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Chapter I 

 

Introduction 

1.1 Background  

Globalization has impacted all aspects of modern life across countries. By 2050, it is 

anticipated that the 32 largest economies in the world will grow to the point that they will 

account for 84% of global GDP (Hawksworth et al., 2015). It is expected that the European 

economy will remain stable (Kozuharov, Petkovski, & Ristovska, 2015), yet a shift in the 

global powers will result in China and India leading the world’s economy (Philips & Eamets, 

2009). Globalization has created new opportunities for a growing number of business 

organizations (Hill, 2008). At the same time, globalization has intensified competition 

(Susman, 2007), created a demand for cheap labor, and brought about diversity within the 

workforces of business organizations (Green & Tsitsianis, 2004; Idris, Dollard, & Winefield, 

2010). These and other changes in the global environment have required that business 

organizations learn how to adopt policies in line with the complex global environmental 

context. However, one of the biggest challenges facing international organizations today is 

managing their employment relations across a variety of contexts (Lansbury, 2018). Recent 

research indicates that (team) contexts matter as they can shape perceptions of employment 

contracts (Akkermans, De Jong, De Jong, & Bal, 2019; Pate, 2006). Perceptions of contracts 

between an employee and an employer are generally labelled as psychological contracts. When 

an employer fails to fulfill obligations a breach of the psychological contract occurs (Morrison 

& Robinson, 1997). Although there is some recent evidence that team contexts matter 

(Akkermans et al., 2019), less insight is currently available as to whether the macro or more 

societal context also shapes employee psychological contract perceptions.  
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More specifically, it is presently unclear how employees who live in different economic 

or cultural contexts differ in their reactions towards employers when these employers fail to 

fulfil obligations. When the economy performs badly, as it might be that employees then have 

lower expectations of employers and become more tolerant of poor working conditions, due to 

the tight job market (Antoniou & Cooper, 2013). Therefore, the current thesis will investigate 

such topics, for example, by exploring whether employees who live in societies with better 

economic conditions have different breach-related perceptions of their employers than those 

living in worse economic conditions. 

Besides the economic context, this thesis will also assess the cultural/societal context, 

as some evidence suggests that employees differ in their psychological contract perceptions 

across cultures (Rousseau & Schalk, 2000; Thomas, Au, & Ravlin, 2003). I will argue that 

employees who live in societies with different cultural practices are likely to respond 

differently to situations when employers fail to fulfil obligations (Thomas et al., 2003), as 

cultural practices encourage people to follow what is acceptable and unacceptable within the 

society (Rousseau & Schalk, 2000). I expect that the economic and cultural context matters 

because such societal factors can have a powerful influence in shaping how employees respond 

to their employers when the employers break their obligations (Schalk & Soeters, 2008).  

Societies have undergone rapid changes over the past decades. Contemporary society 

is significantly different from the society that existed in past centuries (Bal, 2017). During the 

1960s, satisfying shareholder interest was the prime aim of managers. However, in the 21st 

century, managers are expected to preserve the interest of a wider group of stakeholders. In this 

regard, engaging in meaningful work has become important to millennials today (Gibbard et 

al., 2017; Hoole & Bonnema, 2015; Van Wingerden & Van Der Stoep, 2018). Hence, 

particularly in contemporary organizations, an employee might feel disrespected and 

mistreated when an employer fails to fulfil obligations (DiMatteo, 2015). Understanding 



 
 

 12 

dignity is essential to understanding how the contemporary society context shapes work 

relations (Bal, 2017; Bolton, 2007). At present, we do not know how breaches impact employee 

dignity in today’s workplace. I will argue that breach might impact employee dignity as 

employees might lose resources following a breach. Overall, my general premise is that the 

societal context in general, and the economic and cultural contexts in particular, might shape 

employee responses to situations when employers fail to fulfil their obligations. The thesis will 

focus on the role of societal contexts in the relationship between employees and their 

organizations by examining employee reactions to psychological contract breaches.  

In this thesis, I specifically aim to examine how the integration of economic and cultural 

contexts influences the way in which employees respond to breaches. First, by conducting a 

meta-analysis of studies on the association between psychological contract breach and work 

outcomes (i.e., job performance and turnover), I will provide an overview of psychological 

contract research. Through two meta-analyses, I will identify two unresolved issues:  

1) how the economic context of a country influences the relationship between the 

psychological contract breach and work outcomes at the individual level; and  

2) how the cultural context of a country influences the relationship between the 

psychological contract breach and work outcomes at the individual level 

By conducting a survey, I will then dive deeper into contemporary societal issues by adopting 

a more philosophical perspective to explore whether employees’ reactions to a psychological 

contract breach can be understood from a workplace dignity perspective (Bal, 2017). 

Dignity at work occurs through daily interactions and communications that take place 

between the parties who exchange relations (Bal, 2017). Understanding dignity from the 

perspective of breach-related consequences is important because people's dignity is one of the 

central focuses of employment relationships today (Tiwari & Sharma, 2019). In Studies One 

and Two, I will adopt the social exchange perspective to understand how economic and cultural 
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factors influence breach-related consequences. The social exchange perspective (Blau, 1964) 

characterises the employee as an instrument to achieve profit for the organization. In Study 

Three, I will examine breach-related consequences from the workplace dignity perspective to 

include a contemporary societal context using conservation of resource theory. In doing so, I 

challenge the core-assumption used in Studies One and Two to go beyond the social exchange 

approach used by past research to understand breach related consequences from a dignity 

perspective. 

