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ABSTRACT

The main aim of this study is to examine if a relationship exists between psychological contract and employees mainly employee beliefs about the reciprocal and promissory obligations between the minds their employer in the case of Gullele sub city in Addis Ababa. The research was conducted with quantitative research approach. In this study, research questions and hypothesis were developed to analyze if psychological contract through the transactional and relational dimension affects employee’s perceived motive. A stratified probability sampling was employed. A set of standard questionnaires were used following are liability test for me assuring psychological contract and employee perception. A total of 298 sample questionnaires were collected. Data was analyzed using descriptive and inferential statistics such as; Percentage, mean average standard deviation as well as, correlation and regression analysis.  The Pearson correlation analysis results have revealed that there exists a positive relation between psychological contract and employee performance. The correlation coefficient analysis has also revealed that the relational dimension of psychological contract has a positive significant effect on employee performance. The regression analysis of the study proved that 64.9% of employee perception variation is caused to psychological contract. Besides, the highest variation on employees’ perception is attributed to the relational dimension of psychological contract than the transactional dimension of psychological contract. It is therefore recommended that the effect of psychological contract on employee’s perception has to be given due attention and considered in the development of the different human resource practices in GSC especially in the human resource skill and performance management system.
Key Words: Psychological Contract, Employee, perception, Governance Sector, Relational Psychological Contract, Transactional Psychological Contract.
CHAPTER ONE

INTRODUCTION

1.1 Background of the study
In today’s fast changing society, the dynamics of globalization and the unprecedented levels of competition, are few of the factors that contributed to organizational fluidity. This concept refers to the ability that the organizations have to adjust to their environment. It is characterized by networks instead of hierarchies, spontaneous gatherings rather than formal meetings, temporary project teams rather than specialized departments and adaptability instead of stability((Chung et al., 2018).This phenomenon has taken its tolls on the employment relationship as well. More specifically, many organizations tend to not fulfill the psychological contract made between them and their employees ((Alcover, et al., 2017).) Shaped by the organization, regarding terms of ((Conway and Briner, 2021 p. 9). )The failure to fulfill the expectations of the employees is known as a psychological contract breach. The individuals may perceive a psychological contract breach as reneging or incongruent. A psychological contract breach is characterized as reneging when the organization is aware of the promises that were made (i.e., during the job interview), but intentionally fails to fulfill them. (Morrison, 2022)Without a doubt, the global financial crisis of the last years has taken its tolls on the psychological contracts. More specifically, there has been an increase in the number of psychological contract breaches, especially in the jobs that were affected the most by the crisis (Metz et al., 2012). Over the last decades, a lot of research has been conducted, in order to investigate the (Restubog, 2021).
It is of great importance that employees’ unwritten expectations are met by their employers in order to drive employees’ commitment to the attainment of organizational goals and objectives. As such, a consideration into how satisfied they are at the workplace can go a long way to offer the best return on investment for sustainable competitive advantage (Luthans and Youssef, 2004). 
In addition, the concept of employee psychological contract plays a significant role since employees are indecisive about sacrificing and performing tasks which assistance organizations in realizing their goals of achieving competitive advantage in the era of fierce competition. In the light of all these benefits, many large public sector firms, including some private firms neglect Human Resource Management (HRM) practices that factor proper management of the psychological contract, thereby devastatingly affecting job satisfaction which undeniably impinges on employee performance. The importance of this assertion is the continuous costly push for enhancement in the area of capacity and efficiency in most public sector firms, as was published by The Food and Drugs Authority (FDA) in the Ghanaian Times (2014). 
Besides this, a report released by the Organization for Economic Co-operation and Development (OECD) (2014) indicated that it is important for emerging economies to boos table or productivity in order to reach income levels comparable with developed countries. Many diagnosable factors recommended, distinguishes the need to uphold job satisfaction as a causative agent to change in any economy and business environment. This therefore portrays the inevitability of the psychological contract in practice. Trust which results from the employment relationship coupled with a commitment is perceived as fulfillment of promises (Sarantinos, 2007).
 In other words, the psychological contract would be well managed if HRM practices are well incorporated into organizations to act as a channel through which employers’ expectations are brought to bear, placing employees in a better position to anticipate what they will receive in return (Rousseau, 1995; as cited in the work of Sarantinos, 2007).
Contrary to this, contract violations have penetrated the workplace in the light of a ‘perceived breach’ of the promissory obligations expected by both parties in the employment relationship. Employees express these violations in a much stronger and emotional way so that organizations lose human capital in the process through employees resorting to exiting the company, voicing out their grievances, keeping silent or in other circumstances causing destruction or neglecting task and becoming counterproductive.
Linda Koopmans and Claire M. Bernard’s (2011) argue that Individual work performance is an issue that has not only grasped companies all over the world but also fueled a great deal of research in ﬁelds of management, occupational health, and organizational psychology. Work performance is an abstract, latent construct that cannot be pointed to or measured directly. It is made up of multiple components or dimensions. These dimensions, in turn, are made up of indicators that can be measured directly. To conceptualize and operationalize individual work performance, we should explicate the construct domain of work performance and identify its dimensions and indicators. Whereas the dimensions may generalize across jobs, the exact indicators can differ between jobs.

 In practice, the relationship between organizations and employees are deficient of that reciprocity of obligations and expectations that is, where employees may seem to oblige to the provisions of the needs of the organization, their expectations may minimally be metor missed all together. Quite a large part of the psychological contract is unspoken and taken for granted (Billsberry, 2000)
The creation and maintenance of effective psychological contract based on trust,
commitment and organizational citizenship in work organizations, create perceived job security and actable organizational environment. This research therefore seeks to investigate the effects of psychological contract on job satisfaction and competitive advantage in the area under the study.
1.2 Statement of the Problem
Psychological contract (PC) research is based on one of two theoretical frameworks. The first framework on which PC research is based, is that a lack of PC fulfillment (i.e. Breach) robs employees of rewards, leading to feelings of injustice, distrust and betrayal which significantly reduce the level of efforts (AlBattat&Som, 2012; Coyle-Shapiro,2002; Kickul& Lester, 2001) The second framework is that fulfillment has a positive impact on both parties (Rousseau, 2004). According to Flood, Turner, Ramamurthy, and Pearson (2005), past research has found that reduced turnover intent, higher job satisfaction and higher levels of commitment correlate with a fulfilled PC Within the social exchange theory (Blau, 1964), the PC represents individual beliefs, shaped by the organization, and includes terms of a reciprocal exchange agreement between employer and employee (Rousseau, 1995). These reciprocal responsibilities are based on the initial employment agreement from which expectations arise, based on the frequency of interaction (Rousseau &Schalk, 2000).

Based on Social Exchange Theory (Homans, 1961) research in psychological contract between employer and employees has produced a number of important messages for managers. Despite the academic origins of the term, many managers believe that the idea of the psychological contract offers a valid and helpful framework for thinking about the employment relationship against the background of changing working relationships.

Psychological contracts differ from legal contracts with respect to procedures followed in the event of violation of contract. When a legal contract is violated, the aggrieved party can seek redress in court of law. Violation of a psychological contract, however, offers no such recourse, and the aggrieved party may choose only to withhold contributions or to withdraw from the relationship (Spindler, 1994). Employees regard violation of psychological contract when there is a perception “… that one’s organization has failed to fulfill one or more obligations composing one’s psychological contract,” (Morrisonand Robinson, 1997). In such cases, individuals feel that the other party is unfair to them or has not kept its part of commitment. The violation of psychological contract takes employees’ perception as the base and is impacted by individual experiences and values. Insight into the degree of fulfillment, violation of the contract and their causes is important in light of their different consequences for employee behavior (Robinson and Rousseau, 1994).

When an employee experiences discrepancy between what was expected and what was received in one or more of these facets, the employee may experience a decrease in job satisfaction especially if these facets were viewed as important by the employee (Robinson and Rousseau, 1994).

Armstrong (2001) states that the level of job satisfaction is affected by intrinsic and extrinsic motivating factors, the quality of supervision, social relationships with workgroups and the degree to which individuals succeed or fail in their work. People are motivated to achieve certain goals and will be satisfied if they achieve these goals. They may be even more satisfied if they are then rewarded by extrinsic recognition. He argues that work-life balance policies define how the organization intends to allow employees greater flexibility in their working patterns so that they can balance what they do at work with the responsibilities and interests they have outside work. The policy indicates how flexible work practices can be developed and implemented. It emphasizes that the number of hours worked must not be treated as a criterion for assessing performance. It sets out guidelines on specific arrangements that can be made such as flexible hours, compressed working week, term-time working contracts, working at home, special leave, career breaks, and various kinds of child care.

Gullele sub city is one of the eleven sub city administration in Addis Ababa. The sub city has an aspiration to create conducive work environment suitable for providing quality services to the existing population within its administrative areas.  Even it aspires to be the best sub city suitable to citizens in terms of good governess and provision of quality services to the expected standards to meet citizen’s satisfaction and expectations. 
However, good governance and provision of quality services require an effective and smooth employment relationship with a reciprocal fulfillment of obligations from the sub city and the employee side. Positive relationship between the psychological contract and employee job satisfaction is vital to have committed and satisfied workers to enhance and realize the sub city’s vision and mission to the expected level.  But public opinion indicates that there is a feeling on the part of employees that there is a lack of compliance with the sub city rules and regulations in respect of employees hiring, promotion and disciplinary actions.
 Employees have the feeling that they are not well recognized by the sub city management and are usually displaced from their positions unfairly. As a result, there exists weak time management, lack of commitment and employees are not placed in their appropriate positions based on their qualification. The management and employees are not understanding and supporting one another to meet the established goals and objectives of the sub city.
This implies there is a gap between the perceptions of employees and the human resource managers of the sub city to achieve the vision and mission of the sub city. So this study is made to assess the problem and to forward some possible recommendation to ameliorate the bottle necks.
1.3 Research Questions

This study will address the following questions:

1.3.1 What is the dimension of Psychological Contract dimension on employees’ performance at Gullele sub city administration?

1.3.2 What are the factors that affect the Psychological Contract dimension on employees’ performance at Gullele sub city administration?
1.4 Research Objectives

1.4.1. General objective
The main objective of this study is to assess the effect of psychological contract dimension on employee performance at Gullele sub city in Addis Ababa.

