemplars for assessing validity and reliability (Chin et al., 2003; Vinzi et al., 2010), all internal
consistency reliability values were greater than 0.90, providing support for acceptable reliability.
All loadings were greater than 0.70 on their respective factor, supporting convergent validity.
Discriminant validity was supported in the case of LMX and organizational commitment, as all
cross-loadings were below 0.40; however, discriminant validity was a concern in the case of
career and psychosocial mentoring and organizational commitment, which showed high
cross-loadings. For these constructs, a more in-depth examination was used to assess discrim-
inant validity.

We used the method recommended by Fornell & Larcker (1981) that compares the square
root of the average variance extracted (AVE) to the correlations among the constructs.
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Table 1. ICRs, loadings and cross-loadings for combined sample

1 2 3 4

ICR 0.95 0.96 0.94 0.96

1 CMentor_1 0.87 0.66

CMentor_2 0.91 0.61

CMentor_3 0.91 0.58

CMentor_4 0.92 0.68

CMentor_7 0.84 0.69

2 LMX_1 0.87 0.35

LMX_2 0.89

LMX_3 0.89 0.35

LMX_4 0.88 0.41

LMX_5 0.86

LMX_6 0.87 0.41

LMX_7 0.83 0.41

3 OrgComm_3 0.36 0.83

OrgComm_4 0.37 0.91

OrgComm_5 0.37 0.89

OrgComm_6 0.82

OrgComm_7 0.37 0.86

4 PMentor_1 0.68 0.86

PMentor_10 0.63 0.87

PMentor_11 0.61 0.86

PMentor_2 0.65 0.36 0.88

PMentor_4 0.51 0.82

PMentor_5 0.58 0.82

PMentor_6 0.53 0.82

PMentor_7 0.61 0.87

PMentor_8 0.64 0.36 0.82

Note: Loadings < 0.35 are not shown to improve readability. ICR, internal consistency reliability; CMentor, career mentoring; LMX, leader–
member exchange; OrgComm, organizational commitment; PMentor, psychosocial mentoring.
The bold emphasis of the values show the primary factor on which an item loaded.
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Discriminant validity is established if the square root of the AVE is larger than the correlations
among constructs. As shown in Table 2, the square root of the AVE is larger than the inter-
construct correlations, confirming discriminant validity for these constructs. In addition, Gefen
& Straub (2005, pp. 93–94) suggested that when using PLS and assessing validity, ‘all the
loadings of the measurement items on their assigned latent variables should be an order of
magnitude larger than any other loading. For example, if one of the measurement items loads
with a .70 coefficient on its latent construct, then the loadings of all the measurement items
on any latent construct but their own should be below .60.’ This was the case with our model,
providing further support for discriminant validity.
Direct effects for the combined sample

Table 2 presents the descriptive statistics, correlations and reliabilities. From this analysis, we
observed some preliminary support for the model. Organizational commitment was significantly
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Table 2. Correlations and reliabilities for combined sample

M SD 1 2 3 4 5 6 7 8 9 10

1 Gender 1.76 0.42 NA

2 Org tenure 9.65 7.18 �0.02 NA

3 IT job role 1.49 0.50 �0.04 �0.10 NA

4 Branch location 1.09 0.29 0.00 0.00 �0.12* NA

5 Ethnic minority status 1.84 0.36 �0.06 0.23** �0.01 �0.27** NA

6 Psych-soc mentoring 2.39 0.98 0.00 �0.21** 0.05 �0.03 �0.22* 0.85

7 Career mentoring 2.30 1.04 0.06 �0.16** 0.17** 0.00 �0.20** 0.72** 0.89

8 LMX 5.01 1.31 �0.02 0.01 �0.02 �0.08 �0.14* 0.38** 0.28** 0.87

9 Org commitment 4.98 1.24 �0.19** �0.10 �0.03 0.00 �0.24** 0.30** 0.32** 0.42** 0.86

10 Merit pay 1.54 1.84 �0.17** �0.05 0.02 �0.08 0.03 0.08 0.06 0.05 0.07 NA

Note: *p < 0.05; **p < 0.01; NA, not applicable; diagonal elements are the square root of the AVE; off-diagonal elements are the correlation;
gender was dummy-coded as 1 for women and 2 for men; IT job role was dummy-coded as 1 for technical IT job roles and 2 for managerial IT
job roles; branch location was dummy-coded as 1 for branches located in the same state as the corporate headquarters and 2 for North Amer-
ican branches located outside the same state as the corporate headquarters; ethnicity was dummy-coded as 1 for ethnic minorities and 2 for
majorities.
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and positively correlated with both forms of mentoring, as well as LMX. However, merit pay was
not significantly correlated with either form of mentoring or LMX.

Table 3 presents the results of the structural model test for the combined sample (both mi-
norities and majorities). We used a bootstrap procedure, using 1000 iterations, to generate t-
values that would allow us to estimate the corresponding p-values. The results showed that
psychosocial mentoring did not have a significant effect on organizational commitment or
merit pay. Thus, H1a and H2a were not supported. In the case of career mentoring and
LMX, we observed significant, positive effects on organizational commitment, thus fully
supporting H1b and H3. LMX had the strongest impact on organizational commitment,
followed by career mentoring, gender and ethnic minority status, respectively. The model ex-
plained 29% of the variance in organizational commitment. Neither career mentoring nor
Table 3. Structural model results for combined sample

DV

Org commitment Merit pay

β t β t

Gender �0.22** 4.33 �0.17** 2.82

Org tenure �0.04 1.07 �0.04 1.08

IT job role �0.07 1.59 0.00 0.00

Branch location 0.03 0.81 �0.07 1.42

Ethnic minority status �0.16** 3.25 0.03 0.79

Psych-soc mentoring 0.00 0.29 0.02 1.00

Career mentoring 0.22** 2.90 0.02 0.40

LMX 0.34** 5.48 0.03 0.67

R2
0.29 0.05

Note: *p < 0.05; **p < 0.01.
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LMX positively influenced merit pay; thus, H2b and H4 were not supported. The structural
model results are shown in Figure 2.
Moderation by ethnic minority status

We next turn to examination of the differences in these relationships across ethnic minority sta-
tus. The correlations and descriptive statistics for each subsample are shown in Table 4 and are
suggestive of differences according to ethnic minority status. For example, the correlation be-
tween LMX and organizational commitment was much larger for minorities (0.56**), compared
with majorities (0.37**), while the relationship between career mentoring and organizational
commitment was much larger for majorities (0.31**), compared with minorities (0.12 NS). In
terms of merit pay differences, none of the leader support variables were significantly correlated
with merit pay, although the correlations were all stronger for majorities, compared with minor-
ities. To further examine possible differences, we analysed the model in PLS using a subsample
Table 4. Correlations by ethnicity

Minority Majority

1 2 3 4 5 6 7 8 9M SD M SD

1 Gender 1.82 0.39 1.75 0.43 �0.01 �0.07 �0.02 0.00 0.00 �0.01 �0.24** �0.20**

2 Org tenure 5.87 5.53 10.34 7.24 0.03 �0.10 0.08 �0.15* �0.11 0.06 �0.02 �0.08

3 IT job role 1.51 0.51 1.49 0.50 0.13 �0.11 �0.10 0.03 0.16* �0.02 �0.03 �0.03

4 Branch location 1.27 0.44 1.06 0.23 0.02 0.04 �0.21 �0.09 �0.13 �0.09 �0.08 �0.02

5 Psych-soc mentoring 2.90 0.94 2.29 0.96 �0.09 �0.24 0.02 �0.14 0.74** 0.35** 0.27** 0.08

6 Career mentoring 2.78 1.03 2.22 1.02 0.40** �0.18 0.22 0.14 0.49** 0.28** 0.31** 0.08

7 LMX 5.43 1.09 4.93 1.34 �0.13 �0.11 �0.10 �0.27 0.39* 0.17 0.37** 0.08

8 Org commitment 5.66 1.13 4.85 1.23 �0.08 �0.27 �0.06 �0.04 0.22 0.12 0.56** 0.10

9 Merit pay 1.42 1.60 1.56 1.88 0.09 0.17 0.35* �0.29* 0.17 0.13 �0.12 �0.06

Note: *p < 0.05; **p < 0.01; NA, not applicable; correlations above the diagonal are for majorities, and those below the diagonal are for ethnic
minorities; gender was dummy-coded as 1 for women and 2 for men; IT job role was dummy-coded as 1 for technical IT job roles and 2 for
managerial IT job roles; branch location was dummy-coded as 1 for branches located in the same region as the corporate headquarters
and 2 for branches located outside the region of the corporate headquarters; ethnicity was dummy-coded as 1 for ethnic minorities and 2 for
majorities.
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Figure 2. Structural results for combined sample.

© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190



176 J B Windeler & C K Riemenschneider
approach that involves separating the data by ethnic minority status and comparing the results
across the two subsamples. This approach is recommended when examining moderation by
categorical variables (Henseler & Fassott, 2010). Prior research has tended to simply compare
the path coefficients of different subsamples to determine differences among groups. Recent
work, however, has pointed out that it is necessary to conduct a statistical test in order to vali-
date differences between the path coefficients. According to this procedure, a t-test is con-
ducted using the following formula (Sanchez-Franco, 2006).

t ¼ βgroup1 � βgroup2

Sp*

ffiffiffiffiffiffiffiffiffiffiffiffi
1
m
þ 1
n

r

Sp ¼
ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

m� 1ð Þ
mþ n� 2ð Þ*SE

2
group1 þ

n� 1ð Þ
mþ n� 2ð Þ*SE

2
group2

s

This procedure follows a t-distribution with m+ n� 2 degrees of freedom. The pooled estima-
tor for the variance is given by Sp, where m and n represent the sample sizes for group1 and
group2, respectively. SE is the standard error of the path in the structural model. If the t-test
statistic is significant, one can conclude that there is a significant difference between the paths
of the two samples.

Table 5 provides the results of this analysis. These results show that there were significant
differences in the impact of both career mentoring and LMX on organizational commitment
and in the impact of psychosocial mentoring on merit pay. The positive impact of LMX on orga-
nizational commitment was stronger for minorities than for majorities. However, psychosocial
mentoring did not significantly impact organizational commitment. Thus, H5a was partially
supported. The positive impact of career mentoring on organizational commitment was stronger
Table 5. Structural model results for subsamples of ethnic minority and majorities

DV: Organizational commitment DV: Merit pay

Minority Majority Minority
vs.

majority

Minority Majority Minority
vs.

majorityn = 45 n = 244 n = 45 n = 244

β t° β t° t† β t° β t° t†

Psych-soc mentoring �0.04 0.40 0.01 0.13 – 0.34* 2.04 0.03 0.54 16.83**

Career mentoring �0.01 0.05 0.23** 2.83 5.92** 0.15 1.23 0.03 0.46 –

LMX 0.62** 5.20 0.30** 4.48 21.75** �0.21 1.79 0.06 1.22 –

Gender 0.01 0.08 �0.24** 4.35 26.49** 0.11 1.23 �0.21** 3.50 26.49**

Org tenure �0.20 1.77 �0.01 0.41 – 0.24 1.48 �0.08 1.83 –

IT job role 0.00 0.05 �0.08 1.59 – 0.31** 2.67 �0.05 1.23 23.61**

Branch location 0.12 1.25 �0.04 1.13 – �0.21* 1.96 �0.00 0.22 30.51**

R2
0.40 0.30 0.25 0.06

Note: *p < 0.05; **p < 0.01; t°-values generated by bootstrap analysis; †t-values generated by formula for multi-group comparison.
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for majorities than for minorities, providing full support for H5b. Interestingly, career mentoring
was not significant in impacting organizational commitment for minorities. This model explained
40% of the variance in organizational commitment of minorities and 30% of the variance in or-
ganizational commitment of majorities.

In terms of merit pay, only the influence of psychosocial mentoring differed according to eth-
nic minority status. The positive influence of psychosocial mentoring on merit pay was stronger
for ethnic minorities. It was non-significant for ethnic majorities. Thus, H6 was partially
supported. This model explained 25% of the variance in merit pay of minorities and 6% of the
variance in merit pay of majorities. The final structural model is shown in Figure 3. The implica-
tions of these findings are discussed in the next section. While non-significant, it is interesting to
note that the relationship between LMX and merit pay was unexpectedly negative for minorities.
Because of the relatively larger coefficient (β =�0.21) and small sample size for the ethnic
minority group, it is likely that there was simply not enough power to detect this relationship,
but that with a larger sample size, it could be significant.

In summary, our findings show that career mentoring and LMX positively influenced
organizational commitment, while psychosocial mentoring did not. None of the leader support
variables predicted merit pay for a combined sample of all IT workers. However, we observed
differences in the strength of these relationships, according to ethnic minority status. The
relationship between career mentoring and organizational commitment was stronger for ethnic
majorities vs. minorities. The relationship between LMX and organizational commitment and
between psychosocial mentoring and merit pay was stronger for ethnic minorities.
DISCUSSION

Implications and future research

Our research objective was to explore the implications of ethnic minority status for the relation-
ship between leader support and subjective and objective indicators of career success among
ITworkers. Our results suggest some actionable heuristics that organizations can use to design
policy and interventions in support of a diverse workforce. First, managers and policy makers
concerned with organizational commitment are encouraged to pay particular attention to
Leader-Member
Exchange

Organizational
Commitment

Psychosocial 
Mentoring

Career 
Mentoring

-.04 [.01]

Merit
Pay

-.01 [.23**]

.62** [.30**]

.34* [.03]
.15 [.03]

-.21 [.06]

R2 = .40 [.30]

R2 = .25 [.06]

Figure 3. Structural results for ethnic minority and majority groups. Note: Values for the ethnic majority group are shown
in square brackets.
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fostering positive leader–member relationships among ethnic minorities and to promote career
mentoring among majorities. This is not to suggest that ethnic minorities should not receive
career mentoring or that LMX is not important for majorities. We believe organizations should
provide opportunities for both mentoring and LMX, irrespective of the ethnic composition of their
organization, because a multitude of research demonstrates benefits of both for a variety of
outcomes. Rather, we suggest that managers and policy makers with a particular interest in
organizational commitment or merit pay explore opportunities to foster these forms of leader
support in ways that our results show are especially beneficial for ethnic minorities and major-
ities. Managers would also be astute to identify those leaders who work well with minority
employees and create a repository of suggestions or insights for use by all leaders throughout
the organization.

A second heuristic is suggested by our finding that ethnic minorities benefit more from
psychosocial mentoring, compared with ethnic majorities. To enhance their opportunities to
achieve merit pay, we encourage managers to focus on providing ethnic minorities with psycho-
social mentoring and outlets where they can seek out psychosocial support. Executive
management should explore ways to increase psychosocial mentoring opportunities within their
firms by offering programmes focused on social acceptance and providing appropriate venues
(e.g., affinity groups) for minority employees to share personal experiences and concerns in a
protected environment. Implementation of people-focused strategies may enhance both
subjective and objective indicators of career success and create a more inclusive environment
that is conducive to a diverse IT workforce.

Our results suggest that more research should be conducted regarding psychosocial
mentoring to further explicate the potential importance this form of mentoring may have for eth-
nic minorities. Psychosocial mentoring was tied to an objective indicator of career success and
merit pay, and not to a more subjective indicator, organizational commitment. However, this re-
sult was found in the case of ethnic minority workers only. To the extent that psychosocial
mentoring can enhance feelings of belonging and to the extent that merit pay reflects perfor-
mance, our work is consistent with Walton & Cohen’s (2007) study, which found that ethnic mi-
norities’ feelings of belonging can impact their performance. It stands to reason that those who
perceive a certain form of leader support are more likely to benefit from it. Psychosocial
mentoring is likely to be more beneficial to ethnic minorities because they may tend to feel more
marginalized and isolated, and this form of mentoring helps them feel more integrated and more
accepted, and experience a sense of belonging. Integration and acceptance may help boost
performance and thus merit pay because minority workers should be more likely to contribute
their ideas, reach out to coworkers for help and build networks that are beneficial to their
careers.