Another important aspect underlying this thesis is its focus on multi-level factors 

influencing employee responses to psychological contract breach. In the emerging research on 

the context of psychological contract breaches, studies have predominantly focused on 

individual-level contexts (Akkermans et al., 2019; Thomas et al., 2003). Even when social 

contexts are considered, these are often studied as individual perceptions of social context (e.g., 

Akkermans et al., 2019; Sparrow, 1996). However, understanding more objective social 

contexts, such as the country-level contexts in which psychological contract breaches happen, 

have so far not been studied systematically. In this thesis, I will argue that doing so is important 

because, although psychological contract breach perceptions occur at the individual level, the 

subsequent meaning attributed to that breach and subsequent consequences can be shaped by 

the wider societal context. When events happen, the beliefs that people hold can shape what 

consequences flow from those actions (Ellis, 1985).  I suggest that employees’ implicit beliefs 

(i.e., main beliefs) are shaped by their economic or cultural or society context. Therefore, I will 

explicitly advocate for, and use, multi-level theorizing, and modeling to deepen the current 

understanding of the role of context in psychological contract breaches. More specifically, this 

multi-level perspective, along with the key issues within the psychological contract literature 

regarding context, will be discussed in section 1.4. Before this, I will discuss key items of 

terminology (section 1.2), and the context (section 1.3). The Introduction chapter ends with a 
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discussion of the overall model (section 1.5), the research questions, aims and objectives 

(section 1.6), and the structure of the thesis (section 1.7). 

 

1.2 Terminology 

To provide clarity about all the key concepts, I will discuss the key terms in this section. I 

will first elaborate on the psychological contract itself before delving into the concepts of 

psychological contract breach, fulfilment, and violation.  

 

1.2.1 Concept: The Psychological Contract  

The concept of the psychological contract (PC) has been defined in different ways. The most 

commonly adopted definition in the management field is by the organizational scholar 

Rousseau. Rousseau (1995, p.9) defined psychological contract as: "An individual's beliefs 

shaped by the organization, regarding terms of an exchange agreement between individuals 

and their organization". There has been some debate about whether the psychological contract 

implies promises, obligations or beliefs (Guest, 2004; Rousseau, 1989) in the psychological 

contract literature. Conway and Briner (2005) contribute to the clarification of this by 

pinpointing nine crucial elements to the psychological contract. For my thesis, I apply all the 

nine elements of the psychological contract (see Table 1.2).  
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Table 1.2  

The Nine Elements of the Psychological Contract (Conway and Briner, 2005).  

No. Elements 

1. 

2. 

3. 

4. 

5. 

 

6. 

7. 

8. 

9. 

It contains employee beliefs about promises and obligations 

It contains obligations that are both implicit and explicit in nature 

It is a subjective experience 

It includes perceived agreement between the employee and his or her organization 

It includes a whole set of beliefs that an employee possesses with regard to an exchange 

relationship 

It involves an exchange relationship 

It is an on-going relationship 

There are two parties involved in the contract (i.e., employee and the organization) 

The organization can influence an employee's psychological contract 

 

I will expand on these nine elements and explain how they are embedded within the context in 

which they emerge. For example, taking the first element (i.e., point 1), employee beliefs about 

the promises and obligations depend on the context. To illustrate, promises and obligations 

about pay rises depend on a country’s average salary levels, as the payment threshold is 

generally better in a country with good financial performance than in one with weaker 

economic performance (Podobnik, Horvatic, Kenett, & Stanley, 2012). Thus, countries with 

better economic performance tend to promise their employees better pay.  

The second element refers to the existence of implicit and explicit obligations. Implicit 

obligations relate to aspects of employment contract which are usually written down, such as a 

pay rise (Dadi, 2012), and these are shaped by the context of a country’s economy and culture 

(Hipp, Barnhardt, & Allmendinger, 2015). Moreover, explicit obligations are shaped by a 

process of socialization and societal values related to work relations (Schalk & Soeters, 2008).  
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The third element describes the psychological contract as subjective in nature. Subjective 

perceptions of psychological contracts are significantly informed by the social context (Pate, 

2006; Schalk & Soeters, 2008). For example, the reciprocating tendencies of workers in their 

roles can be shaped by their expectations of future gains (Lee, Jeong, Hyoung, & Hye, 2008). 

Empirical evidence suggests that the employees are likely to become more tolerant of poor 

working conditions when living in a poor economy (Burgard & Kalousova, 2015).  

The fourth element provides that the psychological contract entails a perceived agreement 

between employee and employer. These agreements are formed within the context both inside 

and outside the organization (Metz, Kulik, Brown, & Cregan, 2012). For example, empirical 

evidence suggests that culture encourages Westerners to think, motivate and behave 

significantly differently than Easterners when faced with similar work circumstances (Lim, 

2016; Mesquita, 2001). Cultural values tend to influence what terms are acceptable for 

inclusion in contractual agreements (Fiske & Taylor, 1984). 

Elements five and six can be taken together as they both relate to the exchange relationship. 

The relationship involves exchange, and the employee has a range of beliefs regarding what 

each is bound to exchange. What the employee can expect can be shaped by a variety of 

economic factors, including national economic criteria that determine working conditions, and 

social factors, including pre-employment experiences (Schalk & Soeters, 2008). Exchange 

relations including what is bound to exchange are embedded within the context in which they 

emerge (Belmi & Pfeffer, 2015). For example, in a weak economy, employees are likely to 

tolerate poor working conditions (Burgard & Lin, 2013), because they expect less from their 

employers (Fenwick & Tausig, 1994).  

The seventh element explains that ongoing exchange relations are subject to ongoing social 

trends. For example, negative economic events, such as a recession, can limit resources 

available for exchange relations (Hobfoll, 2002; Wood & Ogbonnaya, 2018) and, thus, impact 
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perceptions of contracts (Conway, Kiefer, Hartley, & Briner, 2014). Pre-recession expectations 

are likely to differ from post-recession expectations. 

Elements eight and nine relate to the fact that the contract involves two parties (i.e., 

employee and employer) and the context influence these parties. For example, an 

organization’s cultural practices, embedded within the national culture, are likely to influence 

exchange relationships between the parties (Lim, 2016). The way in which an organization 

shapes an employee breach depends on the societal context. For example, organizations adopt 

their employment relations in line with the prevailing economic and social context (Richter & 

Naswall, 2018). When higher inflation and unemployment reflect a bad economy, 

organizations might cut employee working hours or increase layoffs, all of which depend on 

the macro-environment context. Hence, contracts – and especially psychological contracts – 

are shaped by the societal context in which they occur. Yet, few studies have explicitly 

investigated this so far. 