1.4.2. Specific objective
· To assess the dimensions of psychological contract

· To analyze the relationship between employees’ performance and psychological contract

· To analyze type effect of psychological contract dimensions on employees’ performance

1.5 Significance of the Study

The significance of this study is twofold. From an academic standpoint there are no adequate published papers exploring the empirical relationship between psychological contract and job satisfaction in public administration. From the practical point of view, understanding the relationship between psychological contract and employee job satisfaction will assist the sub city in understanding the problem and to formulate policy for solving the problem in the years to come.  Moreover, the study can serve as sources of information for further research related to the issue.  
1.6 Scope and delimitation of the Study

1.6.1 Scope of the Study
The problem of psychological contract on employee’s job satisfaction is an issue that needs wider investigation at national level. However due to time and fanatical constraint this study is focused on the effect of psychological contract on employee Gullele sub city in Addis Ababa.
1.6.2 Limitation of the Study

This study had some limitations. Firstly, there are limitations in the availability of well-organized and reliable data concerning the factors affect psychological contract on employee in the area under the study. Moreover, financial limitation and time constraint as well as unlimited meeting programs of the sub city officials for interview had an impact on the timely completion of the study. However, the data from those concerned body is collected by spending more time to get them out of the regular work time.
1.7 Organization of the study
The study has five chapters. 
The first chapter deals with introduction which encompasses background of the study, statement of the problem, research questions, purpose of the study, significance of the study, and limitation of the study. 
The second chapter deals with the review of related literatures on the factors affects psychological contract on employees. This part gives a highlight on the theoretical, empirical and conceptual framework of the topic understudy. 
The third chapter discussed research methodology which includes research design, research approach, sampling size, data type and source, data collection instrument, method of data analysis, data validity and reliability and ethical consideration. 
The fourth chapter is focused on data presentation, analysis and interpretation. 
Finally, the fifth chapter covered the summary of findings, conclusions and recommendations. 

1.8 Definition of Key Terms
Performance
Performance is a combination of results and behaviors that arises while carrying out    a task by an employee (Armstrong, 2010).

Employment Relationship
Employment relationship is an informal and constant process that happens whenever an employer has dealings with an employee, and vice versa (Armstrong, 2014).

Psychological Contract
Psychological contract is a set of expectations that employees and employers hold of each other with regard to obligations they have towards each other (Rousseau, 1994).

Expectations

The attitude of waiting attentively for something usually to certain extent defined
(Rousseau,1994).

Promises
A commitment to do or not to do something for an employee as expressed formally

(Rousseau, 1994)

Obligations
The constraining power of a law, a percept, a duty or contract (Concise Oxford
Dictionary, 1996)

Breach
It refers to the judgment that a party has failed to fulfill its obligations (e.g., an employer who fails to promote a high-performing worker after agreeing to do so) (Armstrong,

1994).

Violation
An act of not carrying out the terms and conditions stated in an agreement or contract

(Armstrong, 1994).

CHAPTER TWO
LITERATURE REVIEW
2.1Theoretical Literature Review
2.1.1. The Theoretical Foundation of the psychological contract

In reviewing the foundations of the psychological contract in social exchange theory, the classical works of Gouldner (1960) and Blau (1964) are particularly influential. Social exchange theory (Blau, 1964) and the norm of reciprocity (Gouldner, 1960) provide the basis for and the explanatory mechanism underlying the construct of the psychological contract. More recently, psychological contract research has drawn on the concept of schema and social cognition to explain how the psychological contract functions as a mental model of the exchange relationship (Rousseau, 1995; 2001). Central to the concept of schema is sense-making, which refers to a retrospective conscious process that includes the use of prior knowledge to assign meaning to new experiences that do not match the existing schema (Harris, 1994)

2.1.1.1. Classical Social Exchange Theory

 Social exchange theory offers one of the most influential mechanisms for understanding workplace attitudes and behaviors and provides the theoretical underpinnings for the concept of the psychological contract (Cropanzano and Mitchell, 2005). Homans (1958) was among the first to present the notion of social exchange, implying that exchanges are not only limited to material goods but also include non-material goods with symbolic value. Broadly speaking, social exchange involves individuals’ voluntary actions that are motivated by expected and usually received returns (Blau, 1964). Economic exchange 20 refers to one-off or short term exchange of specified goods, the value of which is stipulated in advance (ibid). According to Blau (1964), the most defining characteristic of social exchange is that it entails unspecific obligations: while there is a general expectation of return, the nature of the return is not stipulated in advance as in strictly economic exchanges. A social exchange relationship can therefore be defined as a joint production of people’s not precisely specified actions, with the actions of each being dependent on the actions of the other (Blau, 1964). Blau also recognizes that social exchange includes elements of both intrinsic and extrinsic importance to the parties involved. It therefore falls somewhere between the two theoretical extremes of exchange, namely an economic transaction and love (Blau, 1964: 112): 

Social exchange always entails elements of intrinsic significance for the participants, which distinguishes it from strictly economic transactions, although its focus is on benefits of some extrinsic value and on, at least, implicit bargaining for advantage, which distinguishes it from the mutual attraction and support in profound love. ... Social exchange, then, is an intermediate case between pure calculation of advantage and pure expression of love.

 However, even economic transactions and love relations rarely express the polar processes in entirely pure form, since the multiple gains and costs typically involved in any economic transaction prevent unambiguous calculations of advantage, and since extrinsic benefits are exchanged in love relations and often help to produce mutual affection. As there is no way of assuring an appropriate return, trusting others to reciprocate, thereby discharging their obligations is essential in a social exchange relationship (Blau, 1964). By discharging their obligations for services rendered, if only to provide inducements in order to receive more benefits, individuals demonstrate their trustworthiness and the gradual expansion of mutual giving is accompanied by the growth of mutual trust.

 Hence, processes of social exchange, which may originate in pure self-interest, generate trust through their recurrent and gradually expanding character. The timing of reciprocation plays an important role in the development of trust. The too hasty 21 reciprocation of favors may signal a refusal to stay indebted for a while and hence imply a businesslike relationship consisting of isolated transactions. The underlying rationale is that willingness to remain indebted for a period of time demonstrates the trust between the exchange partners, thereby serving to strengthen the exchange relationship. 

Therefore, trust and the willingness to accept the risk of no reciprocity facilitate the eventual expansion of the exchange relationship. Indeed, in contrast to economic exchange, a social exchange relationship takes time to develop. For traditional social exchange theorists such as Blau, the implicitness of the obligations, trust and continuity involved set social exchange apart from purely economic exchange. In contrast to specified commodities in economic exchange, the benefits involved in social exchange do not have an exact price and the obligations individuals incur are therefore defined only in general terms (Blau, 1964). 

Furthermore, sometimes the benefits exchanged are valued primarily as symbols of the supportiveness and friendliness they express, and the underlying mutual support is the main concern for the exchange parties. Hence, if the recipient reciprocates the benefits received, this not only acts as a demonstration of his/her trustworthiness, facilitating future exchange, but may also signal an attraction between the exchange partners. As Homans (1958) has suggested, the frequent interaction allowed by social exchange is sufficient to foster positive feelings between exchange partners regardless of the goods exchanged, provided that each actor benefits from the exchange relationship and has voluntarily chosen to engage in it (i.e. has alternative exchange partners

 2. 1.1. 2. The norm of reciprocity

 The norm of reciprocity lies at the heart of social exchange theory and psychological contract theory. Broadly speaking, the norm of reciprocity implies that people should help those who have helped them, and people should not injure those who have helped them (Gouldner, 1960). In other words, the norm of reciprocity implies that “an individual who supplies rewarding services to another obligates him and to discharge 22 these obligations, the second must furnish benefits in return” (Blau 1964: 89). Simmel (1950) took the extreme view that the first kindness of a person can never be fully repaid, because it alone is a spontaneous gesture of goodwill, a pure gift, to another. According to Simmel, any future favor is prompted by the obligation to reciprocate. Meeker (1971) in turn notes that the norm of reciprocity does not provide the only universal principle of exchange. Other exchange principles include, for instance, rationality with the focus on maximizing gains; equity, according to which people try to get out of the exchange what they think they deserve on the basis of what they have put into it; distributive justice, according to which a person with higher investment deserves higher rewards; competition and rivalry, in which a person tries to obtain more than another person even at an absolute cost; and altruism and social responsibility, in which the goal is to help another person. These various principles of exchange should not be seen as exclusive; several can operate at once (Meeker, 1971).

 What distinguishes reciprocity from all the other exchange rules is that it concerns what the two exchange parties contribute and invest in the exchange in relation to what they give, whereas the other principles focus either on what they get out of it or on what they contribute to it.

 Thus, the norm of reciprocity focuses on “the value of what is gotten in return for the obligations created in the exchange” between the exchange partners (Meeker, 1971: 487). Meeker (1971) argues that different types of exchange relationships may include an expectation of which exchange rules are appropriate to that particular relationship. Each exchange principle can be described as a decision rule that guides the behavior of the exchange partners. 

While rationality could be argued to be the dominant exchange principle in business relations (Meeker, 1971), in a social exchange relationship the dominant principle is reciprocation, as suggested by the norm of reciprocity. Gouldner (1960: 169) argued that reciprocity is “the pattern of exchange through which the mutual dependence of people brought about by the division of labor, is realized”. Reciprocation can therefore be examined as a process that mobilizes individuals and channels their sometimes egoistic motives into the maintenance of social systems. Usually individuals are interested in maintaining a balance between their inputs and outputs and prefer to stay out of debt in their exchanges.

 Hence, reciprocity in exchange 23 implies the existence of balancing forces that creates a strain toward equilibrium (Blau, 1964). While there is always a strain towards balance in social associations, reciprocity at one level necessarily creates imbalance at others. It therefore creates recurrent pressures for re-equilibrium and functions as a dynamic force for social change (Blau, 1964). Gouldner (1960) also refers to the issue of reciprocity imbalance, or in harsher terms exploitation, to describe an unequal exchange or exchange of goods of different value. The implications of a difference in the symmetry of reciprocity are essential in terms of the stability of the social system. 

The issue of power is central to the process of reciprocity, and in particular with, regard to reciprocity imbalance. As Gouldner (1960) states, reciprocation depends not only on the benefits received, but also on the power the recipient of the benefit holds relative to the giver. In line with this, Blau (1964) emphasizes that individuals derive their power from the exchange relationship, essentially giving a relational definition of power. Specifically, Blau (1964) conceptualizes power “as resting on the net ability of a person to withhold rewards from and apply punishments to others”. Individuals are interested, at least, in maintaining a balance between inputs and outputs and in staying out of debt in their social relations; hence the strain toward reciprocity. Driven by their ultimately rational aspirations, however, individuals are often interested in achieving a balance in their own favor and attempt to accumulate credit that makes their status superior and more powerful than that of their exchange partner; hence the strain toward imbalance. 

This is particularly the case in social exchange relationships characterized by lower levels of trust. Gouldner’s (1960) classic work recognized the existence of two different types of reciprocity, namely heteromorphy and homeomorphism reciprocity. The former occurs when the content of the exchange between two parties is different but equal in perceived value and the latter where the content or the circumstances under which the benefits are exchanged are identical. Later, Sahlins (1972) conceptualized three different forms of reciprocity based on three dimensions: 24 (i) immediacy of returns - the time by which the recipient needs to reciprocate in order to discharge the obligation, (ii) equivalence of returns - the extent to which exchange partners return the same resource, and (iii) interest - the degree to which exchange partners have an interest in the exchange process.

Generalized reciprocity is characterized by altruistic orientation, where there is a lack of concern over the timing and the content of the exchange. Trust is essential in an exchange governed by generalized reciprocity, as the timing and content of the acts of reciprocity is not specified. Balanced reciprocity, on the other hand, is characterized by a quid pro quo approach to the exchange, implying a more businesslike relationship. As the exchange is driven largely by self-interest, it is not possible to rely on the goodwill of the exchange partner and honoring the exchange deals to the letter is necessary. 