We found that career mentoring was not significantly related to organizational commitment
for ethnic minorities but it was significant for ethnic majorities. Conversely, LMX had a stron-
ger impact on organizational commitment for ethnic minorities compared with majorities, con-
sistent with prior findings that some minorities place more value on relationally focused
career outcomes (Kashefi, 2011). One potential explanation for these outcomes has to do
with the focus of mentoring vs. LMX. Research finds that ‘by signaling their own acceptance
of employees of various backgrounds through the establishment of high-quality relationships
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with them, group leaders can promote norms about equality and inclusion that will facilitate
greater power sharing and improve reciprocal exchanges among group members’ (Nishii &
Mayer, 2009: 1413). While career mentoring may involve fostering protégé visibility, particu-
larly among those in the upper echelons of the organization, career mentoring does not
serve the function of fostering inclusiveness among peers and thus may be less salient to
ethnic minorities.

Another potential explanation for the impacts of leader support in our study may involve dif-
ferences in organizational tenure between the minority and majority ethnicities. In our sample,
ethnic minorities’ tenure was about half that of ethnic majorities. It is possible that the type of
mentoring sought out is partially a function of career stage. Perhaps minorities are less likely
to seek out career mentoring because their shorter tenure means they are more focused on
fitting in with the organization. More research is needed to explore these potential explanations
for our findings and to examine other reasons why organizational commitment is driven more by
career mentoring for majorities and by LMX for ethnic minorities.

The inclusiveness fostered by high-quality LMX has been found to decrease the influence
of ethnic diversity on turnover intention (Nishii & Mayer, 2009) and should have implications
for organizational commitment as well. To the extent that minorities experience inclusiveness
due to high LMX, they are more likely to see themselves as part of the organization and thus
to have higher organizational commitment. The salience of inclusion and belonging for mi-
norities may also explain the unexpected negative effect of LMX on merit pay for ethnic mi-
norities in our sample. Perhaps minorities with high LMX feel apprehensive discussing merit
increases for fear that they will negatively affect the productive relationship they have with
their supervisor. In other words, high-quality LMX may cause minority ethnicities to avoid
the risk of souring the relationship with their supervisor by pressing for merit pay. Future re-
search should explore this possibility as well as cultural aspects of ethnicity possibly hinder-
ing one from pressing for merit pay or engaging in self-promotion behaviours that could
influence merit pay.

Considering that our population of interest is ethnic minorities in the IT workforce, our re-
search context – the US IT workforce – is important to keep in mind in light of our findings
and highlights several possible directions for future research. One question that pervades re-
search on minorities is whether or to what extent observed outcomes can be attributed to minor-
ity status (and the isolation, visibility and discrimination that can come with it), and what effects
can be attributed to the specific culture or attributes of that particular group, irrespective of
minority status. Moreover, what effects can be attributed to being of a particular ethnicity and
a minority? For example, in the case of this study, would our findings be reversed if Whites were
the minority? Is there an ethnic in-group/out-group phenomenon responsible for the findings or
are the effects determined by the particular cultures and characteristics of Whites vs. those of
Hispanics, Asians, Blacks and other ethnicities in our minority group sample? Ethnic differ-
ences are often part of the underlying cause of coalitional in-group/out-group behaviours
because ethnicity is one of the more overt personal characteristics. For example, research
shows that work teams can fracture into subgroups based on faultlines – hypothetical dividing
lines that split a heterogeneous team into smaller homogenous subgroups based on shared
characteristics like gender and ethnicity (Lau & Murnighan, 2005). Determining the extent to
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which minority status, ethnic culture or a combination of the two accounts for a particular effect
is a complex undertaking. It is unlikely to be resolved by any one study, but future research can
shed light on the distinct effects of culture and minority group status by investigating their impact
in multiple countries and cultures.

A related area of exploration for future research lies at the intersection of minority ethnicity
status and IT job. In this study, IT job role was used as a control variable to distinguish between
the technical and the managerial IT positions because one of the dependent variables of
interest was merit pay. In future research, IT job roles should be more deeply explored to shed
light on how they interact with ethnic minority status in explaining differences in organizational
commitment and merit pay. For example, the higher visibility incurred by being a minority and an
IT manager may have different implications for indicators of career success, compared with
minorities in non-managerial roles or compared with majorities in managerial roles. Additional
research is needed to tease out such nuance.
Limitations

Although our results shed light on the drivers of organizational commitment and merit pay, they
should be considered in light of the limitations of our study design. First, we studied only one
type of worker, IT professionals, in one industry, food production. It is possible that unique qual-
ities of ITwork may impact the results observed. Future research should look to other types of
work, in various industries, to determine whether these relationships generalize to a broader
sample of workers.

In addition, examination of other demographic groupings and social strata will provide a richer
and more equitable treatment of career outcomes for ITworkers as Berente et al. (2011) call for.
Moreover, our sample size restricted our ability to look at more nuanced differences say those
within ethnic groups or at the intersection of ethnicity and gender as called for by Trauth et al.
(2012). Important differences across a variety of demographic and identity attributes, such as
cultural background, socio-economic status and age, have been identified in the literature,
and these bear further investigation in the context of leader support, organizational commitment
and merit pay. Such issues are particularly relevant for the IS and ITworkforce literature given
the increasing prevalence of globally distributed teams and, as other research points out, the
higher likelihood that such teams have a diverse membership (Griffith et al., 2003; Martins
et al., 2004). We encourage researchers to explore not only different attributes but also multiple
attributes. Theories related to multiple self-identities (e.g., social construction theory) have been
applied in the ITworkforce literature and represent a possible avenue for exploring how multiple
identity attributes contribute to how IT workers view their jobs (Richardson et al., 2005; Adam
et al., 2006; Kvasny, 2006).

Second, we acknowledge that the results of the study may vary by cultural context. It is
possible that the needs and preferences that drive perceptions of leader support are specific
to the cultures of the ethnicities in our study. This means that the generalizability of our re-
sults may be limited. Our sample did not include as large a proportion of Asians as that of
the general US IT workforce. While we developed our theoretical justification from research
that cut across multiple cultures, this is a limitation that can only be completely ruled out with
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data collection from multiple localities. Moreover, because of the obvious challenges of low
statistical power in quantitative studies of minority workers, qualitative research represents
a complementary approach to augment future research. Such future research might benefit
from applying an individual differences perspective to explore how the confluence of identity
characteristics, individual influence, cultural characteristics and environmental influence ac-
counts for differences in how IT workers experience and respond to their work (Trauth,
2002, 2006).

Third, our findings must be considered in light of the fact that our data were collected at a sin-
gle point in time and that there were constraints on the richness of the data we were able to col-
lect. Relationships evolve over time, and a protégé’s relationship with his or her mentors may
evolve. A career mentor may become a psychosocial mentor and vice versa as the needs of
the protégé change and their career progresses. Future researchers seeking to broaden our
understanding of these forces will want to examine how these relationships and pressures
change over time. Therefore, we suggest longitudinal studies be applied to examine mentoring
and the changes in leader–member relationships. More nuanced data related to the nature and
extent of mentoring relationships could also help shed additional light on effective leader
support. Moreover, it would be interesting to explore whether the needs of different IT job roles
influence the type of support that is beneficial. Future research might also explore formal vs.
informal mentoring, in-unit vs. outside-unit mentoring, gender pairing of mentors and protégés,
and involvement in internal and external affinity groups.

Fourth, while we theorize about possible mechanisms that can explain why and how
mentoring is beneficial for ethnic minorities, we did not hypothesize these as mediating mech-
anisms. Specifically, based on prior literature, we argue that mentoring can benefit minorities by
way of higher performance, visibility and sponsorship. We did not measure these mechanisms,
and we encourage researchers to consider including these, and other potential mediating var-
iables, in future studies of leader support and career success. Such investigations will be impor-
tant in furthering our understanding of why specific forms of leader support are beneficial for
different constituencies.