To understand what role context plays in shaping psychological contract perceptions, it is 

useful to understand the building blocks of psychological contracts. In Rousseau’s (1989) early 

work, it is explained that psychological contract perceptions are formulated based on mental 

models or schemas. Schemas and mental models are cognitive structures that help us to build 

a connection between concepts, and to establish an association between these concepts (Beck, 

1967; Stein, 1992). Culturally appropriate schemas and motives shape employee psychological 

contract perceptions (Thomas et al., 2003).  

How individual employees construct their psychological contract perceptions as schemas, 

depends both on self-schemas (one’s understanding of one’s self) and environmental schemas. 

A self-schema refers to the cognitive generalization of a person in interaction with the social 

environment (Cantor & Kihlstrom, 1987). While self-schema summarizes an individual’s 

thoughts, feelings and behaviours that occur due to continuous interaction with the situation, 
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environmental schemas can include thoughts, feelings, and behaviours an individual has about 

the environment itself. In fact, the psychological contract itself can be a schema (Sherman & 

Morley, 2015). For example, during a recession, individuals tend to view themselves as having 

low worth in the job market and might become more tolerant of occasions when their employer 

fails to fulfil its obligations. In this case, an individual must first make sense of self or build 

self-schema (i.e., myself) to understand environmental schema (i.e., currently there is a 

recession) to arrive at concluding psychological contract perceptions (i.e., my contract with an 

employer might be of less value) as schemas. Similarly, from a cultural perspective, an 

individual (i.e., self-schema) with a collectivist mindset (i.e., environmental schema) is likely 

to preserve group interests more than their own self-interests (Mesquita, 2001). This can result 

in collectivist individuals becoming more tolerant of occasions when their employer fails to 

fulfil its obligations (i.e., by establishing psychological contract perceptions as schemas). 

Accordingly, the environment plays a crucial role in shaping the elements of psychological 

contracts.  

 

1.2.2 Terminologies: Psychological Contract Breach, Fulfilment, and Violation  

The term ‘psychological contract’ refers to the beliefs regarding the employment contract or 

exchange agreement that exist between the employee and the organization (Rousseau, 1989; 

1995). The idea of the psychological contract is that an exchange relationship exists between 

the employee and the organization (Schalk & Soeters, 2008). A Psychological contract breach 

(PCB) refers to "cognition that one's organization has failed to meet one or more obligation 

within one's psychological contract in a manner commensurate with one's contributions" 

(Morrison & Robinson, 1997, p. 230). Psychological contract fulfillment (PCF) is the opposite 

of a breach (Bal, De Lange, Jansen, & Van Der Velde, 2008). When an organization fulfills its 

obligation to its employees, it is referred to as employer fulfillment. In the psychological 

contract literature, scholars have commonly measured PCF by reverse coding the breach results 
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(Coyle-Shapiro & Kessler, 2000; Herriot, Manning, & Kidd, 1997). In line with commonly 

adopted practice by previous scholars, for my study, I will use the terms ‘breach’ and 

‘fulfillment’ as opposite ends of a continuum. 

Psychological contract violation (PCV) is defined as "the emotional and affective state 

that may under certain conditions, follow from the belief that one's organization has failed to 

adequately maintain the psychological contract” (Morrison & Robinson, 1997, p. 230). The 

differences between a PCB and a PCV are explained in relation to the outcomes; for instance, 

PCB suggests that cognition of broken promises can trigger responses. On the other hand, PCV 

suggests that negative emotional or affect reaction to breach can trigger responses (Suazo, 

2009). Empirical studies have supported the distinction between PCB and PCV during the last 

decade (Bordia, Restubog, & Tang, 2008; Suazo, 2009).  

Research has shown that PCB can lead to various outcomes, including reduced 

performance and increased turnover (Dulac, Coyle-Shapiro, Henderson, & Wayne, 2008; 

Tekleab, Takeuchi, & Susan, 2005). It has also found that a PCV is the mechanism through 

which PCB transfers into responses (Dulac et al., 2008; Suazo, 2009). Dulac and colleagues 

(2008) justified the role of PCV as a mediator, influencing breach and outcome relation based 

on cognitive motivational relational theory (Lazarus, 1991). This theory suggests that 

emotions occur due to the thinking process, and that different evaluations of events will lead 

to different ways of responding. However, emotions will occur only in the event of a breach 

(Raja, Johns, & Ntalianis, 2004). This can be explained using the affective events theory 

(Weiss & Cropanzo, 1996).  

According to affective events theory, events in the workplace influence employee 

emotions, and employee emotions, in turn, affect employee job attitudes and behaviors. Thus, 

employees experiencing negative feelings (e.g., anger at contract breach), may respond by 

lowering their performance or even leaving their employment, thus increasing turnover to the 
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organization. A previous meta-analysis has examined the role of PCV as a mediator affecting 

breach with various categories of work-related outcomes (Zhao, Wayne, Glibkowski, & 

Bravo, 2007). I extend this line of reasoning in my thesis. 

 

1.3 Context  

Psychological contracts are commonly presented as grounded in social exchange theory 

(Suazo, 2009). According to this theory, people engage in exchange relationships to receive 

inducements for what they provide to another party (Blau, 1964; Gouldner, 1960). 