2.1.1. 3. Schema and social cognition

 In addition to social exchange theory and the norm of reciprocity, central to the conceptualization of the psychological contract is an individual’s subjective perceptual cognition (Rousseau, 2001). Namely, the concept of the psychological contract captures the exchange partner’ perceptions of the reciprocal exchange, not the real exchange as such. This perceptual cognition can be described as a schema regarding the employee employer exchange (Rousseau, 2001; 2003).

 A schema can be defined as a cognitive structure or a mental model that represent one’s knowledge about a given concept or stimulus domain, about its attributes and the relationships between these attributes (Fiske and Taylor, 1984). This knowledge is stored in an abstract form rather than as a collection of details and the information is organized in a top-down fashion; in such a 25 way that lower-level information is used to create a higher level of meaning, as related experiences accumulate. Consequently, a schema is a mental model of conceptually related elements that gradually develops from experience and guides an individual’s interpretation of the surrounding social world (Fiske and Taylor, 1984; Harris, 1994). People may have schemas about other people (e.g. what is a typical doctor), about themselves (personality, appearance and behavior) and events (an understanding of what typically happens on certain occasions). Schemas guide the individual’s perception of incoming information, the retrieval of stored information and the inferences based on that information so that it is relevant to and preferably consistent with the existing schema (Fiske and Taylor, 1984).

 Consequently, a schema as organized generic prior knowledge enables individuals to function in a social world that could otherwise be paralyzing in its complexity. In other words, schemas make everyday life easier, as they help individuals to process information efficiently, fill in informational gaps, and provide templates for problem solving and facilitate the planning of future action (Harris, 1994). A perseverance effect is a major feature of a schema: schemas tend to persist stubbornly even in the face of contradictory evidence that could potentially prove them false (Fiske and Taylor, 1984). Consequently, individuals tend to ignore contradictory information or inconclusive evidence and attempt to reinterpret the information or evidence as if it supported the existing schema. Though people tend to make the incoming information fit the schema rather than vice versa, schemas do change (Fiske and Taylor, 1984). While individuals can for most of the time rely on their schemas as ‘habits of mind’ and let them guide their interpretation and behavior (Louis and Sutton, 1991), there are certain conditions that cause individuals to question their schema. When this happens, individuals switch to active and conscious thinking, which can be called sense-making. 

Sense-making refers to a retrospective 26 conscious process that includes the use of prior knowledge to assign meaning to new stimuli that do not fully fit the existing knowledge (Harris, 1994). Consequently, unexpected events that are discrepant with the existing schemas may confront individuals’ schemas and call for active sense-making and result in modifications in the existing schema structure (Luis and Sutton, 1991; Harris, 1994).

 In summary, a closer review of the classical social exchange theory and the norm of reciprocity suggest that there are different types of social exchange relationships that all draw on the general principle of reciprocity. The specific form of reciprocity concerned, together with trust and power, plays a central role in distinguishing the different types of social exchange relationships. Theories of schema in turn suggest that schemas develop gradually, but once established tend to be rather stable. A discrepant event such as contract breach that contradicts the schema induces a sense making process that may result in changes in the schema.

 Following social exchange theory, psychological contract theory views the employee employer exchange relationship as a cycle of conferring benefits and the norm of reciprocity represents the general key explanatory mechanism that underlines the concept (Rousseau, 1995; Coyle-Shapiro and Kessler, 2002). The extent to which employers fulfill their perceived obligations has consequences for the degree to which employees perceive and fulfill their obligations and engage in attitudinal and behavioral reciprocation.

 Similarly, the extent to which the employee fulfills his/her part of the deal influences what the employer contributes to the exchange relationship. 2.2 Empirical Review Based on Social Exchange Theory (Homans, 1961) research in psychological contract between employer and employees has produced a number of important messages for managers. Despite the academic origins of the term, many managers believe that the idea of the psychological contract offers a valid and helpful framework for thinking about the employment relationship against the background of changing working relationships. 

The literature on the psychological contract has expanded considerably over the past years, primarily under the influence of Rousseau (1989; 1995; 2001). However, the concept has a much longer and deeper pedigree, with its antecedents evident in earlier work on social exchange theory. Central to this theory is that social relationships have always been comprised of unspecified obligations and the distribution of unequal power resources (Guest, 2004).In terms of organizational analysis, social exchange constructs are clearly evident in the work of Argyris (1960), and Levinson (1962).

Argyris (1960) used the term ‘psychological work contract’ to describe an embedded ness of the power of perception and the values held by both parties (organization and individual) to the employment relationship. Significantly, this earlier literature illustrates the point that employment relationships are shaped as much by a social as well as an economic exchange. Developing this further, Levinson (1962) saw the psychological contract as a series of mutual expectations of which the parties to the relationship may not themselves be dimly aware but which nonetheless govern their relationship to each other.

 According to Schein (1978), these expectations between the organization and individual employee do not only cover how much work is to be performed for how much pay, but also a whole set of obligations, privileges and rights. Schein’s insightful contribution alerts us to the idea that labor unrest, employee dissatisfaction and worker alienation comes from violations of the psychological contract that are dressed up as explicit issues such as pay, working hours and conditions of employment which form the basis of a negotiable rather than a psychological agenda. Psychological contracts differ from legal contracts with respect to procedures followed in the event of violation of contract. When a legal contract is violated, the aggrieved party can seek redress in court of law. Violation of a psychological contract, however, offers no such recourse, and the aggrieved party may choose only to withhold contributions or to withdraw from the relationship (Spindler, 1994). Employees regard violation of psychological contract when there is a perception “… that one’s organization has failed to fulfill one or more obligations composing one’s psychological contract,” (Morrison 28 and Robinson, 1997; 226-231). In such cases, individuals feel that the other party is unfair to them or has not kept its part of commitment.

 The violation of psychological contract takes employees’ perception as the base and is impacted by individual experiences and values. Insight into the degree of fulfillment, violation of the contract and their causes is important in light of their different consequences for employee behavior (Robinson and Rousseau, 1994).

2.2 The Concept of psychological Contract
The origins of the psychological contract go back thousands of years to the major world
religions. One of the most important prayers in the Jewish faith for example, “the Amidah”, refers to the mutual expectations or psychological contract between God and him Jewish people.

 More recently social and political philosophers such as Hobbes and Locke talked about a ‘social contract’ as an understanding between citizens and the state regarding reciprocal expectations, obligations and duties (Spindler, 1998).At its core the social contract is about mutual expectations; things that the individual can expect from the state and things the state expects from the individual. Some of these expectations maybe written down and enshrined in law, such as respect for others’ property, while others, such as expectations about the state’s provision of recreation facilities, are mostly implied rather than laid down in statute. 

The implicit and typically unspoken nature of the social contract is a fundamental feature of the psychological contract. One of the first writers to use the term psychological contract was Argyris, who defined it as the implicit understanding between groups of employees (Argyris, 1960). 

While Argyris (1960) refers to a specific understanding between the workgroup and the individual foreman or team leader, Schein’s definition focuses on the high-level collective relationship, between the individual employee on the one hand, and management of the company on the other hand – in other words the organization. 

The definition of the psychological contract provided earlier by Schein (1965), implies that
the psychological contract is what management as a group expects from all individual
employees. This approach raises many complex questions, including the definition of who is a manager, and how to take best account of the different views of different managers. 

In practice of course an individual’s perceptions about what the organization expects of them may or may not have much bearing on what their managers actually expect from them. An employee might, for example perceive, that their manager really values quality – in practice the manager might put far more emphasis on volume, and not care much about quality.

 Rousseau’s definition focuses on what each individual perceives and believes in their head about their own and the organization’s expectation Psychological contract is explained by Wong as an employee’s perception of the reciprocal obligations and mutual expectations that exists between employees and the organization. It is regarded as the employee’s subjective interpretation and evaluation of his employment pact encompassing views based upon promises expressed or implied regarding an exchange agreement between an individual and the organization, the employing firm and its agents (Bellou, 2017). In other words, psychological contract is an implicit agreement between the employee and employer about how each expects to be treated based on the culture, language or behavior used in the workplace. These expectations guide workforce behavior and how events are interpreted, and these expectations emerge from the perception of promises made by the employer to the employee.

John (2013) intellectualized psychological contract as the expectations between employee and employer and of what their mutual obligations are to each other. He further explained that many of these obligations are informally and imprecisely implied and may be inferred from actions or from what has happened in the past, as well as from statements made by the employer during the recruitment process or in performance appraisals; whereas some of these obligations may be seen as promises and others regarded as expectations. Nonetheless, those promises, and expectations are considered by the employee to be part of the contractual relationship with the employer.

Avail to say that psychological contract is the understanding on mutual responsibilities and obligations between employees and employers; described by Pramudita et al. (2021) as the kind of understanding that doesn’t have a written document to clear it, but it reflects unspoken subjective commitment of the employee and the employer. In other words, it hinges on the reciprocal promises and obligations implied in employment relationship integral to public personnel management in our contemporary times.