Finally, because of the constraints of our data collection site, we were unable to gather more
objective measures of mentoring, LMX, organizational commitment and merit pay. Because our
measures were obtained through a single survey, from a single participant, this leaves open the
possibility of common method and common source bias. Researchers should explore these
relationships through both an ethnic and cultural lens to better inform and challenge extant
theory. Future research will want to examine the possibility of assessing not only the protégé’s
perspective but also the mentor’s understanding of the mentor–protégé relationship, as well.
This may serve to validate the protégés’ assessment of the degree and type of mentoring they
receive and offer new insights from the perspective of mentors.
CONCLUSION

The current study makes several contributions to theory and practice. First, we contribute to the
ITworkforce literature an exploration of the needs of ethnic minorities and identify suggestions
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for ways to support and retain this underrepresented group in the IT workforce. Trauth &
Niederman (2006) pointed out that the literature has largely overlooked issues surrounding
ethnic minorities in the IT workforce. This is a critical gap considering the growing numbers of
ethnic minorities among populations across the globe and the demonstrated benefits of a
diverse workforce, including team effectiveness, productivity, creativity and access to labour
markets (Richard, 2000; Gravely, 2003; Pless & Maak, 2004; Florida, 2005; Trauth et al.,
2006). A primary contribution of this work is our finding that mentoring and LMX should not
be a ‘one size fits all’ approach.

Second, we contribute to the IT workforce literature on the organizational commitment of IT
workers. Previous research has examined the impact of the two types of mentoring on organi-
zational commitment, finding that in the presence of LMX, both types of mentoring do not
significantly impact the organizational commitment of public-sector IT workers (Reid et al.,
2008). Other research shows that psychosocial mentoring helps to reduce stress and perceived
workload among public-sector ITworkers (Riemenschneider et al., 2006a). Our analysis reveals
that private-sector ITworkers do not consider psychosocial mentoring to impact their organiza-
tional commitment. Moreover, career mentoring and LMX have a significant and positive effect
on organizational commitment.

Panteli (2012) effectively used mentoring circles as a research intervention to aid women
IT workers who were returning to the workforce after an extended leave. She did not distin-
guish between psychosocial and career mentoring but used a combination of both to pro-
mote engagement in the work place. The current study reinforces this prior research by
demonstrating that leader support mechanisms such as mentoring and LMX can have signif-
icant implications for organizational commitment. We respond to calls for investigation of eth-
nic differences among IT workers and, in doing so, extend prior models of organizational
commitment (Igbaria & Wormley, 1992; Thatcher et al., 2002). For example, Igbaria &
Wormley (1992) looked at career support as a predictor of organizational commitment. We
extend their model by looking at more granular support measures – mentoring and LMX.
Thatcher et al. (2002) looked at the impact of demographic differences (age and gender)
on turnover but did not account for differences according to ethnicity. They note that future
research should address additional demographic differences especially in diverse organiza-
tional settings. In their model, organizational commitment was driven by job satisfaction
and job characteristics. We extend their model to account for leader support as a driver of
organizational commitment and the differences in these relationships according to ethnicity.
This extension helps broaden the nomological network of organizational commitment and
sheds light on possible points of intervention for practitioners who want to influence organi-
zational commitment.

Third, we contribute to the IT workforce literature an understanding of the drivers of merit
pay. The IT workforce literature has largely overlooked merit pay. In fact, we were unable to
find any studies in the IT workforce literature that examine the drivers of merit pay. This gap
in our understanding is important, considering that merit pay is arguably one of the more ob-
jective reflections of performance and represents an important tool for managing perfor-
mance, according to Varma et al. (2008). They also point out that high performers are
more likely to be found at organizations having stronger merit pay systems and that merit
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pay is effective across the globe in enhancing individual performance (Varma et al., 2008).
The only study we were able to find in the IT workforce literature that examines merit pay
looks at attitudes about merit pay across ethnicities. King & Bu (2005) found that women
IT workers from Shanghai perceive a stronger obligation for employers to offer merit pay
compared with those from the USA or Beijing. In contrast, there were no ethnic differences
regarding attitudes toward employer obligations to providing a competitive salary, demon-
strating that there are important differences in objective career seniority outcomes and a
need to theorize differently about various career outcomes in the IT workforce literature.
More broadly, prior literature has ignored the comparative influences of mentoring and
LMX on merit pay. This gap is important because linking mentoring and LMX to merit pay
may go a long way toward justifying the investment of time in these behaviours for both
leaders and IT workers. This represents a point of departure for practitioners looking for po-
tential interventions to motivate these behaviours.

Finally, we contribute to the IT workforce literature and vocational behaviour literature an in-
tegration of AET and SET. We applied this integrated theory to broaden our understanding of
the relative influences of mentoring and LMX on organizational commitment and merit pay.
By integrating the cognitive and rational choice emphasis from SETwith the emphasis on affec-
tive reactions from AET, we provide a richer explanation of how social exchange through psy-
chosocial mentoring, career mentoring and LMX produces affective reactions that drive
indicators of career success for IT workers. The integration of these two theories allows us to
explore both the affective and performance-driven outcomes of the leader–member relationship
while accounting for the cognitive and the affective components of the relationship. By integrat-
ing the two theories, we respond to the recognized shortcomings of each (Weiss &
Cropanzano, 1996; Miller, 2005). Furthermore, the integration of the two theories allows for a
more holistic lens with which to view the leader–member relationship and helps identify those
components that influence indicators of career success among ethnic minorities. Successful
social exchange between a mentor and a protégé produces positive emotional reactions that
contribute to organizational commitment and increased effort that translates into merit pay. This
social exchange is an affective event that, when successful, produces reactions and behaviours
that drive indicators of career success. We thus combine the rational, relationship focus of SET
with the affective focus of AET. In doing so, we shed light on the forms of leader support that
appeal to IT workers and explicate the mechanisms that drive organizational commitment and
merit pay.

In today’s globally driven marketplace, support for the IT workers that enable organizations’
global reach is increasingly important. Yet, our understanding of the different support mecha-
nisms and their influence on organizational commitment and merit pay for IT workers requires
further development. The current study represents one step toward a better understanding of
how organizations can provide leader support to enhance ITworkers’ commitment to their orga-
nization and improve merit pay by responding to the unique needs and perceptions of ethnic mi-
nority and majority workers. We find that encouraging and facilitating leader–member
relationships and providing psychosocial mentoring, especially for minority workers, and provid-
ing access to career mentoring, especially for majorities, represent important avenues for
retaining and supporting IT workers.
© 2014 Wiley Publishing Ltd, Information Systems Journal 26, 157–190



184 J B Windeler & C K Riemenschneider
REFERENCES
Adam, A., Griffiths, M., Keogh, C., Moore, K., Richardson,

H. & Tattersall, A. (2006) Being an ‘it’ in IT: gendered

identities in IT work. European Journal of Information

Systems, 15, 368–378.

Alderfer, C.P. (1972) Existence, Relatedness, and Growth:

Human Needs in Organizational Settings. Free Press,

New York, NY.

Allen, N.J. & Meyer, J.P. (1990) The measurement and an-

tecedents of affective, continuance and normative com-

mitment to the organization. Journal of Occupational

Psychology, 63, 1–18.

Allen, T.D., Eby, L.T., Poteet, M.L., Lentz, E. & Lima, L.

(2004) Career benefits associated with mentoring for

protégés: a meta-analysis. Journal of Applied Psychol-

ogy, 89, 127–136.

Armstrong, D.J., Riemenschneider, C.K., Allen, M.W. &

Reid, M.F. (2007) Advancement, voluntary turnover and

women in IT: a cognitive study of work–family conflict. In-

formation & Management, 44, 142–153.

Ashforth, B.E. & Humphrey, R.H. (1995) Emotion in the

workplace: a reappraisal. Human Relations, 48, 97–125.