Accordingly, each party is involved in a cost-benefit analysis to come to conclusions regarding 

risks and benefits. Specifically, the theory is applicable to economic relationships because a 

social exchange relation takes place due to an economic choice made by an individual to gain 

maximum utilization (Kahan & Rapoport, 1984; Sunahara & Pierce, 1982). Maximum 

utilization means that, when a party engages in an exchange relation, the party expects to gain 

maximum benefit out from what the party provides. To conduct a cost-benefit analysis, an 

individual derives clues from the macro-economic environment (Baker, Nicholas, & Stephen 

2013). For example, in good economic times, employees are likely to expect more rewards 

from employers (e.g., better wages or working conditions), in return for the services that they 

provide; this is because they consider there to be ample other job opportunities available in 

the labor market, and they have better earning potential due to this (Felstead, Gallie, & Green, 

2015; Mortimer, 2014). Similarly, employees expect layoffs to happen more often and 

working conditions to worsen during economic downturns and, therefore, they are more likely 

to tolerate poor working conditions provided by their organizations (Leana & Feldman, 1992).  

When people engage in social relationships to gain maximum utilization, they choose to 

accept that socially accepted and regulated forms of behavior essentially govern within social 

needs and norms (Ekeh, 1974). To understand and display socially approved behavior, people 
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gather information from a wider social context, as the national culture sets standards as to what 

behavior is expected and rewarded among people at work (Thomas et al., 2003). The cultural 

practices of society can be reflected in people when they engage in exchange relations which 

are socially regulated, which varies from one culture to another (Khatri, 2009). Indeed, 

changes happening in society can be reflected in psychological contract perceptions. However, 

employees who are facing these novel society trends might respond differently to situations 

when employers fail to fulfil obligations. Given the nature of current employment relations, 

the application of a workplace dignity theory perspective could prove useful in understanding 

the consequences of the breach from a contemporary perspective.  

I integrate three dominant theories (and frameworks) to establish the role of context in 

the current thesis. In particular, to develop the role of economic, cultural, and social contexts 

shaping employee psychological contracts, I apply prospect theory (Kahneman & Tversky, 

1979), social cognitive theory (Bandura, 1977) and the GLOBE framework (House, Hanges, 

Javidan, Dorfman, & Gupta, 2004), and conservation of resources theory (Hobfoll, 2002), 

respectively. These applications are discussed below. 

 

1.3.1 Economic Context 

Prospect theory explains how people make decisions when faced with risks and uncertainty. 

When people make economic decisions that involve an exchange relationship, they consider 

potential gains and losses based on the information available rather on than actual outcomes. 

One of the most fundamental assumptions underlying prospect theory is that people are more 

sensitive to changes in assets than to actual asset levels, and they are sensitive to gains and 

losses based on a reference point. The theory suggests that people decide what is above and 

below the reference point based on evidence of asymmetries that are rooted within the 

endowment effect (i.e., individuals value what they have rather than what they do not have) 
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and loss aversion (i.e., people over-evaluate losses relative to what they gain in comparison). 

One consequence of endorsement and loss aversion is that actual loss hurts more than 

presumable gains. Gaining information is a subjective process, and the macro-environmental 

circumstances (e.g., an increase in inflation and unemployment) may affect employee 

perceptions. For example, inflation steals one’s savings and recession steals what one already 

has (Rosenfeld, 2014). Accordingly, in a bad economy, people may show more tolerance of 

poor working conditions (Thiel, Griffith, & Connelly, 2015) and bad employment relations 

(Mucci, Giorgi, Roncaioli, Perez, & Arcangeli, 2016) because they want to avoid losing what 

they already possess, namely their current jobs.  

Ashton-James and Ashkanasys’ model (2008) of strategic decision-making, based on 

affective events theory, further supports the suggestion that a macro-environmental context 

could trigger an emotional experience among organizational members that might impact their 

decisions. This occurs because extra-organizational events (e.g., economic and cultural 

events) have the potential to impact personal goals (Wood & Ogbonnaya, 2018). This is 

because, ultimately, an individual employee’s goals are not made in isolation but exist within 

the macro-environmental context. The macro-environmental context has an effect on an 

individual employee’s cognitive functioning, as it can generate positive emotions (e.g., joy, 

happiness) or negative emotions (e.g., anger, fear, disgust), which in turn affect the behavior 

of individual employees (Synard & Gazzola, 2017). For example, a bad economy with higher 

inflation and unemployment, through the mechanism of the feeling of uncertainty and 

financial strain, might generate fear of job loss and economic stress among employees. Such 

fears may motivate some to improve their job performance in order to retain their jobs 

(Staufenbiel & Konig, 2010). Moreover, when people fear the affordability of living due to 

rising prices in a bad economic climate, they may be willing to tolerate poor employment 

treatment (McGaughey, 2018) and work intensification. 
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1.3.2 Cultural Context 

According to GLOBE framework, culture at the national level can be seen across two 

dimensions, including cultural values (what should be) and practices (what is) (House et al., 

2004). GLOBE framework proposes nine cultural competencies, which are: 

1. performance orientation - the extent to which group members collectively encourage 

and reward the team for improving performance; 

2. assertiveness - the extent to which individuals are assertive and aggressive in their 

relationships when dealing with others;  

3. future orientation - the extent to which individuals occupy future-oriented behaviors 

(e.g., planning, investing in the future); 

4. human orientation - the extent to which society members encourage other individuals 

to be fair, altruistic, caring, and kind to others;  

5. institutional collectivism - the extent to which firms encourage and reward collective 

distribution of resources and actions;  

6. in-group collectivism - the extent to which individuals express togetherness, loyalty, 

and pride in their firms or families;  

7. gender egalitarianism - the extent to which members of a society collectively 

minimize gender inequality;  

8. power distance - the extent to which the community accepts power differences and 

hierarchy;  

9. uncertainty avoidance - the extent to which a society or group depends on social 

norms, rules, and procedures to understand unpredictability of future events.  
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GLOBE framework emphasizes that leadership behaviour is embedded within a society’s 

culture (House et al., 2004). Therefore, application of GLOBE framework is appropriate in 

understanding the impact of national culture on the employee’s psychological contract 

perceptions because the leader’s behavior can have a direct effect on employee psychological 

contract perceptions (Subramanian, 2017). Although GLOBE framework identifies culture at 

the national level, it does not clarify the mechanisms through which national culture influences 

an individual-level cultural profile. Research has identified two mechanisms - cognitive and 

motivational perspectives - through which national culture influences an individual-level 

cultural profile (Thomas et al., 2003). These findings support the view that, firstly, cultural 

profile at the national level influences individual psychological contract perceptions, and 

secondly, that culture might trigger different responses in relation to PCB.  