Though Argyris was the first, in 1960, to introduce the concept of the psychological contract to the organizational psychology literature, and much of the early work on the concept was done in the 1960’s (Levinson, Munden, Mandl and Solley, 1962; Schein, 1965), its origins can be traced to the earlier writings of Barnard (1938) and March and Simon (1958) (cited in Roehling, 1997). Barnard’s (1938) theory of equilibrium adopts an exchange perspective in order to explore the conditions under which an organization can continue to elicit its members’ participation.
 According to this theory, employees continue to make valuable contributions as long as they receive valued inducements from their employer. March and Simon (1958) further developed the inducements-contributions model, emphasizing both the tangible and the intangible aspects of the exchange. To some extent, March and Simon allude to the idea of an unwritten contract in order to capture the exchange of inducements and contributions between employee and organization. According to Conway and Briner (2005), despite the striking similarities between the concept of the psychological contract and the inducements-contributions model, the influence of March and Simon’s model of exchange is rarely recognized in psychological contract theory. Although the classic definitions of the psychological contract (Argyris, 1960; Levinson et ah, 1962; Schein, 1965) emphasized somewhat different aspects, they all saw mutuality as an important element of the contract.
 For the first time, Argyris (1960) applied the term “psychological contract” in order to describe the social exchange relationship between employees and foremen in a factory. Argyris saw the informal workplace culture and its unspoken norms as the driving force behind the contract. Less explicitly, Argyris described the psychological contract as a mutual agreement on reciprocal exchange 13 between the group of workers and the foremen: both parties had to have the same understanding of what they were obliged to do in order to maintain the existing psychological contract and a workable exchange relationship. 
In line with this, Levinson et al. (1962) highlighted the intangible aspects of the relationship and defined the psychological contract as “a series of mutual expectations of which the parties to the relationship may not themselves even be dimly aware but which nonetheless govern their relationship”. The authors also recognized the dynamic nature of the psychological contract by viewing it as evolving over time as a result of the changing needs of the exchange partners, and through the process of reciprocation. Schein’s (1965) contribution to the development of the concept of the psychological contract is worth noting.
Roehling (1997) notes in his review of the origins of the concept of the psychological contract that Schein’s book, Organizational Psychology (1965), was quoted in virtually all writings about the psychological contract published in the 1970s and 1980s. According to Schein, the contract presented a key way of analyzing the employee-employer exchange. Like Argyris (1960) and Levinson et al. (1962), Schein emphasized the importance of mutuality: employees would evaluate their contract in accordance with the extent to which there was correspondence between their own and the organization’s expectations. The better the match between employee and employer expectations, the higher, for example, productivity, job satisfaction, loyalty and enthusiasm were likely to be.
 Many researchers have sought to define a psychological contract and most of these definitions have echoed similar themes, which include expectations, beliefs, reciprocity, and obligations. For the purpose of this research, the definition that will be utilized states that a psychological contract is an employee’s belief in a reciprocal obligation between the employee and the organization (Rousseau, 1989). Researchers have agreed that a psychological contract is subjective in nature in that it depends on the employee’s point of view regarding what obligations the organization must fulfill (Bellou, 2009; Rousseau, 1989; Rousseau, 1995). As Rousseau (1989) contends, this contract becomes an essential 14 element to the relationship between the employee and the organization because it affects employee job outcomes.
The development of a psychological contract begins with subjective points of view that the job applicant holds and can be predicated by the belief that there will be reciprocity once the job applicant is hired (Hess &Jepsen, 2009). Rousseau (1989) first defined the nature of a psychological contract, how a contract develops and evolves, what is needed to maintain a contract, and how a 
 This initial exchange of promise and consideration sets the stage for the relationship between the employee and the organization. After the employee begins working at the organization, reciprocal expectations are formed and may contain a range of assumptions, including a mutual understanding that hard work will result in continued employment. Consistent patterns of inducements and contributions over time reinforce the mutual understanding and then lead to the building of trust between the employee and the organization. This leads to the employee’s belief that the organization is obligated to continue employment into the future as long as the employee performs well and contributes to the organization’s wellbeing (Rousseau, 1989). 15 Within a psychological contract, it is possible that the employee and the organization may perceive the obligations or expectations differently. For example, the employee may believe that hard work is defined as diligently completing all assigned tasks during the normal 40-hour work week; however, the organization may only reward those who work in the evenings or weekends as well as the normal 40-hour work week. 
Although an organization may have expressed expectations or standards for work performance, it is important to emphasize that organizations themselves cannot perceive a psychological contract. Managers may perceive a psychological contract with an employee; however, only employees have psychological contracts, not organizations (Rousseau, 1989).
2.2.1. The content and the type of psychological contract
Essentially, the psychological contract is about the deal between an employer and an employee - something is exchanged for something else (Conway and Briner, 2005). Unlike legal employment contracts, these deals are informal and often implicit and indirect, based on perceptions and interpretations of the other’s attitudes and behaviors. 
Therefore, the content of the contract is essentially captured by the implicit and explicit promises that the exchange parties believe they have made and that have been made to them in the course of the evolving exchange relationship. Examples of some promissory items, from the viewpoint of both the employee and the employer, may include salary, recognition for good work, advancement opportunities, the degree of security in a job, the ability to work productively in a group, loyalty towards the employer, and the ability to see what must be done (Kotter, 1973; 
Rousseau, 1989). In terms of its scope, the contract captures not only isolated transactions such as 'pay for increased performance', but relates to an entire set of beliefs and perceptions regarding the reciprocal exchange relationship, potentially covering as many as thousands of items (Kotter, 1973). Drawing on theories of schema and cognition, this set of beliefs and perceptions is organized as a hierarchically structured mental model, a contract schema, of the exchange relationship (Rousseau, 1995; 2001). 

Due to the nearly endless number of possible contract terms, these terms are usually examined in empirical studies by means of pre-fixed rating scales. Certain obligations, or terms, tend to cluster together and form relatively stable composites. These composites are used as summaries of the contract’s content and to describe broad patterns in the contract. Most commonly, researchers have used nominal classifications of transactional and relational contract types (Rousseau, 1995). Transactional terms can be described by means of specific economic conditions, limited personal involvement, a low level of commitment to the job, pre-defined time frames, little flexibility, lack of development opportunities, and unambiguous terms readily observable to outsiders. Relational terms in turn include high emotional involvement, growth and development in the job, open-ended time frames, expectations of job security, dynamic working conditions, and subjective and implicitly understood terms (Rousseau, 1995). 
The relational type of contract is hence characterized through its socio-emotional nature by trust, job security and loyalty, whereas the transactional type emphasizes high performance in exchange for high pay (Herriot, Manning and Kidd, 1997). Although the conceptual distinction between transactional and relational contracts is clear, the existing empirical evidence questions their existence as independent contract types (Conway and Briner, 2005; King and Bu, 2005). Some researchers have noted that the transactional and relational dimensions have been replicated inconsistently across studies (Arnold, 1996; Roehling, 1996). Others argue that psychological contracts may consist of more than two dimensions. For example, Coyle-Shapiro and Kessler (2000) found empirical evidence for three dimensions: transactional, relational and training. 
Moreover, psychological contract studies typically use specific sets of contract items that make it difficult, if not impossible, to retain consistent transactional and relational types of contract (Conway and Briner, 2005). Consequently, many researchers have abandoned the relational/transactional distinction in favor of capturing a variety of elements of the psychological contract (e.g. benefits, pay, advancement opportunities, resource support and good employment relationships) 19 (Robinson and Morrison, 1995; Lester, Tumley, Bloodgood and Bolino, 2002) and others in order to use a global unspecified measure of contract fulfillment and breach (Robinson and Morrison, 2000; King and Bu, 2005; Tekleab, Takeuchi and Taylor, 2005). Moreover, as the employment relationship becomes more individualized and the employment deals more particularistic (Guest, 2004), less fixed ways of measuring the content of the psychological contract could be more appropriate.
2.2.2 Types of Psychological Contract and Dimension 
Psychological contract by the presence of different subjects divided into two categories: Employee Psychological Contract and Organizational Psychological Contract. And each category contains two aspects: Organization of staff responsibility, saying the organization responsibility or employer liability; Employees of the responsibilities of the organization said the employee liability or an employee responsibility. 
The relationship between employees and the organization, in addition to the content of the formal employment contract provisions, but also the existence of implicit, informal, mutual expectations unpublished note, this is a psychological contract. If an organization only emphasizes economic contract, ignoring the psychological contract, employees often manifested in lower satisfaction, because all their expectations have not been met. They might reduce their contributions to the work.
On the other hand, if the employee's psychological expectations and economic aspirations can be met, they tend to experience the satisfaction willing to stay in this organization, and work hard. Psychological contract is also an important determinant of employee behavior. Although the labor contract as a contract for the establishment of conditions for consent of the parties, but for the employees affected, but the relationship between personal experience and characteristics of employees with the organization's history and the larger social context. These factors are intertwined; they constitute an integral part of the employment relationship - psychological contract.
Generally, there are four which including transactional, relational, balanced and transitional (Rousseau 1989). 
Transactional psychological contract; - refers to short-term exchanges of employment agreements about specific performance terms, which means the agreements of the parties are narrow and have a limited period of time and it does not have training and other developments (Rousseau, 2000). Moreover, Blau (1964) supports that the transactional psychological focuses on the economic terms and condition in exchange of agreements. 
Relational psychological contract; refers to long-term exchange in employment agreements and non-specific performance terms, which “employer committed to offer stable wage and long-term employment and support well-being and interest of employee as well as their family” (Rousseau, 2000). Furthermore, relational psychological contract focuses on social exchange and economic terms in condition of exchange agreement of the parties (Blau, 1964). 
Balanced psychological contract; is about the agreements of the parties with long-term and specific performance terms which employer provides “continuous training and enhancing worker’s long-term outside and within the company” (Rousseau, 2000). Balanced psychological contract focuses on socio-emotional and economic terms, conditions in exchange of agreements and relationship of the parties (Hui, Lee and Rousseau, 2004). 
Transitional psychological contract; is about the agreement of the parties with short-term exchange without specific performance terms (Rousseau, 2000). “The transitional psychological contract presents no commitment from either party, so they do not constitute a true psychological contract” (Hui et al. 2004). 
 2.2.3 Features of psychological contract
2.2.3.1 Subjectivity Content psychological contract 
Subjectivity is the responsibility of individual employees for mutual recognition, or a kind of subjective feeling, rather than the fact that mutual responsibility itself
2.2.3.2 Individual differences
 For the relationship between the individual and his organizations have their own unique experiences and insights, therefore, individual psychological contract may be inconsistent with the content of the employment contract, may also be other person or third party (such as an organization's agent) to understand and explain inconsistent.
 2.2.3.3 Dynamic Formal employment contract 
Dynamic is generally stable, with little change. But the psychological contract was in a constant state of change and revision. Any relevant work organization changes, whether physical or social, have an impact on the psychological contract; people working in an organization also affect the range of time covered by the psychological contract. The longer working hours, the content implied mutual expectations between employees and the organization and responsibilities of the more. 

There are differences between the psychological contract and expectations. Psychological contract is not only desirable properties, including responsibilities and obligations and reciprocal commitments. It includes the contents of those employees believe they are entitled to and should get something. Distinguish between these two concepts have a practical significance, generated when the expectations are not realized mainly produce a more intense negative emotional responses and subsequent behavior disappointment, psychological contract breach, and its core is an anger, employees feel the organization treachery, they have been unfairly treated. It encourages individuals to re-evaluate their relationship with the organization, and organizational commitment, job performance, job satisfaction and employee turnover have an adverse effect. First, the psychological contract parties not unilateral. Individual party expectations or beliefs constitute both the psychological contract. Wherein the parties can not only be individuals, groups and organizations may be. Second, the psychological contract is also desirable that tacit agreement of the parties. That is, the psychological contract is part of the agreed issues of common concern in the party. If their psychological expectations, beliefs and did not let each other perception was acknowledged, it is just a unilateral wishful thinking. Consensus was not reached expectations; beliefs do not belong to the category of psychological contract research. 
Third parties understand their rights such tacit agreements and obligations expected to be borne. If the other party does not fulfill the corresponding obligation of the rights of one's own damage, it will make some in the psychological and behavioral reactions. Fourthly, the parties did not express their expectations and promises by the apparent form orally or in writing directly and clearly, but in certain situations and cultural background, through mutual awareness, understanding and exchange of hint, and then psychologically recessive agreements reached. 
The above three reflect the above meaning of the "contract" essential attribute of this genus concept, except verbal contract sucked fourth psychological contract and other belong to different species, written contracts and other off essential attribute. 
2.2.3. Formation and Development of Psychological Contract


Rousseau (2001) proposed that psychological contracts are grounded in an individual’s
schema of the employment relationship. This schema develops early in life when
individuals develop generalized values about reciprocity, hard work which are influenced
by family, school, peer group and interactions with working individuals (Morrison and
Robinson, 1997). 
Before individuals first employment experience, they have developed assumptions about what they should give and receive in an employment relationship and it is this schema that influences how an individual interprets the cues and signals from the organization. The socialization period seems to be particularly important in terms of organizational influences in shaping an individual’s psychological contract. Once an individual’s schema is fully formed, it becomes highly resistant to change; also during the early socialization period, newcomers are more inclined to search for additional information to “complete” their psychological contract thereby reducing uncertainty.