Baugh, S.G., Lankau, M.J. & Scandura, T.A. (1996) An

investigation of the effects of protégé gender on re-

sponses to mentoring. Journal of Vocational Behavior,

49, 309–323.

Bell, M. (2012) Ethnic diversity in the workplace: the busi-

ness benefits. [WWW document]. http://www.hrmonline.

co.nz/article/ethnic-diversity-in-the-workplace-the-busi-

ness-benefits-141661.aspx (Accessed online July,

2014)

Berente, N., Gal, U. & Hansen, S. (2011) Ethical implica-

tions of social stratification in information systems

research. Information Systems Journal, 21, 357–382.

Blau, P.M. (1964) Exchange and Power in Social Life.

Wiley, New York, NY.

Bock, G.W. & Kim, Y.-G. (2002) Breaking the myths of re-

wards: an exploratory study of attitudes about knowl-

edge sharing. Information Resources Management

Journal, 15, 14–21.

Brenner, O., Blazini, A.P. & Greenhaus, J.H. (1988)

An examination of race and sex differences in mana-

gerial work values. Journal of Vocational Behavior,

32, 336–344.

Bruno, C. (1997) Diversity disconnect. Network World,

10, 1–5.

Cain, C. & Trauth, E. (2012) Black males in IT higher edu-

cation in the USA: the digital divide in the academic pipe-

line re-visited. Proceedings of the 18th Americas

Conference on Information Systems, Seattle, WA.
© 2014 Wiley
Cain, C.C. & Trauth, E.M. (2013a) Stereotype threat: the

case of Black males in the IT profession. Proceedings

of the SIGMIS Conference on Computers and People

Research, Cincinnati, OH.

Cain, C.C. & Trauth, E.M. (2013b) The underrepresentation

of Black males in IT higher education: a conceptual

framework for understanding individual differences. Pro-

ceedings of the 19th Americas Conference on Informa-

tion Systems, Chicago, IL.

Chevalier, M. (2008) IT skills and salary report.

TechRepublic and Global Knowledge 2009. [WWW

document]. http://dept.sfcollege.edu/ite/content/media/

TechRepublic_2008_salary_report.pdf (Accessed on-

line July, 2014)

Chin, W.W., Marcolin, B.L. & Newsted, P.R. (2003) A par-

tial least squares latent variable modeling approach for

measuring interaction effects: results from a Monte

Carlo simulation study and an electronic-mail

emotion/adoption study. Information Systems Re-

search, 14, 189–217.

Cook, K.S. & Rice, E. (2006) Social exchange theory. In:

Handbook of Social Psychology, Delamater, J. (ed.),

pp. 53–76. Springer US, New York, NY.

Craig, C.A., Allen, M., Reid, M., Riemenschneider, C. &

Armstrong, D. (2012) The impact of career mentoring

and psychosocial mentoring on affective organizational

commitment, job involvement, and turnover intention.

Administration and Society, 45, 949–973.

Day, R. & Allen, T.D. (2004) The relationship between ca-

reer motivation and self-efficacy with protégé career suc-

cess. Journal of Vocational Behavior, 64, 72–91.

Dreher, G.F. & Ash, R.A. (1990) A comparative study of

mentoring among men and women in managerial, pro-

fessional, and technical positions. Journal of Applied

Psychology, 75, 539–546.

Eby, L.T., Allen, T.D., Evans, S.C., Ng, T. & DuBois, D.L.

(2008) Does mentoring matter? A multidisciplinary

meta-analysis comparing mentored and non-mentored

individuals. Journal of Vocational Behavior, 72, 254–267.

Education Encyclopedia (2003) Historically Black colleges

and universities – the development of HBCUs, academic

and social experiences at HBCUs. stateuniversity.com.

[WWW document]. http://education.stateuniversity.com/

pages/2046/Historically-Black-Colleges-Universities.

html (Accessed online July, 2014)

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P.D. &

Rhoades, L. (2001) Reciprocation of perceived organi-

zational support. Journal of Applied Psychology, 86,

42–51.
Publishing Ltd, Information Systems Journal 26, 157–190

http://education.stateuniversity.com/pages/2046/Historically-Black-Colleges-Universities.html
http://education.stateuniversity.com/pages/2046/Historically-Black-Colleges-Universities.html
http://education.stateuniversity.com/pages/2046/Historically-Black-Colleges-Universities.html


Ethnic differences in IT workers’ commitment and merit pay 185
Emerson, R.M. (1962) Power-dependence relations. Amer-

ican Sociological Review, 27, 31–40.

Emerson, R.M. (1976) Social exchange theory. Annual Re-

view of Sociology, 2, 335–362.

Fleming, J., Garcia, N. & Morning, C. (1995) The critical

thinking skills of minority engineering students: an

exploratory study. Journal of Negro Education, 64,

437–453.

Florida, R. (2005) The Flight of the Creative Class: The

New Global Competition for Talent. Harper Collins Pub-

lishers, New York, NY.

Fornell, C. & Larcker, D.F. (1981) Evaluating structural

equation models with unobservable variables and

measurement error. Journal of Marketing Research, 18,

39–50.

Gefen, D. & Straub, D. (2005) A practical guide to factorial

validity using PLS-graph: tutorial and annotated exam-

ple. Communications of the Association for Information

Systems, 16, 91–109.

Gerstner, C.R. & Day, D.V. (1997) Meta-analytic review of

leader–member exchange theory: correlates and

construct issues. Journal of Applied Psychology, 82,

827–844.

Goh, S. & Wasko, M. (2012) The effects of leader–member

exchange on member performance in virtual world

teams. Journal of the Association for Information Sys-

tems, 13, 861–885.

Graen, G.B. & Uhl-Bien, M. (1995) Relationship-based ap-

proach to leadership: development of leader–member

exchange (LMX) theory of leadership over 25 years: ap-

plying a multi-level, multi-domain perspective. The Lead-

ership Quarterly, 6, 219–247.

Gravely, M.J. (2003) When Black and White Make Green:

The Next Evolution in Business & Race. Impact Group

Publishers, Cincinnati, OH.

Greenberg, M.S. (1980) A theory of indebtedness. In: So-

cial Exchange: Advances in Theory and Research,

Gergen, K.S., Greenberg, M.S. & Willis, R.H. (eds), pp.

3–26. Plenum Press, New York, NY.

Greenberg, M.S. & Westcott, D.R. (1983) Indebtedness as

a mediator of reactions to aid. In: New Directions in Help-

ing, Fisher, J.D., Nadler, A. & DePaulo, B.M. (eds), pp.

85–112. Academic Press, New York, NY.

Greenhaus, J.H., Parasuraman, S. & Wormley, W.M.

(1990) Effects of race on organizational experience, job

performance evaluations, and career outcomes.

Academy of Management Journal, 33, 64–86.

Griffith, T.L., Sawyer, J.E. & Neale, M.A. (2003) Virtualness

and knowledge in teams: managing the love triangle of

organizations, individuals, and information technology.

MIS Quarterly, 27, 265–287.
© 2014 Wiley Publishing Ltd, Information Systems Journal 26
Guynn, J. (2014) Yahoo latest tech icon to reveal lack of di-

versity. USAToday. [WWW document]. http://www.

usatoday.com/story/tech/2014/06/17/yahoo-lack-of-di-

versity/10718789/ (Accessed online July, 2014)

Guzman, I.R. & Stanton, J.M. (2009) IT occupational cul-

ture: the cultural fit and commitment of new information

technologists. Information Technology & People, 22,

157–187.

Hall, H. (2003) Borrowed theory: applying exchange theo-

ries in information science research. Library & Informa-

tion Science Research, 25, 287–306.

Harris, K.J., Kacmar, K.M. & Witt, L.A. (2005) An examina-

tion of the curvilinear relationship between leader–

member exchange and intent to turnover. Journal of Or-

ganizational Behavior, 26, 363–378.