 

1.3.3 Contemporary Societal Context 

Dignity arises from interactions that take place between people and their environment (Bal, 

2017). Dignity is a two-way process that includes both duties (towards others) and rights (to 

be received from others) (Bal, 2017). The relational model (Bal, 2017) suggests that 

negotiations and communication that take place between people set the scenario for daily 

dignity-related work experiences among potential stakeholders, including supervisors, co-

workers, and customers. Accordingly, when an employer fails to keep promises, an employee 

is likely to feel that he/she is being mistreated (Thiel, Hill, Griffith, & Connelly, 2012).  

According to affective events theory (Weiss & Cropanzano, 1996), a breach of the 

psychological contract by the employer might trigger an emotional reaction. For instance, not 

being respected at work can, in turn, influence how an employee responds to others. When an 

employee receives poor treatment from an employer it might, for example, cause the employee 

to provide poor treatment to other agents at work.  
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Conservation of resource theory suggests that people are motivated to preserve their 

existing resources and gather new resources (Hobfoll, 1989). The theory explains that stress 

can be triggered among individual employees following a loss of resources in three instances: 

actual loss of resources, perceived risk of a loss of resources, and lack of ability to gain new 

resources. Loss of self-respect or dignity is a loss of valued resources from a conservation of 

resource theory perspective (Hobfoll, Halbesleben, Neveu, & Westman, 2018). Negative work 

experiences, such as workplace bullying, are also seen as a loss of resources (Bordia, 

Restubog, Bordia, & Tang, 2010) that can lead to employees feeling that they are being treated 

without dignity (Rai & Agarwala, 2018a). Thus, when employees experience the feeling of a 

loss of resources, they are likely to focus more on conserving their remaining resources 

(Hobfoll, 1989; 2002), and as a consequence, ignore tasks that are resource-consuming (e.g., 

treating others with dignity).  

 

1.3.4 Level of Analysis and the Context 

The macro-economic environment shapes each employee’s psychological contract 

perceptions. For example, the workforce in a particular economic and social context may differ 

significantly from that in another. The macro-environmental context can be analyzed at 

various levels, including at the individual level and the societal level. The macro-

environmental context that exists at an individual level is represented by the subjective 

perceptions that an individual employee has about the context. The societal-level context 

relates to the macro-environment and, as such, resides outside of the control of an individual. 

The country-level macro-environment context can influence an individual employee’s 

behaviour in two ways. Firstly, the context of the macro-environment might be contingent 

upon the economic, cultural, and social settings that can shape each individual’s subjective 

perceptions (Baum, Caglayan, & Xu, 2017). Secondly, the actual context at the macro-level 
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shapes an employment contract by setting its context through the influence of the available 

resources (i.e., employability, job security, and employment contract patterns) and, for 

example, setting norms to practice work behaviour. A psychological contract is both a 

subjective concept (Raja et al., 2004) and a societal concept (Akkermans et al., 2019). There 

is a need to understand how the actual society-level context shapes employee behaviour in 

addition to the individual-level context based on individual perceptions (Rousseau, 1995).  

Despite emphasizing the importance of country‐level characteristics on individual‐

level outcomes, most previous studies have ignored the hierarchical models that require an 

understanding of the context. In this thesis, by recognizing that both country-level and 

individual-level factors influence employee perceptions of a psychological contract, I argue 

that there is a need to understand how context at multiple levels shapes employee responses 

to the breach of a psychological contract. A multi-level modelling structure allows me to 

evaluate separately the impact of the country-level context — in Study One and Study Two, 

the national economy and national culture respectively—and the effect of the breach and work 

outcome relation at the individual level. Study Three considers the impact of the societal 

context from the workplace-dignity perspective that influences responses to a breach — in this 

case, all at the individual level. 

 

1.4 Key Issues within the Psychological Contract Literature Regarding Context 

My thesis addresses three key issues regarding research into the role of context in an 

employee’s psychological contract with their organization. Next, I will discuss each of the key 

points in detail.  

Firstly, there has been a growth in publications on the topic related to outcomes of 

PCB over the past two decades. However, thirteen years have passed since the last meta-

analysis was published, in 2007. There is a need to understand whether PCB still produces the 
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same behavioral outcomes as it did in the past, and to explore new trends in the changing work 

environment (Baruch & Rousseau, 2018), particularly due to changing macro-economic and 

national cultural contexts. Therefore, in my first and second study, I use the method of meta-

analysis. 

Secondly, studies exploring PCB have often examined consequences (e.g., of job 

performance) from social exchange perspective. This perspective has focused on the 

employee’s material value as an antecedent of productivity (Kasser, Vansteenkiste, & Deckop, 

2006). Thus, studies exploring breach-related outcomes by applying social exchange theory 

as a framework have strived to utilize the material value of employees to enhance 

performance-related outcomes over the past two decades. Recent studies have shown that 

treating employees as resources might result in a lower quality of work life and negative 

outcomes for their subjective well-being (Deckop, Giacalone, & Jurkeiwicz, 2015). In the 

contemporary context, researchers often suggest the need to understand workplace relations 

beyond the materialist perspective (Deckop et al., 2015). As Bal (2017) suggests, the 

application of an exchange perspective to modern society is not sufficient. Although 

researchers have called for a fuller understanding of employment relations from a workplace 

dignity perspective, we do not know the consequences of PCB from a workplace dignity 

perspective. My third study reports the findings from the United Kingdom based on a cross-

sectional survey method. 