Anderson and Schalk (1998) found that higher levels of socialization reduced employee
perceptions of employer obligations during the first three months of employment. In their
study the new army recruits adjusted their psychological contract over an eight-week
period and this change was influenced by social information processing that “moved”
their psychological contract closer to that of experienced soldiers. They also realized that
newcomers changed their perception of employer obligations based on the inducements
they had received and also, newcomers changed their perceptions of what they had
promised based on what they had contributed. Shapiro and Kessler (2000) showed that
newcomer proactively and socialization tactics were important in influencing newcomer
evaluation of their psychological contract during the first year of employment.

Additional organizational influences include human and structural contract makers 
(Rousseau, 1995). Human contract makers (recruiters, managers and mentors) play an
important role in communicating reciprocal obligations to employees and in particular,
the line manager (Guest and Conway, 2002). Structural contract makers (human resource
management practices) have been positively linked to the number of promises made to
employees as perceived by managers.
2.2.4. The content of psychological contract
 Robinson, Kraatz, Rousseau (1994) did some empirical studies in the contents of psychological contract. Staff believes that the seven factors of the responsibility of the organization are: Enrichment work, fair wages, growth opportunities, promotion, adequate tools and resources to support the work environment, and attractive benefits [9]. While staff believes that eight projects of employees' responsibility are: Loyalty, work overtime voluntarily to do those tasks required of non-accept moving requirements, competitors refused to provide support, protection of private information organization, advance notification before leaving, in the organization of work at least two years.
 Most researchers and practitioners believe that the content of the psychological contract in recent years, great changes have taken place. Hiltrop (1995) using a model of these changes are summarized which is divided into eight categories: Focus, Forms, Foundation, Responsibilities of employers, and Responsibility of employees, Contractual relationship and Career Management. They generalize on the basis of interviews with 25 projects cluster analysis, seven projects using factor analysis also proved the existence of seven factors.
2.2.5. Dimensions of psychological contract
Two-dimensional structure MacNeil (1985) proposed a conceptual contractual relationship is divided into two categories: transactional and relational. Relational psychological contract is employment contains both socio-emotional openness structures. Transactional psychological contract is a highly concerned about the structure of short term economic factors.
 High performance teams always stand in the between of Relational psychological contract and Transactional psychological contract. Robinson, Kraatz, Rousseau (1994) conducted an empirical study, based on the content of the psychological contract research, factor analysis; we found two significant factors, namely: transactional factor and relational factor. Transactional factor reflects the 32 employee to work overtime, work duties outside the cost, in exchange for high compensation, performance incentives, training and career development organizations, based on economic exchange based on contractual relations. 
Relational factor reflects the employee to work long-term, loyal and willing to accept the cost of internal work adjustment, in exchange for long-term job security organizations, community based emotional exchange based on contractual relations. 2.3 The concept of Job Satisfaction (JS) JS is an attitude or variable that reflects how people feel about their jobs. It emphasizes the specific task environment where an employee performs his or her duties and reflects the more immediate reasons to specific tangible aspects of the work environment (Mowday, Porker and Steers, 1982).
 There are many facets of job satisfaction, with common classifications being pay, promotion, benefits, supervision, coworkers, job conditions, and the nature of the work itself, communication and job security. When an employee experiences discrepancy between what was expected and what was received in one or more of these facets, the employee may experience a decrease in job satisfaction especially if these facets were viewed as important by the employee (Robinson and Rousseau, 1994). Armstrong (2001) states that the level of job satisfaction is affected by intrinsic and extrinsic motivating factors, the quality of supervision, social relationships with work groups and the degree to which individuals succeed or fail in their work. People are motivated to achieve certain goals and will be satisfied if they achieve these goals. They may be even more satisfied if they are then rewarded by extrinsic recognition. He argues that work-life balance policies define how the organization intends to allow employees greater flexibility in their working patterns so that they can balance what they do at work with the responsibilities and interests they have outside work. The policy indicates how flexible work practices can be developed and implemented. It emphasizes that the number of hours worked must not be treated as a criterion for assessing performance. It sets out guidelines on specific arrangements that can be made such as flexible hours, 33 compressed working week, term-time working contracts, working at home, special leave, career breaks, and various kinds of services. 
According to Rousseau (1989), Psychological contracts are best understood when they
are violated. This provides one of the reasons that might be more interesting to study
breach and violation. A reason for this is that Psychological contract breach and violation
are relatively common, but can significantly affect employee behavior, attitude, job
satisfaction and commitment to the organization.
2.3. Importance of psychological contract
 Guest and Conway (2000) put forward two advantages to the study of the psychological contract. Firstly, the psychological contract is valuable because it recognizes the individualization of the employment relationship. Both parties in the employment relationship ' employer and employee ' have their own views on the mutual obligations. 
The psychological contract is about subjective perceptions. Secondly, although the psychological contract contains the expectations and concerns of the individual employee, it also allows the contextual factors to shape individual attitudes and behavior. These contextual factors include company policy, union role and organization nallimate. On the other hand, the psychological contract framework also allows for an active individual, who can change the deal (i.e. his/her attitudes and behavior) when his or her expectations are not being met.
 In general, one can state that human resource practices influence employee attitudes and performance largely through the psychological contract (Guest & Conway, 2000). The psychological contract therefore provides a useful and interesting framework for understanding these attitudes and behaviors. Psychological contract is individual’s belief regarding reciprocal obligations in a dual relationship such as employment (Sebastian, 2015).
2.3.1 Employment Contract and Psychological Contract

Armstrong (2014) explains that the employment relationship is governed by express agreements between employers and employees including contracts of employment, the term sampled by common law and statutory requirements. Geraldetal. (2015) argue that contract development begins before the perspective employee is hired. The perspective employees’ tarts out with expectations about what employment will be like with this organization. The perspective employee will start together facts from the vacancy a noun cement, newspaper advertisement, on-line job posting, etc. Most of these facts are concerned with the economic transactions that bound the position. Next, during the interview process he perspective employee gains more knowledge about the aspects of the job. The details are often related to the organizational culture, the  roles and responsibilities of  the  position, the  current management,  resources available, promotion opportunities, etc. All, or part, of these facts are retained by the perspective employee who uses them to start building aspects of the psychological contract.
2.4. Definition of Job Performance
The Oxford English Dictionary deﬁnes performance as:  ‘The accomplishment, execution, carrying out, working out of anything ordered or undertaken.’ This refers to outputs/outcomes (accomplishment) but also states that performance is about doing the work as well as being about the results achieved. Performance could therefore be regarded as behavior – the way in which organizations, teams   and   individuals   get   work   done.   Campbell   (1990)   believes   that:

‘Performance is behavior and should be distinguished from the outcomes because they can be contaminated by systems factors.’ A more comprehensive view of performance is achieved if it is deﬁned as embracing both behavior and outcomes. This deﬁnition of performance leads to the conclusion that when managing the performance of teams and individuals both inputs (behavior) and outputs (results) need to be considered. (Armstrong, 2009)

Armstrong (2009) argues that Vroom (1964) suggested that performance is a function of ability and motivation as depicted in the formula: Performance = ƒ (ability × motivation). The effects of ability and motivation on performance are not additive but multiplicative. People need both ability and motivation to perform well, and if either ability or motivation is zero there will be no effective performance. A formula for performance was originated by Blumberg and Pringle (1982). Their equation was:

Performance = individual attributes × work effort × organizational support
2.5. The Employment Relationship

Armstrong  (2014)  defines  an  ‘employee’  as  a  person  who  works  under  a  contract  of employment, the tacit assumption being that ‘the employer’ is the other party to the contract. The concept of employment relationship then emerges as this two party’s meet for a purpose in a formal or informal environment.  He further explains that the employment relationship  is  a constant process that happens any time the employer has dealing with the employee.

According to a report by CIPD (2010), the new perspective in employment relationship and the subsequent change in how employment relationship is viewed spark led an interesting chapter to study about psychological contract. The traditional psychological contract which necessitates an offer for commitment by the employee in return for the employer for providing job security or in some cases the legendary “job for life “is being replaced by the new deal that is said to rest on an offer by the employer of fair pay and treatment plus opportunities for training and development. This notion could also imply that this new concept of employment relationship calls for a reciprocity of obligations and expectation between the employer and employee. Hence, the concept of psychological contract consists of expectations and obligations from both parties. Employees have expectations from their employers and Employers have expectations from employees. These expectations could be written or unwritten. And psychological contract focus on the unwritten expectations.

The starting point of the employment relationship is an undertaking by an employee to provide skill and effort to the employer, in return for which the employer provides the employee with a salary or a wage (the pay–work bargain). Initially the relationship is founded on a legal contract. This may be a written contract but the absence of such a contract does not mean that there is no contractual relationship. Employers and employees still have certain implied legal rights and obligations. The employer’s obligations include the duty to pay salary or wages, provide a safe workplace, to act in good faith towards the employee and not to act  in such a way as to undermine the trust and confidence of the employment relationship. The employee has corresponding obligations,  which  include obedience,  competence,  honesty and  loyalty.  This perspective  also  paves  a  way  to  have  a  deep  look  at  the  non  –legal,  unwritten  form  of employment contract known as psychological contract (Armstrong, 2014).

Denise (2007) also argues that there exist some non-material benefits that an employee may give

(‘transfer’) to their employer that have been identified as including extra care, consideration,

responsibility and loyalty than would normally be expected or required from an employee .The reciprocal reward (again, ‘transferred’) could be the extra confidence that management has in that employee, possibly leading to increased security and advancement opportunities. But what governs this form of reciprocity in the employment relationship? Will it have effect on organizational   performance?   Employee performance?   Can   employees   claim   for   their expectations from the employer if not fulfilled? This study will assess the two major dimensions of  the  psychological  contract  and  its  effect  on  perceived  employee  performance  exploring theories and related perspectives.

2.5.1 The Employment Relationship and Psychological Contract

As described by Guest (1996), the psychological contract may provide some indication of the answers to the two fundamental employment relationship questions that individuals pose: ‘What can I reasonably expect from the organization?’ and ‘what should I reasonably be expected to contribute in return?’ But it is unlikely that the psychological contract and therefore the employment relationship will ever be fully understood by either party. Daniel (2012) suggests that the exchange relationship between employer and employees is based on reciprocal obligations. Nevertheless, employees will differ in what they perceive as organizational obligations. This perception may also change due to a number of situational factors such as employment duration, age, sex and status of the employee.