Henseler, J. & Fassott, G. (2010) Testing moderating ef-

fects in PLS path models: an illustration of available pro-

cedures. In: Handbook of Partial Least Squares:

Concepts, Methods and Applications, Vinzi, V.E., Chin,

W.W., Henseler, J. & Wang, H. (eds), pp. 713–735.

Springer-Verlag, Berlin.

Hezlett, S.A. & Gibson, S.K. (2007) Linking mentoring and

social capital: implications for career and organization

development. Advances in Developing Human Re-

sources, 9, 384–411.

Homans, C.G. (1961) Social Behavior: Its Elementary

Forms. Harcourt, Brace & World, New York, NY.

Ibarra, H. (1995) Race, opportunity, and diversity of social

circles in managerial networks. Academy of Manage-

ment Journal, 38, 673–703.

Igbaria, M. & Wormley, W.M. (1992) Organizational experi-

ences and career success of MIS professionals and

managers: an examination of race differences. MIS

Quarterly, 16, 507–529.

Jackson, P.B., Thoits, P.A. & Taylor, H.F. (1995) Composi-

tion of the workplace and psychological well-being: the

effects of tokenism on America’s Black elite. Social

Forces, 74, 543–557.

Jarvenpaa, S.L. & Staples, D.S. (2000) The use of collabo-

rative electronic media for information sharing: an explor-

atory study of determinants. Journal of Strategic

Information Systems, 9, 129–154.

Jarvenpaa, S.L. & Staples, D.S. (2001) Exploring percep-

tions of organizational ownership of information and ex-

pertise. Journal of Management Information Systems,

18, 151–184.

Jones, S. (1997) The Archaeology of Ethnicity: Construct-

ing Identities in the Past and Present. Routledge,

London, UK.

Juntiwasarakij, S. & Trauth, E. (2009) Exploring contempo-

rary issues in knowledge transfer in IT outsourcing: the
, 157–190

http://www.usatoday.com/story/tech/2014/06/17/yahoo-lack-of-diversity/10718789/
http://www.usatoday.com/story/tech/2014/06/17/yahoo-lack-of-diversity/10718789/
http://www.usatoday.com/story/tech/2014/06/17/yahoo-lack-of-diversity/10718789/


186 J B Windeler & C K Riemenschneider
theoretical perspective. Proceedings of the 15th

Americas Conference on Information Systems, San

Francisco, CA.

Kammeyer-Mueller, J.D. & Judge, T.A. (2008) A quantita-

tive review of mentoring research: test of a model. Jour-

nal of Vocational Behavior, 72, 269–283.

Kashefi, M. (2011) Structure and/or culture: explaining ra-

cial differences in work values. Journal of Black Studies,

42, 638–664.

King, R.C. & Bu, N. (2005) Perceptions of the mutual obli-

gations between employees and employers: a compara-

tive study of new generation IT professionals in China

and the United States. The International Journal of Hu-

man Resource Management, 16, 46–64.

Koberg, C.S., Boss, R.W. & Goodman, E. (1998) Factors

and outcomes associated with mentoring among

health-care professionals. Journal of Vocational Behav-

ior, 53, 58–72.

Kram, K.E. & Hall, D.T. (1989) Mentoring as an antidote to

stress during corporate trauma. Human Resource Man-

agement, 28, 493–510.

Kvasny, L. (2002) Problematizing the digital divide: cultural

and social reproduction in a community technology initia-

tive. (Doctoral Dissertation, Georgia State University).

Kvasny, L. (2003) Triple jeopardy: race, gender and class

politics of women in technology. Proceedings of the

SIGCPR Conference on Computer Personnel Research,

Philadelphia, PA.

Kvasny, L. (2006) Let the sisters speak: understanding infor-

mation technology from the standpoint of the ‘other’.DATA

BASE for Advances in Information Systems, 37, 13–25.

Kvasny, L. & Keil, M. (2006) The challenges of redressing

the digital divide: a tale of two US cities. Information Sys-

tems Journal, 16, 23–53.

Kvasny, L. & Trauth, E.M. (2002) The ‘digital divide’ at work

and home: the discourse about power and underrepre-

sented groups in the information society. In: Global and

Organizational Discourse about Information Technology,

Wynn, E., Myers, M.D. &Whitley, E.A. (eds), pp. 273–291.

Kluwer Academic Publishers, Boston, MA.

Kvasny, L., Trauth, E.M. & Morgan, A.J. (2009) Power rela-

tions in IT education and work: the intersectionality of

gender, race, and class. Journal of Information, Commu-

nication and Ethics in Society, 7, 96–118.

Lau, D.C. & Murnighan, J.K. (2005) Interactions within

groups and subgroups: the effects of demographic

faultlines. Academy of Management Journal, 48,

645–659.

Liden, R.C. & Graen, G. (1980) Generalizability of the ver-

tical dyad linkage model of leadership. Academy of Man-

agement Journal, 23, 451–465.
© 2014 Wiley
Liden, R.C., Sparrowe, R.T. & Wayne, S.J. (1997) Leader–

member exchange theory: the past and potential for the

future. In: Research in Personnel and Human Resources

Management, Ferris, G.R. (ed.), pp. 47–119. JAI Press,

Greenwich, CT.

Liden, R.C., Wayne, S.J. & Sparrowe, R.T. (2000) An ex-

amination of the mediating role of psychological empow-

erment on the relations between the job, interpersonal

relationships, and work outcomes. Journal of Applied

Psychology, 85, 407–416.

Lincoln, J.R. & Miller, J. (1979) Work and friendship

ties in organizations: a comparative analysis of

relation networks. Administrative Science Quarterly,

24, 181–199.

Manpower Group (2012) 2012 talent shortage survey.

[WWW document]. http://www.manpowergroup.us/cam-

paigns/talent-shortage-2012/pdf/2012_Talent_Shortage_

Survey_Results_US_FINALFINAL.pdf (Accessed online

July, 2014)

Martins, L.L., Gilson, L.L. & Maynard, M.T. (2004) Virtual

teams: what do we know and where do we go from here?

Journal of Management, 30, 805–836.

Maslow, A.H. (1943) A theory of human motivation. Psy-

chological Review, 50, 370–396.

Mathieu, J.E. & Zajac, D.M. (1990) A review and meta-

analysis of the antecedents, correlates, and conse-

quences of organizational commitment. Psychological

Bulletin, 108, 171–194.

McNeely, R.L. (1992) Job satisfaction in the public social

services: perspectives on structure, situational factors,

gender and ethnicity. In: Human Services as Complex

Organizations, Hasenfeld, Y. (ed.), pp. 224–256. Sage

Publications, Newbury Park, CA.

Miller, K. (2005) Communication Theories. McGraw-Hill,

New York, NY.

Moody, J.W., Beise, C.M., Woszczynski, A.B. & Myers, M.

(2003) Diversity and the information technology work-

force: barriers and opportunities. Journal of Computer

Information Systems, 43, 63–71.

Morgan, A.J. & Trauth, E.M. (2013) Socio-economic influ-

ences on health information searching in the USA: the

case of diabetes. Information Technology & People, 26,

324–346.

Morrison, A. (1992) The New Leaders. Jossey-Bass, San

Francisco, CA.

Mullen, E.J. (1994) Framing the mentoring relationship as

an information exchange. Human Resource Manage-

ment Review, 4, 257–281.

Murray, M. (1991) Beyond the Myths and Magic of

Mentoring: How to Facilitate an Effective Mentoring Pro-

cess. Jossey-Bass, San Francisco, CA.
Publishing Ltd, Information Systems Journal 26, 157–190

http://www.manpowergroup.us/campaigns/talent-shortage-2012/pdf/2012_Talent_Shortage_Survey_Results_US_FINALFINAL.pdf
http://www.manpowergroup.us/campaigns/talent-shortage-2012/pdf/2012_Talent_Shortage_Survey_Results_US_FINALFINAL.pdf
http://www.manpowergroup.us/campaigns/talent-shortage-2012/pdf/2012_Talent_Shortage_Survey_Results_US_FINALFINAL.pdf


Ethnic differences in IT workers’ commitment and merit pay 187
Nishii, L.H. & Mayer, D.M. (2009) Do inclusive leaders help

to reduce turnover in diverse groups? The moderating

role of leader–member exchange in the diversity to turn-

over relationship. Journal of Applied Psychology, 94,

1412–1426.