Taking all of this together, my thesis will use both primary and secondary datasets, 

multilevel perspectives at society and individual levels, and combine the methods of meta-

analysis and cross-sectional survey across the three studies to understand the impact of a 

context on PCB-related work outcomes. In doing this, I aim to make methodological 

contributions to the current psychological contract literature, and in the next three sections, I 

will elaborate on the key theoretical contributions which I will simultaneously strive for.   
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1.4.1 The Influence of Economic Performance on PCB and Work Outcomes 

Previous meta-analytic studies have examined the consequences of PCB (Bal et al., 2008; 

Zhao et al., 2007). These studies have established the association between breach and work 

outcomes based on social exchange theory (Blau, 1964) and affective events theory (Weiss & 

Cropanzano, 1996). Social exchange theory suggests that people engage in exchange 

relationships to receive inducements for what they provide to another party (Blau, 1964; 

Gouldner, 1960). Each party expects that the other party will reciprocate such actions, and this 

process leads to mutual obligations over time (Cropanzano, Anthony, Daniels, & Hall, 2017). 

In the case of an employer’s non-fulfilment of its obligations (i.e., PCB), the employee is 

likely to experience negative emotions, and consequently change their behavior at work, such 

as by lowering their performance, in order to restore balance in the relationship (Taylor & 

Tekleab, 2004). Social exchange and reciprocity play a significant role in psychological 

contracts. Not receiving equivalent to what one is giving to the organization is likely to be 

perceived as an adverse event by the employee.  

Affective events theory provides clarification for the association between adverse 

events and behaviors (Weiss & Cropanzano, 1996). When encountering an adverse event (e.g., 

a PCB), people experience negative emotions (e.g., frustration and anger), which in turn can 

impact behaviors and attitudes (Weiss & Cropanzo, 1996). According to affective events 

theory, it was noted more than two decades ago that PCB could lead to a negative change in 

work behaviors (Weiss & Cropanzano, 1996). The meta-analysis conducted by Zhao et al., 

(2007) confirms this, showing PCB to be associated with decreased performance and increased 

turnover.  

Meta-analyses have suggested that moderators affect the breach and outcome relation. 

These include the age of the employee (Bal et al., 2008), and the content of the breach (Zhao 

et al., 2007). Although scholars have suggested that context plays a key role in shaping breach 
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and outcome association (Schalk & Soeters, 2008), none of the previous meta-analyses have 

examined the role of context as a moderator in shaping this.  

In particular, I argue that the macro-economic environment can act as a potential 

moderator, influencing the relationship between breach and work outcomes, based on prospect 

theory (Kahneman & Tversky, 1979). Due to loss of perceived risk against perceived gain, as 

suggested by prospect theory, workers who live in an economy with better prospects are 

expected to react less intensely to contract breach in comparison to those who live in 

economies with worse prospects. Similarly, people expect layoffs to happen more often and 

work conditions to worsen during economic downturns (Baum et al., 2017) and, therefore, are 

more likely to tolerate poor working conditions provided by their organizations (Feldman, 

Leana, & Bolino, 2002; Leana & Feldman, 1992). Besides, adverse events (e.g., PCB) are 

likely to have different impacts on outcomes for workers who live in an economy with lower 

inflation and unemployment levels than those with high inflation and high unemployment.  

Economic context at the macro-level can generate emotions which in turn have a strong 

connection to how people behave at work based on Ashton-James and Ashkanasy’s (2008) 

model, the extended model of affective events theory (Weiss & Cropanzano, 1996). Adverse 

economic events (e.g., a recession) can generate emotions, such as fear at the possibility of 

losing one’s job (Mucci, Giorgi, Roncaioli, Perez, & Arcangeli, 2016).  These emotions can, 

in turn, trigger behavioral responses, such as increased motivation to improve one’s 

performance to retain one’s job in a bad economy (Hossain et al., 2011). Therefore, the first 

critical issue that I address in this thesis concerns how the national economy influences the 

relationship between PCB and work behavior. 
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1.4.2. The Influence of National Culture on PCB and Work Outcomes 

Concerning contextualizing psychological contracts, in preliminary conceptualizations of the 

contract, it was noted that national culture might be relevant (Levinson, Price, Munden, Mandl, 

& Solley, 1962). National culture refers to “commonly experienced language, ideological 

belief systems (including religion and political belief systems), ethnic heritage, and history” 

(House et al., 2004, p. 15). 

PCBs refer to an employer’s failure to meet its obligations (Morrison & Robinson, 

1997). Previous studies have shown that national culture influences employee psychological 

contract perceptions. Some studies examined the national cultural impact on psychological 

contract without a theoretical framework (e.g., Psycones, 2006; Rousseau & Schalk, 2000). 

Thomas and colleagues (2003) were the first to introduce a theoretical framework to understand 

the national cultural impact on individuals’ perceived contracts. Their findings revealed that 

employees from individualist societies form psychological contract perceptions different to 

those employees from collective societies. Another study examined PCB perceptions across 

cross-cultures, particularly in individualist and collectivist cultures (e.g., Zhao & Chen, 2008).  

Little is known about how reactions to psychological contract perceptions differ across 

different cultures. Given that most studies in the psychological contract literature have 

attempted to understand the culture from limited dimensions, I argue that it is essential to 

understand the impact of cultural dimensions across wider dimensions. Moreover, previous 

studies do not explore the impact of culture in shaping the consequences of the psychological 

contract. Therefore, the second key issue that I will address is whether national culture shapes 

the outcomes of PCBs.  
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1.4.3 The Influence of Society on PCB and Work Outcomes 

In the past, work did seem to give more of economic value to people. To this end, social 

exchange theory emerged in the 1960s with more emphasis on cost-benefit analysis (Blau, 

1964). More recently, it has been the norm to assume the requirement for work beyond cost-

benefit analysis. Today’s central element of society is meaningful work that provides a sense 

of dignity at work (Bal, 2017).  