According to Armstrong (2014), relationships between employers and employees are founded on some  underpinning but  seldom  articulated  philosophies.  These are the unitary and pluralist views, the unitary view is one typically held by management, who sees its function as that of directing and controlling the workforce to achieve economic and growth objectives. To this end, management believes that it is the rule-making authority. Management tends to view the enterprise as a unitary system with one source of authority – itself – and one focus of loyalty – the organization.  The  pluralist  view,  as  described  by  Fox  (1966),  is  that  an  industrial organization is a plural society, containing many related but separate interests and objectives which must be maintained in some kind of equilibrium. The topic of psychological contract and studying its influence on organization is worth studying as far these two divergent views are discussed.

2.6. Empirical Review

Based on Social Exchange Theory (Homans, 1961) research in psychological contract
between employer and employees has produced a number of important messages for
managers. Despite the academic origins of the term, many managers believe that the idea
of the psychological contract offers a valid and helpful framework for thinking about the
employment relationship against the background of changing working relationships. 
The literature on the psychological contract has expanded considerably over the past years,
primarily under the influence of Rousseau (1989; 1995; 2001). However, the concept has
a much longer and deeper pedigree, with its antecedents evident in earlier work on social
exchange theory. Central to this theory is that social relationships have always been
comprised of unspecified obligations and the distribution of unequal power resources
(Guest, 2004).In terms of organizational analysis, social exchange constructs are clearly
evident in the work of Argyris (1960), and Levinson (1962). Argyris (1960) used the term
‘psychological work contract’ to describe an embedded ness of the power of perception
and the values held by both parties (organization and individual) to the employment
relationship. Significantly, this earlier literature illustrates the point that employment relationships are shaped as much by a social as well as an economic exchange. Developing this further,
Levinson (1962) saw the psychological contract as a series of mutual expectations of
which the parties to the relationship may not themselves be dimly aware but which
nonetheless govern their relationship to each other. According to Schein (1978), these
expectations between the organization and individual employee do not only cover how
much work is to be performed for how much pay, but also a whole set of obligations,
privileges and rights. Schein’s insightful contribution alerts us to the idea that labor
unrest, employee dissatisfaction and worker alienation comes from violations of the
psychological contract that are dressed up as explicit issues such as pay, working hours
and conditions of employment which form the basis of a negotiable rather than a
psychological agenda.
2.7 Conceptual Framework

The conceptual Framework of this study is depicted in the following figure which indicates the independent and dependent variables.
                    Independent   variables                                                         Dependent variables  
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CHAPTER THREE
RESEARCH DESIGN
3.1 Introduction
Under this section research design, the sources of data, method of data collection and analysis were discussed, which helps the researcher to answer research questions and met research objectives. 

3.2 Research Design
Research design refers to a conceptual structure indicating how the research ought to be conducted (C.R.KHOTARI, 2004). It is also implying the conceptual and operational structure within which research activities are accomplished (Sungau, Ndunguru, & Kimeme, 2013).
The study survey employed a descriptive research design since, descriptive research examines a situation as it is and enables us to understand the way things to assess and describe the grant financial management practice of Federal public organizations taking the case of FMOH
3.3   Research Approach
There are two basic kinds of research approach which are categorized as Qualitative and Quantitative. This research was conducted using the Quantitative approach. According to Debris a (2017), Quantitative method focus on information that is numerical. It classifies features and construct statistical models. It isolates variables to explain the relationship between the mind determines the magnitude and frequency of the relationship.

3.4 Data Type and Data source
To conduct  this research, the researcher used primary and secondary sources of data that can be examined from the organization through questionnaire from targeted FMOH staff and agencies to get information on their perception on grant management process and its perceived impact on grant management efficiency and  Secondary data relevant for this research, in the form of grant management practices, manuals and evaluation reports, organizational grant management policies and guidelines will be reviewed. Previous researches on the topic and websites of different funding agencies and grant management (pass thorough) organization reviewed.

3.5 Sampling method
3.5.1 Population

This research taken place in FMOH, in Addis Ababa, Ethiopia, and it is focused on Finance directorates and grant unites as well as selected program units those who have direct relation with grant financial management practice. Finance directorate, Grant units and Program directorates of FMOH are the source of primary data. The study unit was almost the whole staffs of finance directorate and grant unites as well as program coordinators population identified based on the roles and responsibilities related to the execution of various grant and financial activities affecting grant financial management practices. Included in the study unit were Directors, Program Coordinators, Monitoring & Evaluation Officers, grant management managers, senior grant management officer, Team leaders, Finance and procurement advisors, Senior Finance Officers and Finance Officers. Table 1.  Sample Population used
	Job Category
	Number of Employees
	Sample

	Top Management
	30
	28

	Supervisory Staff
	138
	102

	Operational Staff
	1532
	168

	Total
	              1670
	298


3.5.2 Sample size

The sample size is governed by the target population and for this study the researcher taken sample using persuasive sampling method. The sample is consisting of Directors, Program Coordinators, Monitoring & Evaluation Officers, executive management managers, senior executive management officer, Team leaders, Finance and procurement advisors, Senior Finance Officers and Finance Officers. Hence studies attempted to minimize cost, increasing the accuracy of the study and speed of data collection and availability of population element. Hence the total population would be 1670 and by using Taro Yamane's (1967) statistical formula, the total sample size became 310 by the same proportion the study classifies for each department. Taro Yamane (1967), statistical formula 

n =           N____           
𝟏+N (𝒆) 𝟐
N = the total target population

 e = the level of precision (sampling error) 

n = the sample size 

Therefore, the simplified formula to calculate the sample size used for this particular study is:
n = N        =        1670
1+N (e) 2      1+1670(.05)2

=297.677=298
3.5.3 Sampling Technique

The study used persuasive sampling method to select the respondents of the study survey. The main reason is to achieve the quality of anticipated data that fairly to assess and describe the grant financial management practice of Federal public organizations taking the case of GSC.

3.5.4 Method of Data Analysis

The data gathered on grant financial management practice of FMOH through structured questionnaires. Moreover, quantitative data information obtained from structured questions closed ended questions in the questionnaire. The collected data analyzed by using descriptive methods of analysis. Descriptive statistics helps the researcher to provide details of the various aspects regarding to the grant financial management practice. The study used table & percentage distribution, frequencies, means and standard deviations were used by the help of Statistical Package for Social Science (SPSS) version 22 software
3.6 Validity and Reliability

3.6.1 Validity of the instrument

Validity of a research instrument assesses the extent to which the instrument measures what it
is designed to measure (Robson, 2011). It is the degree to which the results are truthful. The
questionnaire is given to senior staffs which have direct relation with grant financial management practice and checked as per their comments to be clear for the participants to answer correctly which gives content validity for the research. The research questioner has been distributed to professional staff and experienced in grant financial management area so as professional persons they give right answer for the question this is internal validity.
3.6.2 Reliability of the Instrument

Reliability is about the consistency of a measurement. The study used Cronbach’s Alpha to
measure internal reliability for tests with multiple possible answers. Internal reliability or
consistency is a measure of how well the test is actually measuring what it wants to measure 
(Duffy &Kilbourne 2001). The reliability of the data is tested by Cronbach’s alpha test. As
per Ursachi et al. (2015), the generally accepted rule on the level of reliability of the
instrument’s internal consistency is needed to be more than 0.6 to 0.7. A reliability score of
0.60 and 0.70 or above is considered as the instrument has internal consistency. As can be
seen in Tables the reliability of the instrument was tested by Cronbach’s alpha test. The
test statistics value for all grant financial management practice indicator variables and the
overall test statistics value was greater than 0.6. As a result, the data used in this study were
reliable and we can use it for analysis without biasness.

	1. Correlation Tables
2.1 Factors that affect Psychological Contract

	Cronbach's Alpha
	N of Items

	.762
	7


The Cronbach’s alpha (α) for the total is .762which is more than .7 which is acceptable and
reliable

	2.2 Factors that affect Psychological Contract

	Cronbach's Alpha
	N of Items

	.704
	7


The Cronbach’s alpha (α) for the total is .704 which is more than .7 which is acceptable and
reliable
	2.3 Factors that affect Psychological Contract

	Cronbach's Alpha
	N of Items

	.802
	4


The Cronbach’s alpha (α) for the total is .802 which is more than .7 which is acceptable and
reliable.
3.7 Ethical consideration

The researcher adhered to the following code of ethics during the research:  

The researcher obtained the respondents ‘permission to participate in the depth interviews and the completion of the questionnaire. The researcher informed each respondent about the purpose of the survey and the respondents. The researcher assured respondents ‘anonymity and confidentiality. The data were analyzed as an aggregate without references to specific respondents ‘responses.

CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1 Introduction

This chapter presents the findings of the collected data and the analysis and interpretation carried out based on the findings. This study was conducted to evaluate the Gullele sub city in Addis Ababa, Ethiopia. A total of 310 questionnaires were distributed to the sub city staff members in charge of sub city public service and top management. Of the 310 respondents, but (298) of the respondents from the sub city staff members filled out their questionnaires completely and sent them back to the researcher. Given that the entire population was targeted, the surveys' collected data show nearly 96.129% response rates, which is satisfactory.

In order to offer the data a useful interpretation, this analysis included descriptive statistics methods of frequency, mean, and standard deviation. The data analysis and comments of the research study's conclusions are presented in this chapter. The results are presented under the following headings: respondent profile, pre-award assessment of Gullele sub city's public service management practice, award assessment of Human Resource management practice, post-award assessment of Human Resource management practice, closeout assessment of Human Resource management practice, and key findings.

4.2 Demographic Profile of the Respondents

Demographic respondents were profiled using various criteria such as age, education, years of experience, and job title.

Table 2 Illustrates the demographic profile of the respondents in the survey according the highlighted criteria.

Table 2.DemographicProfileofRespondents

	1.  Gender
	Category
	Frequency
	Percent

	
	Male
	183
	61.4

	
	Female
	115
	38.6

	
	Total
	298
	100%

	2. Age
	Category
	Frequency
	Percent

	
	20-30  Years Old
	                        96 
	                     32 

	
	31-40 Years Old
	                      125 
	                     42 

	
	41-50 Years Old
	                        61 
	                     20 

	
	51 and Above
	                        16 
	                       5 

	
	Total
	                      298 
	100.0%

	3. Marital Status
	Category
	Frequency
	Percent

	
	Single
	                      114 
	38%

	
	Married
	                      165 
	56%

	
	Divorced
	                        19 
	5%

	
	Total
	                      298 
	100.0%

	4. Educational Level
	Category
	Frequency
	Percent

	
	High school Certificate
	9
	4.8

	
	College Diploma
	25
	13.4

	
	Bachelor Degree
	128
	68.8

	
	Master’s Degree
	24
	12.9

	
	Total
	186
	100%

	5. Monthly income
	Category
	Frequency
	Percent

	
	Below than Birr 2000
	0
	0.00%

	
	Birr 2001 – Birr 3000 
	13
	4.40%

	
	 Birr 3001 – Birr 4000 
	43
	14.40%

	
	Birr 4001 – Birr 5000  
	37
	12.40%

	
	Birr 5001 – Birr 6000  
	70
	70%

	
	More than   Birr 6000  
	135
	45.30%

	 
	Total
	298
	100%

	6.   Experience   in Gullele sub city Administration
	Category
	Frequency
	Percent

	
	2-5 years
	58
	19.50%

	
	6-10 years
	102
	34.20%

	
	11-15 years
	81
	27.20%

	
	16- 20 years
	34
	11.40%

	
	above 21 years
	23
	7.70%

	
	Total
	298
	100%

	7. Job Level
	Category
	Frequency
	Percent

	
	Management
	28
	9.7

	
	Supervisory
	102
	21

	
	Operational Staff
	168
	69.3

	
	Total
	298
	100%


Source-Survey Data,2022
Table 2 shows he demographic profile of 298 respondents. In terms of the age proportion, 32 % of the respondents are between the age of 20-30and42 % of them fall in the range of31-40. These two categories comprise of the largest percentage of the respondents.20% of the respondents are within the age range 41-50. And there are five respondents above 51years. This age distribution indicates that GSC has highest number of employees who could be productive for the organization.