Noe, R.A. (1988) An investigation of the determinants of

successful assigned mentoring relationships. Personnel

Psychology, 41, 457–479.

Noe, R.A., Greenberger, D.B. & Wang, S. (2002)

Mentoring: what we know and where we might go. In:

Research in Personnel and Human Resources Manage-

ment, Ferris, G.R. & Martocchio, J.J. (eds), pp. 129–173.

JAI Press, New York, NY.

Panteli, N. (2012) A community of practice view of interven-

tion programmes: the case of women returning to IT. In-

formation Systems Journal, 22, 391–405.

Payton, F.C. & White, S.D. (2003) Views from the field on

mentoring and roles of effective networks for minority IT

doctoral students. Proceedings of the SIGCPR Confer-

enceonComputerPersonnelResearch,Philadelphia,PA.

Pless, N. & Maak, T. (2004) Building an inclusive diversity

culture: principles, processes and practice. Journal of

Business Ethics, 54, 129–147.

Quesenberry, J.L. & Trauth, E.M. (2012) The (dis)place-

ment of women in the ITworkforce: an investigation of in-

dividual career values and organisational interventions.

Information Systems Journal, 22, 457–473.

Rees, P., Wohland, P., Norman, P. & Boden, P. (2012) Eth-

nic population projections for the UK, 2001–2051. Jour-

nal of Population Research, 29, 45–89.

Reid, M., Allen, M., Riemenschneider, C. & Armstrong, D.

(2008) The role of mentoring and supervisor support for

state ITemployees’ affective organizational commitment.

Review of Public Personnel Administration, 28, 60–78.

Richard, O. (2000) Racial diversity, business strategy, and

firm performance: a resource-based view. Academy of

Management Journal, 43, 164–177.

Richardson, M., Weaver, C.K. & Zorn, T.E. (2005) ‘Getting

on’: older New Zealanders’ perceptions of computing.

New Media & Society, 7, 219–245.

Riemenschneider, C., Allen, M., Reid, M. & Armstrong, D.

(2006a) The effects of mentoring to reduce stress in a

state IT department during times of transformational

change. International Journal of Learning and Change,

1, 429–445.

Riemenschneider, C., Armstrong, D., Allen, M. & Reid, M.

(2006b) Barriers facing women in the ITwork force. DATA

BASE for Advances in Information Systems, 37, 58–78.

Sanchez-Franco, M.J. (2006) Exploring the influence of

gender on the web usage via partial least squares. Be-

haviour & Information Technology, 25, 19–36.
© 2014 Wiley Publishing Ltd, Information Systems Journal 26
Scandura, T.A. (1997) Mentoring and organizational jus-

tice: an empirical investigation. Journal of Vocational Be-

havior, 51, 58–69.

Scandura, T.A., Graen, G.B. & Novak, M.A. (1986) When

managers decide not to decide autocratically: an investi-

gation of leader–member exchange and decision influ-

ence. Journal of Applied Psychology, 71, 579–584.

Scandura, T.A. & Schriesheim, C.A. (1994) Leader–mem-

ber exchange and supervisor career mentoring as com-

plementary constructs in leadership research. Academy

of Management Journal, 37, 1588–1602.

Settoon, R.P., Bennett, N. & Liden, R.C. (1996) Social ex-

change in organizations: perceived organizational sup-

port, leader–member exchange, and employee

reciprocity. Journal of Applied Psychology, 81, 219–227.

Shore, L.M. & Wayne, S.J. (1993) Commitment and em-

ployee behavior: comparison of affective commitment

and continuance commitment with perceived

organizational support. Journal of Applied Psychology,

78, 774–780.

Staples, D.S. & Webster, J. (2008) Exploring the effects of

trust, task interdependence and virtualness on knowl-

edge sharing in teams. Information Systems Journal,

18, 617–640.

Statistics New Zealand (2010) National ethnic population

projections: 2006 (base)–2026 update. [WWW docu-

ment]. http://www.stats.govt.nz/browse_for_stats/popu-

lation/estimates_and_projections/NationalEthnicPopulation

Projections_HOTP2006-26/Commentary.aspx (Accessed

online July, 2014)

Steele, C.M. (2010) Whistling Vivaldi: And Other Clues to

How Stereotypes Affect Us. W.W. Norton & Company,

New York, NY.

Stuber, M. (2007) Rethinking diversity for a global scope:

a European/EMEA perspective. The Diversity Factor,

15, 1–9.

Sutton, R.E. (1991) Equity and computers in the schools: a

decade of research. Review of Educational Research,

61, 475–503.

Tapia, A.H. & Kvasny, L. (2004) Recruitment is never

enough: retention of women and minorities in the IT

workplace. Proceedings of the SIGCPR Conference on

Computer Personnel Research, Tucson, AZ.

Tapia, A.H., Kvasny, L. & Trauth, E.M. (2004) Is there a re-

tention gap for women and minorities? The case for mov-

ing in versus moving up. In: Strategies for Managing

IS/IT Personnel, Igbaria, M. & Shayo, C. (eds), pp.

153–164. Idea Group Publishing, Hershey, PA.

Thatcher, J., Stepina, L. & Boyle, R. (2002) Turnover of in-

formation technology workers: examining empirically the

influence of attitudes, job characteristics, and external
, 157–190

http://www.stats.govt.nz/browse_for_stats/population/estimates_and_projections/NationalEthnicPopulationProjections_HOTP2006-26/Commentary.aspx
http://www.stats.govt.nz/browse_for_stats/population/estimates_and_projections/NationalEthnicPopulationProjections_HOTP2006-26/Commentary.aspx
http://www.stats.govt.nz/browse_for_stats/population/estimates_and_projections/NationalEthnicPopulationProjections_HOTP2006-26/Commentary.aspx


188 J B Windeler & C K Riemenschneider
markets. Journal of Management Information Systems,

19, 231–261.

Trauth, E., Huang, H., Morgan, A., Quesenberry, J. & Yeo, B.

(2006) Investigating the existence and value of diversity in

the global IT workforce: an analytical framework. In: IT

Workers: Human Capital Issues in a Knowledge-based

Environment, Neiderman, F. & Ferratt, T. (eds), pp.

331–360. Information Age Publishing, Greenwich, CT.

Trauth, E.M. (1995) Women in Ireland’s information indus-

try: voices from inside. Éire-Ireland, 30, 133–150.

Trauth, E.M. (2000) The Culture of an Information Econ-

omy: Influences and Impacts in the Republic of Ireland.

Kluwer Academic Press, Dordecht.

Trauth, E.M. (2002) Odd girl out: an individual differences

perspective on women in the IT profession. Information

Technology & People, 15, 98–118.

Trauth, E.M. (2006) Theorizing gender and information

technology research using the individual differences

theory of gender and IT. In: Encyclopedia of Gender

and Information Technology, Trauth, E.M. (ed.), pp.

1154–1159. Idea Group Publishing, Hershey, PA.

Trauth, E.M. (2013) The role of theory in gender and infor-

mation systems research. Information & Organization,

23, 277–293.

Trauth, E.M., Cain, C., Joshi, K.D., Kvasny, L. & Booth, K.

(2012) Embracing intersectionality in gender and IT ca-

reer choice research. Proceedings of the SIGMIS Con-

ference on Computers and People Research,

Milwaukee, WI.

Trauth, E.M. & Juntiwasarakij, S. (2010) Knowledge trans-

fer challenges for universities and SMEs in the USA.

Proceedings of the 16th Americas Conference on Infor-

mation Systems, Lima, Peru.

Trauth, E.M. & Niederman, F. (2006) Achieving diversity in

the IT workforce: issues and interventions. DATABASE

for Advances in Information Systems, 37, 8–10.