Workplace dignity refers to “the intrinsic, unalienable, worth of everything in the 

workplace, which should be respected, protected, and promoted” (Bal, 2017, p.74). Workplace 

dignity exists between the actors involved in work relations including clients, managers, and 

co-workers (Bal, 2017). Some of these studies have empirically established an association of 

breach and related constructs. For example, empirical evidence suggests that a breach can result 

in a feeling of abuse and mistreatment among employees (Rai & Agarwala, 2018b; Salin & 

Notelaers, 2017). A breach is also found to be negatively related to employee engagement and 

discretionary behavior (Kasekende, 2017). The feeling of unfulfilled obligations is likely to 

make an employee feel let down (Rousseau, 1989) and undignified (Abela & Debono, 2019). 

In the period following a breach, an employee might feel that their work has no meaning 

(Jensen, Opland, & Ryan, 2010). 

In the past, some research attention has been devoted to the suggestion that breach by 

an employer would trickle down to subordinates and customers (Bordia et al., 2010; Conway 

et al., 2014). As mentioned previously, a trickle-down effect from a perceived employer breach 

could be a negative response by an employee towards other agents at work. Previous empirical 

studies have shown that a breach has negative consequences for fellow employees and 

customers (Deckop et al., 2015). Accordingly, not being treated with dignity at work might 

make employee not want to treat other agents with dignity.  
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Despite the recent recognition of the importance of understanding PCB through 

workplace dignity (Bal, 2017), no subsequent research into the psychological contract has 

explicitly considered workplace dignity as a framework to fully understand how employee 

behaviour differs in modern perspective. Understanding issues related to dignity following a 

breach will allow practitioners to design meaningful workplaces, catering to the needs of 

today’s workforce. To this end, the third key issue that I address in this thesis is dignity, hence 

I will examine the responses to breach from a workplace dignity perspective. 

 

1.5 Overall Conceptual Model  

Arising from the key issues and the foregoing discussion, I propose a model based on a 

multi-level theoretical perspective of psychological contract breach (see Figure 1.5). In this 

section, I will use the full three-word term for clarity and thereafter, will revert to the acronym 

(PCB) for concision. I propose that extra-organizational environments, especially the macro-

economy, national culture and society, can, from the contemporary perspective of workplace 

dignity, potentially have important roles in shaping employee responses to breach. 
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Figure 1.5 

Conceptual Model Comprising all Studies of this Thesis 
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1.6 Research Questions, Aims and Objectives                                                                                                         

In investigating the role of context to determine employee responses to the 

psychological contract, I seek to answer the question: “What is the role of context in shaping 

employee responses to psychological contract breach?” 

To answer this research question, I set up three aims: firstly, to identify the role the national 

economy plays in the association between breach and work behavioral outcomes; secondly, to 

determine the role of the national culture plays in the association between breach and work 
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behavioral outcomes; and, thirdly, to assess the role of society by adopting a workplace dignity 

perspective. In line with the research aims, my research objectives are:   

(1) First, to examine the role of national economy (as a moderator) in shaping the 

psychological contract breach and work outcome relationship. 

(2) Second, to examine the role of national culture (as a moderator) in shaping the 

psychological contract breach and work outcome relationship. 

 (3) Third, to examine the role of self-perceived dignity as a mediator shaping the 

psychological contract breach and employee treating agents (customers and co-workers) 

with dignity.  

 

1.7 The Structure of the Thesis  

 In representing my thesis, I organize five subsequent chapters. In Chapter II, I present 

Study One. This study aims to test whether employees react differently to psychological 

contract breaches under various economic circumstances. Drawing on prospect theory, it is 

expected that key macroeconomic indicators (i.e., inflation rate and unemployment rate within 

a country) moderate the relationships between breach and work outcomes (i.e., in-role 

performance, citizenship behavior, turnover intention, and actual turnover), with reduced 

relationships under adverse economic circumstances. The findings for this study come from 

meta-analytic data from 95 studies. The study contributes to the literature by updating and 

expanding prior meta-analyses on psychological contracts and opening a novel area of inquiry 

by being the first study to show that macroeconomic factors influence the strength of 

relationships of psychological contract breaches with employee responses.  

 In Chapter III, I present Study Two. As discussed earlier, this study aims to test whether 

employees react differently to psychological contract breaches under various cultural 

practices. I expect that key cultural practices (i.e., institutional collectivism practices, power 
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distance practices, performance-oriented practices, uncertainty avoidance practices, future 

society practices and gender egalitarianism practices) of a country will moderate the 

relationship between breach and work behaviors (i.e., in-role performance, citizenship 

behavior, turnover intention, and actual turnover) based on cognitive and motivational aspects 

proposed by Thomas and colleagues (2003) and the GLOBE framework (House et al., 2004). 

Like that of Study One, the findings for this study come from meta-analytic data from 95 

studies. The study opens a new area of inquiry by reflecting that cultural practices at the society 

level can influence the processes of how psychological contract breaches affect employee work 

outcomes at the individual level.  

 In Chapter IV, I present Study Three. This intra-individual study examines the mediating 

role of self-perceived dignity influencing the relationship between breach and dignity related 

treatment towards other agents such as customers and colleagues. By adopting the workplace 

dignity concept and by applying conservative resource theory, I test whether psychological 

contract breach is associated with the way an individual treats others at work (i.e., without 

dignity), and whether self-perceived dignity mediates this relationship and the violation 

moderates the relationship between breach and self-perceived dignity.  

In Chapter V, I provide an overview of the findings of my three studies and the 

conclusions. I also discuss how the results have an impact on theory and practice, and how my 

thesis contributes towards the literature. I also discuss the implications for practitioners and 

recommendations for future research.  

Table 1.7 provides an overview of the multiple studies, the research questions, and the 

hypotheses to be addressed in this study. 
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Table 1.7  

The Aims and Hypotheses of the Research in Relation to each Study   

Study Research aims Hypotheses 

 

St
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y 

1
 

(M
et
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is

) 

 
1.To examine 
the impact of 
breach on 
various work- 
related 
outcomes 
 
2. To examine 
the impact of 
national 
economy of 
breach on job 
performance 
and turnover 

 
Hypothesis 1:  Psychological contract breach is negatively related to in-role 
performance and organizational citizenship behaviour. 
 