As far as the Martial status of the respondents is considered, 38% of the single, 56% are married and 5% divorced. This distribution indicates that the organization has almost equal number of employees in this social status category.

The Educational status of the respondent’s shows that the largest percentage of the workforce have a Bachelor Degree which is 68.8%. And 13.4% of them have college Diploma. And those who hold Master’s Degree are 12.9%. There are also 4.8% who have a high school certificate. This distribution shows that GSC has large number of university educated workforce.

In terms of their roles in the organization, the majority of respondents (69.3%) are operational staff. This is followed by 21% of the respondents who are in supervisory. And 9.7%ofthe respondents are in managerial role.

They years of service distribution of the respondents how highest number of employees have worked in the organization for more than1year.19.50% have worked between the year1-5and

34.20% have worked between the years 5-10. 27.20% of the employees have worked for more than11years.7.70% percent of the respondents have worked more than 21 years. This distribution indicates that most of the employees have been with the organization for long period and must have experienced the different dimension of psychological contract. And they can describe their responses in the transactional and relational dimensions of psychological contract for the study undertaken very well.

4.3 Descriptive Statistics
Descriptive statistics was employed to a assess the mean and standard deviation of the responses from the respondents with regards to the four key indicators of the independent and dependent variable (Psychological contract transactional dimension, psychological contract relational dimension, Transitional and ).
4.3.1Descriptive Statistics of Psychological Contract

In order to assess the perception of employees regarding the two dimensions of psychological contract, the researcher has summarized the measures with the respective means and standard deviation. The mean and standard deviation analysis used the rule of thumb developed by Zaidato l(2009).According to Zaidatol (2009), comparison base of means core for a five point Liker scale instrument where theme an score is below 3.39 is considered also; the means core from3.40upto3.79asmoderateandmeanscoreabove3.8isconsideredashigh.Thebelow table shows the mean value with the corresponding  standard deviation and interpretation of the data.

Thus the mean indicates to what extent the sample group averagely agrees or disagrees with the different statements. Standard deviation on the other hand shows the variability of observed responses from single sample.

Table 3.Summary of respondent’s opinion about the Transactional dimension of psychological contract

	Variable Indicators
	Mean
	Standard Deviation

	Transactional Psychological Contract Dimension
	
	

	Career development 
	3.35
	1.076

	Intra-organizational mobility 
	3.54
	.998

	Task description/job content 
	3.59
	.903

	Financial rewards/payment 
	3.59
	3.66

	Stimulating job 
	3.62
	1.04

	Fair Evaluation 
	3.30
	.940

	Job Satisfaction
	3.31
	.921

	Transactional Psychological Contract Aggregate
	3.47
	1.362


Source: Own Survey 2022

Table 3 describes the mean and standard deviation of transactional psychological contract. The item “I can leave at any time I choose” has the highest mean of 3.59 which fall sunder a moderate category as per Zaidatol (2009). And the item “I am under no obligation to remain in this company “comes second though ital. so falls under mode rate category. Besides, the item “I only perform specific duties I agreed to when hired “has also low mean (3.30) Items that further clarify the transactional psychological contract concept have lowest me a score; “I do what am paid to do” has a mean score of 2.28.

The aggregate mean for transactional psychological contract is 24.3 which is considered also as per Zaidatol (2009) classification. This indicates that employees have lower level of feeling for transactional dimension of psychological contract. As per the conceptual frame work illustration for the study and description of the variable indicators. The item “I have no future obligation to his company” has a mean score.

Table 4.Summaryofrespondent’sopinion about relational dimension of psychological contract

	Relational Psychological Contract Dimension

	Mean
	Standard deviation

	I would be happy to spend the rest of my career with this organization.  
	3.22
	1.237

	I enjoy discussing my organization with people outside it.  


	3.43
	1.097

	I really feel as if this organization's problems are my own.
	3.50
	1.022

	I do feel like 'part of family' of this organization
	3.52
	.985

	I do feel 'emotionally attached' to this organization.  
	3.52
	1.956

	This organization has a ‘sentimental value’ to me.  
	3.46
	.981

	I do feel a strong sense of belonging to this organization.  
	3.56
	1.142

	Relational Psychological Contract Aggregate
	3.46
	1.202


Source: Own Survey Data, 2022
Table above describes the mean and standard deviation of transactional psychological contract. The item “I can leave at any time I choose ”has the highest mean of 3.56 which falls under a moderate category as per Zaidatol (2009).And the item “I am under no obligation to remain in this sub city“ comes second though it also  fall  sunder moderate category.  Besides, the item “I only perform specific duties I agreed to when hired “has also low mean (3.43). Items  that further clarify the transactional psychological contract concept  that have  lowest mean score;  “I do what  am paid to do”  has a  mean score of 3.458.
4.7 Regression Analysis

Regression analysis was conducted to understand by how much the independent variable explains the dependent variable. According to W. Lawerence (2013), multiple regression results tell the overall predictive power of the independent variables on the dependent variable. A statistic, R squared (R2) tell show well as set of variable explains the dependent variable. The higher the value, the larger the effect on the dependent variable. The regression coefficient (Beta) determines the effect on the  dependent variable

4.7.1Regression Model Summary.
Table 5. Multiple Regression Result of Psychological Contract and Employee

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.806a
	.649
	.642
	.644

	a. Predictors: (Constant), Job Satisfaction, Financial rewards/payment , Intra-organizational mobility , Stimulating job , Task description/job content , Fair Evaluation


The regression model describes how much of the variance in employee Financial rewards/payment, Job Satisfaction, Intra-organizational mobility, stimulating job, Task description/job content, Fair Evaluation are explained by the selected psychological contract. As described in table 5, and as per the interpretation formula for regression the R-square value describes that as a symbol of effect size in multiple regression studies addresses the question, “with knowledge of scores on the predictor variables, what proportion (o percentage) of the variability in individual differences on the outcome variable can we predict?” Leily (2017). Hence, 64.9% of the variation in psychological contract on employees is explained by psychological contract transactional and relational dimension (where R squares. 649 and adjusted R square is. 642.  The rest of the variation maybe attributed to other factors which are not analyzed in this study.

4.7.2 Regression ANOVA

Table 6 .ANOVA Analysis Result
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	223.350
	6
	37.225
	89.781
	.000b

	
	Residual
	120.654
	291
	.415
	
	

	
	Total
	344.003
	297
	
	
	

	a. Dependent Variable: Career development

	b. Predictors: (Constant), Job Satisfaction, Financial rewards/payment, Intra-organizational mobility, Stimulating job, Task description/job content, Fair Evaluation




The Analysis of Variance (ANOVA)table shows the overall significance of the regression model form a statistical point of view. As the significance value of the F statistics show that value of which is less than 0.05, hence the regression model is significant. If the significance value of F is larger 0.05 then the independent variables do not explain the variation in the dependent variable this indicates that the variation explained by the regression model is not due to chance. And this model describes the effect of psychological contract (transactional and relational dimension) on employee performance at Gullele sub city Administration.
4.7.3. Regression Beta Coefficient
Table 7.BetaCoefficient Summary

	Co-efficient

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.078
	.193
	
	.406
	.685

	
	Intra-organizational mobility
	.615
	.051
	.570
	11.958
	.000

	
	Task description/job content
	.080
	.055
	.067
	1.442
	.150

	
	Financial rewards/payment
	.009
	.020
	.017
	.456
	.649

	
	Stimulating job
	.048
	.043
	.046
	1.136
	.257

	
	Fair Evaluation
	.346
	.058
	.302
	5.911
	.000

	
	Job Satisfaction
	-.163
	.054
	-.140
	-2.994
	.003

	a. Dependent Variable: Psychological contract


As it is described in the first chapter, the aim of this study was to examine the effect of psychological contract as independent variable on employees. Hence, the strength of predictor (independent variable) influence on the criterion (dependent variable) can be accessed through Beta coefficient. Hence, the regression coefficient explains the average amount of change independent variable that is caused by a unit of change in the independent variable.  The summary of the regression equation below explains the difference. These coefficients tell how much the dependent variable (psychological contract) is expected to increase when the independent variable increases by one holding the other independent variables (transactional and relational dimension of psychological contract.

In line with the regression equation developed for the study. The effect of the two dimensions of psychological contract on performance is illustrated as follows

y=a+b1x1 +b2x2+e

Employee Job Performance=a+b1(transactional psychological contract)+b2 (relational psychological contract) + e(error term)

B1 and b2 are the beta regression coefficients that represent the rate of change on one variable as a function change in another variable.

The regression equation model can be computed as following using the output from regression coefficient (weight) and the values for the regression weights are as follows


Y=8.743+.251(PCT) +.933(PCR) +e

Where; Y=Employee Performance
PCT=Psychological Contract Transactional

PCR=Psychological Contract Relational

From the Beta coefficient analysis, we can interpret that the relational dimension of psychological contract and employees has a higher significance on job condition (with coefficient of.570) than the Intra-organizational mobilityof psychological contract with a coefficient (.570). Previous researches also at test this. According to the research conducted by Cheng &Xu (2016) about the effect of the two dimension of psychological contract  manner Intra-organizational mobility, Task description/job content, Financial rewards/payment and Stimulating job regardsEmployee task performance and contextual performance were the key elements of the dependent variable  Job  performance used. Their research was developed through a quantitative method using a five score Liker scale on sample of 103 employees. The final result of the study revealed that a positive and significant relationship between psychological contract and employees.
CHAPTER FIVE

SUMMARY OF MAJOR FINDINGS, CONCLUSIONS AND RECOMMENDATION

This chapter describes the findings gained from the analysis and the discussion of the data collected, conclusions derived from the findings of the study and recommendations proposed to address the identified gaps if any

5.1 Summary of Major Findings

The main objective of the study was to examine whether psychological contract of employees at Gullele sub city in Addis Ababa has an effect on their perceived work place achievement. The objective of the research was also aimed at assessing the significance and the direction of relationship between the psychological contracts as expressed through the transactional and relational dimension with employees. Besides their search aimed to assess the perception of employees about psychological contract. Consequently, the research also tried to answer the following basic questions

-
How is the relationship between psychological contract and employees?