Tsui, A.S., Egan, T.D. & O’Reilly III, C.A. (1992) Being dif-

ferent: relational demography and organizational attach-

ment. Administrative Science Quarterly, 37, 549–579.

United Nations Populations Fund (2013) Linking popula-

tion, poverty and development. [WWW document].

http://www.unfpa.org/pds/migration.html (Accessed on-

line July, 2014)

US Bureau of Labor Statistics (2013) Labor force charac-

teristics by race and ethnicity, 2012. [WWW document].

http://www.bls.gov/cps/cpsrace2012.pdf (Accessed on-

line July, 2014)

US Census Bureau (2012a) The Asian population

2010. [WWW document]. http://www.census.gov/

prod/cen2010/briefs/c2010br-11.pdf (Accessed on-

line July, 2014)
© 2014 Wiley
US Census Bureau (2012b) State & county quickfacts. US

Department of Commerce. [WWW document]. http://

quickfacts.census.gov/qfd/states/00000.html (Accessed

online July, 2014)

US Census Bureau (2012c) U.S. Census Bureau projec-

tions show a slower growing, older, more diverse nation

a half century from now. [WWW document]. http://www.

census.gov/newsroom/releases/archives/population/

cb12-243.html (Accessed online July, 2014)

US Census Bureau (2012d) The White population 2010.

[WWW document]. http://www.census.gov/prod/cen2010/

briefs/c2010br-05.pdf (Accessed online July, 2014)

US Department of Education (2013) Condition of education

2013. [WWW document]. http://nces.ed.gov/pubs2013/

2013037.pdf (Accessed online July, 2014)

Varma, A., Budhwar, P.S. & DeNisi, A. (2008) Performance

Management Systems: A Global Perspective.

Routledge, Abingdon, Oxon.

Viator, R.E. (2001) The association of formal and informal

public accounting mentoring with role stress and related

job outcomes. Accounting, Organizations and Society,

26, 73–93.

Viator, R.E. & Scandura, T.A. (1991) A study of mentor–

protege relationships in large public accounting firms.

Accounting Horizons, 5, 20–30.

Vinzi, V.E., Chin, W.W., Henseler, J. & Wang, H. (2010)

Handbook of Partial Least Squares: Concepts, Methods

and Applications. Springer-Verlag, New York, NY.

Von Hellens, L., Nielsen, S. & Trauth, E.M. (2001) Breaking

and entering the male domain: women in the IT industry.

Proceedings of the SIGCPR Conference on Computer

Personnel Research, New York, NY.

Walton, G.M. & Cohen, G.L. (2007) A question of belong-

ing: race, social fit, and achievement. Journal of Person-

ality and Social Psychology, 92, 82–96.

Wayne, S.J., Shore, L.M. & Liden, R.C. (1997) Perceived

organizational support and leader–member exchange:

a social exchange perspective. Academy of Manage-

ment Journal, 40, 82–111.

Weiss, H.M. & Beal, D.J. (2005) Reflections on affective

events theory. In: Research on Emotion in Organiza-

tions, Ashkanasy, N.M., Zerbe, W.J. & Hartel, C.E.J.

(eds), pp. 1–21. Elsevier Ltd., Oxford, UK.

Weiss, H.M. & Cropanzano, R. (1996) Affective events the-

ory: a theoretical discussion of the structure, causes,

and consequences of affective experiences at work. Re-

search in Organizational Behavior, 18, 1–74.

Zimmermann, A., Raab, K. & Zanotelli, L. (2013) Vicious

and virtuous circles of offshoring attitudes and relational

behaviours. A configurational study of German IT devel-

opers. Information Systems Journal, 23, 65–88.
Publishing Ltd, Information Systems Journal 26, 157–190

http://nces.ed.gov/pubs2013/2013037.pdf
http://nces.ed.gov/pubs2013/2013037.pdf


Ethnic differences in IT workers’ commitment and merit pay 189
Biographies

Jaime Windeler is an Assistant Professor of Operations,

Business Analytics and Information Systems in the Carl

H. Lindner College of Business at the University of Cincin-

nati. She earned her PhD in Information Systems from the

Sam M. Walton College of Business at the University of Ar-

kansas. Jaime’s primary research interests revolve around

the management of distributed software development

teams and the attraction, selection and retention of IT per-

sonnel. She is currently working on a number of projects

that examine how leadership can be leveraged to support

virtual teams and IT workers. Jaime’s research has been

published or is forthcoming in Information Systems Re-

search, MIS Quarterly, and the Journal of the Association

for Information Systems, among others.
© 2014 Wiley Publishing Ltd, Information Systems Journal 26
Cynthia K. Riemenschneider is Associate Dean for

Research and Faculty Development and Professor of Man-

agement Information Systems in the Hankamer School of

Business at Baylor University. Her publications have ap-

peared or are forthcoming in MIS Quarterly, in Information

Systems Research, Journal of Management Information

Systems, European Journal of Information Systems, IEEE

Transactions on Software Engineering, American Review

of Public Administration, Administration and Society and

others. She currently conducts research on IT work force

issues in the public and private sectors including retention

and job satisfaction at the organization and career levels,

women in IT including longitudinal studies of the unique

challenges they face, and ethics and computing.
APPENDIX: ITEMS RETAINED IN THE FINAL MEASUREMENT MODEL ARE
MARKED WITH AN (* )

PSYCHOSOCIAL MENTORING

1 Conveyed feelings of respect for you as an individual? (*)
2 Conveyed empathy for the concerns and feelings you have discussed with him/her? (*)
3 Encouraged you to talk openly about anxiety and fears that might detract from your work?
4 Shared personal experiences as an alternative perspective to your problems? (*)
5 Discussed your questions or concerns regarding feelings of competence, commitment to

advancement, relationships with peers and supervisors or work/family conflicts? (*)
6 Shared history of his/her career with you? (*)
7 Provides suggestions concerning problems you have encountered at work? (*)
8 Encouraged you to try new ways of behaving on the job? (*)
9 Served as a role model?

10 Displayed attitudes and values similar to your own? (*)

Scale: 1 =Not at all to 7 =To a very large extent

CAREER MENTORING

1 Given or recommended you for challenging assignments that present opportunities to learn
new skills? (*)

2 Given or recommended you for assignments that required personal contact with supervisors
in different parts of the company? (*)

3 Given or recommended you for assignments that increased your contact with higher level
managers? (*)

4 Given or recommended you for assignments that helped you meet new colleagues? (*)
5 Helped you finish assignments/tasks or meet deadlines that otherwise would have been dif-

ficult to complete?
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6 Reduced unnecessary risks that could have threatened your opportunities for promotion?
7 Given or recommended you for assignments or tasks that have prepared you for higher po-

sitions? (*)
8 Kept you informed about what is going on at higher levels in the company or how external

conditions are influencing the company?

Scale: 1 =Not at all to 7 =To a very large extent

LEADER–MEMBER EXCHANGE

1 I usually know where I stand with my manager. (*)
2 My manager has enough confidence in me that he/she would defend and justify my deci-

sions if I was not present to do so. (*)
3 My working relationship with my manager is effective. (*)
4 My manager understands my problems and needs. (*)
5 I can count on my manager to ‘bail me out’, even at his or her own expense, when I really

need it. (*)
6 My manager recognizes my potential. (*)
7 Regardless of how much power my manager has built into his or her position, my manager

would be personally inclined to use his/her power to help me solve problems in my work. (*)

Scale: 1 =Strongly disagree 7=Strongly agree

ORGANIZATIONAL COMMITMENT

1 I am willing to put in a great deal of effort beyond that normally expected in order to help this
organization be successful.

2 I really care about the fate of this organization.
3 I am extremely glad that I chose this organization for which to work, over other organizations I

was considering at the time I joined. (*)
4 I talk up employment in this organization to friends as a great place to work. (*)
5 I am proud to tell others that I work for this organization. (*)
6 I find that my values and this organization’s values are very similar. (*)
7 For me, this is the best of all possible organizations for which to work. (*)

Scale: 1 =Strongly disagree 7=Strongly agree
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