-
What is the level of influence of psychological contract on employee perceived at GSC?

-    What is the psychological contract on employee perceived job motive?

Hence, the following major findings were obtained from the data analysis result discussed in the previous chapter

-
As per the demographic data of the respondents collected, itisindicatedthat19.50%have workedbetweentheyear1-5and34.20% have worked between the years 5-10.27.20% of the employees have worked for more than11years.Thisindicatesthatrespondentshave had enough time within the organization to experience breaches or fulfill   men to the psychological contract. And the study has intentionally focused on gathering data from employees who have worked at least a minimum of six months and above. This research also indicates that there is no significant employee turnover at GSC.

-
The result of the descriptive analysis of the transactional dimension of psychological contract was found to be mean 3.35andstandarddeviation1. 076.The   highest mean score goes to the item “I can leave at any time I choose “which indicates that employees have no future plan to stay very long in the sub-city. The low   mean   score for this variable indicates that employees have low perspective towards the transactional psychological contract. They have low attitude towards “I work for pay “description of psychological contract. Besides, the low mean scores for working beyond one’s job description further strength the low attitude they have. These employees are not bonded by their role and pay

-
The result of the descriptive analysis of the relational dimension of psychological contractindicatesanaggregatemean24.21 with aggregate SD8.42. This indicates that employees have a relatively moderate and positive perception about accepting responsibilities beyond their role. It also indicates that they are welcome in taking new performance challenges and requirements. It also explains their moderate readiness to adjust to challenging business performance requirements. And they are committed to develop their knowledge and skills to add better values to the sub city.
-
ResultoftheregressionanalysisrevealsthatRsquareshows64.9%ofthechangein employee perceived performance was explained by psychological contract the remaining 35.1% could be due to other factors or variables which are not included in this study


-
Result of the regression coefficient beta indicates that the relational dimension of psychological contract has the highest influence in employees positively. The influence of transactional psychological contract on employee performance is minimal This results support the argument by Coyleetal., (2003) that breach of psychological contract has effects in the expected direction on job satisfaction, organizational trust and commitment, In-role and extra-role performance and turnover intentions. Where in role and extra   role motive are task carrier development and job mobility respectively.

5.2 Conclusion

Based on the study findings it has been observed that psychological contract has a positive influence on employee. Researchers on similar studies have also analyzed the effect of psychological contract on employees. A study by Melina (2015) conducted to examine the effects of psychological contract on employees. The study was conducted to assess the effect of the transactional and relational dimension of psychological contract with employee job mobility. A study was conducted on a sample of 310 book store employees whom 96.129 of them have filled out the questionnaire developed through the global psychological construct measurement. The result of the study revealed a significant correlation between the relational dimension of psychological contract and less obvious relation between the transactional dimension of psychological contract and employees.
The significance importance of the relational dimension of psychological contract has been revealed in the research findings. This supports the importance of the invisible part of psychological contract in the Guest Model which includes factors such as stability, employee loyalty, initiation and commitment of employees. These factor share of ten over looked and not analyzed in order to reinforce employee’s motive.

The study confirmed that the value of social exchange in organizational through expectations created by relational psychological contract have substantial importance to employees.  Employees could focus only on the transactional psychological dimension of their relationship with their employer. This transactional dimension enforces the employee to deliver what is clearly captured in  the  job  description  however  it does not supporting getting  a consistent motive from employees. Most of the commitments and performance drivers that help organization to achieve sustained motives are embedded in the relational dimension of psychological contract

The study in general indicates the relational dimension of psychological contract on the different areas of employee demission is significant. And this takes the critical component of the employer employee relationship that is not often captured in the formal employment contract which is binding by the law. And its influence on employee motive outweighs the effect of the formal contract that describes expectation of the employer from employees.

The study hadanimplicationforManagersatGUCandparticularlytothemanagementthat.In particular given   the highest number of respondents have stayed in the quality service for long, the social relationship in the workplace has vital importance in maintain and uplifting motive of employees towards the success of the sub city.

5.3 Recommendation

Based on the finding soft he study the following recommendations have been forwarded to the

Gullele sub city in Addis Ababa.
- Consider the importance of Psychological Contract on employees and embed the key elements of relational psychological contract in the human resource practices of the organization. This can be explained by clarifying expectation of the employer from employees from the very beginning of recruitment. Availing training and career advancement opportunities

-Though employees at the public servant have low opinion for the transactional dimension of psychological contract, the management needs to create some interventions to enable employees seethe future benefit of working in the government sector. This also  requires development of strong people development and succession strategy together with other HR practices

-The Management needs to build a culture well extra role behaviors (carrier development) beyond ones job role (tasks mobility) are recognized, valued and appreciated as a desirable behavior in the company.

-The performance appraisal at GSC employees a role based appraisal which is conducted twice annually. However, due to its impact on performance, the system needs to include a mechanism where extra role mobility commitments by employees are incorporated in the performance management process and recognized accordingly

-The Management needs to also intensify the learning and development platforms and opportunities for the employees internally and externally so that they make the best use of the relational dimension of psychological contract to boost job mobility mainly from the contextual perspective.
-The Management need to create strong awareness about the critical importance of the psychological contract mainly the relational dimension in the work places specially for the middle level management team members so that the supervisory team cultivate it more to reinforce employee performance for the benefit of the organization.

5.4 Areas for Future Research

Results of the study suggest that psychological contract is a meaningful and relevant concept and it is worth exploring in different sector. And it needs to be studied in amore intensive manner.
The scope of the study can be further included to assess the viewpoint of the employer (or Top executive management team) in order to triangulate findings of the research. Both Employers and Employees have expectations and obligations from each other, hence further research need to consider this in their scope. Conducting longitudinal research on organization will provide a solid assessment of psychological contract on employee and other human resource practices.

Applying a qualitative approach through interviews will help in substantiating the results. Including interview questions that are pre tested for the particular organization under study will provide a comprehensive finding on the topic

It is also suggested that it is good to set the minimum service year of the respondents for the study in the organization to two years at least so as to get a detailed insight about psychological contract included respondents who have served a minimum of 2 years.

The influence and effect of psychological contract can be also studied from different dimensions such as employee retention and employee engagement,
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Questionnaire

Dear Madam/Sir,  

This questionnaire is designed to collect information for a study which is conducted in order to enable the researcher to assess the effects of Psychological Contract dimension on Employee performance at Gullele sub city administration. The study is part of the researcher’s academic work for the accomplishment of the Masters of Business Administration degree at Kotebe University of Education. The findings of the study will be strictly utilized for the intended purpose. Therefore, you are requested to respond to all of the given questions. Please feel free to give out information and express your opinion, which will be received and treated with all due respect and confidentiality. 

I appreciate your cooperation 

INSTRUCTIONS:
 Kindly answer all the questions. The accuracy of your answer depends on your being straight forward in answering this questionnaire. You will not be identified by your answer. 

Part 1: Respondents Profile
1. Gender:  

Male                
Female    

2. Age 

 20 – 30 year old                                   51 – 60 year old    

      31 – 40 year old                        61 year old and above

      41 – 50 year old

Marital Status:  
             Single                                      Divorced   

             Married  

Educational Level:

Diploma                   Bachelor Degree                  Master’s Degree                PhD    

Other, please specify __________________________            

Monthly Income: 
    Below than Birr 2000                              Birr 4001 – Birr 5000  

    Birr 2001 – Birr 3000                            Birr 5001 – Birr 6000  

    Birr 3001 – Birr 4000                            More than   Birr 6000  

Length of Service (at this organization) 
2-5 years      6-10 years 11-15 years                  16- 20 years>21 years  
Part two: In the following tables you find two dimensions of psychological contract. Please give your responses for your causes by putting a tick mark (√) in the corresponding spaces under each number in front of each situation based on your agreement level. The numbers are decoded in the following manner. 5= Strongly Agree 4= Agree 3= Neutral 2= Disagree 1= Strongly Disagree

	#
	Description
	Strongly
Disagree -
1
	Disagree
2
	Neutral
3
	Agree
4
	Strongly
Agree-5

	Psychological Contract : Transactional Dimension

	1
	I perform only required tasks
	
	
	
	
	

	2
	I fulfill a limited number of responsibilities
	
	
	
	
	

	3
	I only perform specific duties I agreed to when hired
	
	
	
	
	

	4
	I do only what I am paid to do
	
	
	
	
	

	5
	I can stop working for this company whenever

I want
	
	
	
	
	

	6
	I have no future obligation to this company
	
	
	
	
	

	7
	I have no future obligation to this company
	
	
	
	
	

	8
	I am under no obligation to remain in this

company
	
	
	
	
	


	Psychological Contract: Relational l Dimension

	1
	I remain with this organizational indefinitely
	
	
	
	
	

	2
	I plan to stay here a long time
	
	
	
	
	

	3
	I continue to work here
	
	
	
	
	

	4
	I make no plans to work anywhere else
	
	
	
	
	

	5
	I seek out developmental opportunities that

enhance my value to this employer
	
	
	
	
	

	6
	I build skills to increase my value to this

organization
	
	
	
	
	

	7
	I make myself increasingly valuable to my

employer
	
	
	
	
	

	8
	I actively seek internal opportunities for training and development
	
	
	
	
	

	9
	I accept increasingly challenging performance

standards
	
	
	
	
	

	10
	I adjust to changing performance demands due

to business necessity
	
	
	
	
	

	11
	I respond positively to dynamic performance

requirements
	
	
	
	
	

	13
	I accept new and different performance

demands
	
	
	
	
	

	14
	I make personal sacrifices for this

organization
	
	
	
	
	

	15
	I take this organization’s concerns personally
	
	
	
	
	

	16
	I protect this organization’s image
	
	
	
	
	

	17
	I commit myself personally to this organization
	
	
	
	
	


Part three: Psychological Contract 
 Please give your responses for your causes by putting a tick mark (√) in the corresponding spaces under each number in front of each situation based on your agreement level. The numbers are decoded in the following manner. 5= Strongly Agree 4= Agree 3= Neutral 2= Disagree 1= Strongly Disagree
	No. 
	
	Please Tick ( / )

	1
	I would be happy to spend the rest of my career with this organization.  
	1 
	2 
	3 
	4 
	5 

	2
	I enjoy discussing my organization with people outside it.  


	1 
	2 
	3 
	4 
	5 

	3
	I really feel as if this organization's problems are my own.  


	1 
	2 
	3 
	4
	5 

	4
	I do feel like 'part of family' of this organization.  


	1 
	2 
	3 
	4 
	5 

	5
	I do feel 'emotionally attached' to this organization.  


	1 
	2 
	3 
	4 
	5 

	6
	This organization has a ‘sentimental value’ to me.  


	1 
	2 
	3 
	4 
	5 

	7
	I do feel a strong sense of belonging to this organization.  


	1 
	2 
	3 
	4 
	5 


Thank you for your valuable time spending for completing the above questionnaire.
5