Hypothesis 2:  Psychological contract breach is positively related to 
turnover intention and actual turnover. 
 
 
Hypothesis 3: Inflation rate moderates the relationship between 
psychological contract breach and in-role performance, organizational 
citizenship behavior, turnover intention and actual turnover.  
 
Hypothesis 4: Unemployment rate moderates the relationship between 
psychological contract breach and in-role performance, organizational 
citizenship behavior, turnover intention and actual turnover.  
 

 

St
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y 

2
 

(M
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a-
A

n
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) 

 
1.To examine 
the impact of 
national culture 
of breach on 
job 
performance 
and turnover 

 

 
Hypothesis 1: The practices of institutional society collectivism moderate 
the relationship between psychological contract breach and in-role 
performance, organizational citizenship behavior, turnover intention and 
actual turnover.  
 
Hypothesis 2: Performance orientation practices moderate the relationship 
between psychological contract breach and in-role performance, 
organizational citizenship behavior, turnover intention and actual turnover.  
 
Hypothesis 3: Power distance practices moderate the relationship between 
psychological contract breach and in-role performance, organizational 
citizenship behavior, turnover intention and actual turnover.  
 
Hypothesis 4: Future orientation practices moderate the relationship 
between psychological contract breach and in-role performance, 
organizational citizenship behavior, turnover intention and actual turnover.  
 
Hypothesis 5: Uncertainty avoidance practices moderate the relationship 
between psychological contract breach and in-role performance, 
organizational citizenship behavior, turnover intention and actual turnover.  
 
Hypothesis 6: Gender egalitarianism practices moderate the relationship 
between psychological contract breach and in-role performance, 
organizational citizenship behavior, turnover intention and actual turnover. 
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St
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y 
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1. To examine 
the 
consequences of 
breach from a 
workplace 
dignity 
perspective 

 
Hypothesis 1:  Perceived psychological contract breach will negatively 
infleunce employee treating their customers and co-workers with dignity. 
 
Hypothesis 2:  Self-perceived dignity of employees will mediate the 
negative relation between psychological contract breach and treating their 
customers and co-workers with dignity. 
 
Hypothesis 3: Violation will moderate the negative relation between 
psychological contract breach and self-perceived dignity. 
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Abstract 

While research on the psychological contract has burgeoned in recent years, it has largely 

been confined to an individual-level perspective for explaining psychological contract 

effects on employee work outcomes, thereby overlooking the possibility that macro socio-

economic factors might affect employee responses to psychological contracts. The aim of 

this study was, therefore, to test whether employees reacted differently to psychological 

contract breaches under various economic circumstances. Drawing on prospect theory, I 

expected key macroeconomic indicators (i.e., inflation rate and unemployment rate within a 

country) to moderate the relationships between breach and work outcomes (i.e., in-role 

performance, citizenship behavior, turnover intention, and actual turnover), and under 

adverse economic circumstances, relationships would be reduced. Using meta-analytic data 

from 95 studies, I show that the results largely support the hypotheses. The study updates 

and expands prior meta-analyses on psychological contracts and opens up a new area of 

inquiry by being the first to show that macroeconomic factors influence the strength of 

relationships of psychological contract breaches with employee work outcomes.  

 

Keywords: Psychological contract breach, economic factors, organizational citizenship 

behavior, job performance, turnover, meta-analysis.  
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2.1 Introduction 

The psychological contract (PC) has been used to investigate the intricacies of the 

employer-employee relationship, and to understand employee behaviors, such as job 

performance and turnover (Robinson & Morrison, 2000; Rousseau, 1995; Zhao, Wayne, 

Glibkowski, & Bravo, 2007). The notion of psychological contract breach (PCB) in 

particular, has been extensively investigated, as employee perceptions of their organizations 

not fulfilling their obligations to them have been identified as a strong driver of employee 

behaviors (Bal, De Lange, Jansen, & Van Der Velde, 2008; Solinger, Hofmans, Bal, & 

Jansen, 2016). More than 25 years of empirical research on the PC has elucidated the 

profound effects that these psychological contracts have for employees at work; it has also 

shown how organizational context can shape employee responses to psychological contracts 

(e.g., Restubog, Zagenczyk, Bordia, Bordia, & Chapman, 2015). However, as the last meta-

analyses on the effects of PCB were conducted more than ten years ago (Bal et al., 2008; 

Zhao et al., 2007), it is important to assess how the field has progressed. There have been 

numerous studies that account for the growth of the field over the last decade, and due to the 

rise of the field and publication of studies on psychological contracts, it is important to assess 

whether established relationships still hold after more than another decade of research on PCs. 

Therefore, my first aim is to examine the relationships of PCB with work outcomes. 

Research has tended to focus quite narrowly on individual and organizational factors to 

explain potential variations in PC effects, which has offered a limited explanation of 

employee behavior. In recent years, however, new research shows that societal, 

macroeconomic factors can influence individuals and their behavior, including work 

outcomes (Bal & Dóci, 2018; Sirola & Pitesa, 2018). For instance, a country's living 

conditions, and economic circumstances have been shown to influence individual behaviors 
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(Gandelman & Hernandez-Murillo, 2009; Van de Vliert, Van Yperen, & Thierry, 2008). 

Within PCB research, a few recent studies argue that while employee reactions to PCB might 

be shaped by their experiences of how their organization treats them, as has traditionally been 

assumed, reactions might also be shaped by how these individuals perceive wider factors in 

their environment, such as economic factors (e.g., Bohle, Bal, Jansen, Leiva, & Alonso, 

2017). For instance, employee perceptions of the PC can be shaped by austerity policies 

(Conway, Kiefer, Hartley, & Briner, 2014). While macroeconomic indicators are known to 

reflect the prevailing economic environment of a country, how the indicators translate into 

individual work behaviors is rarely examined in the PC literature. Understanding how macro 

environmental factors influence breach-related outcomes, and understanding their 

implications, is important for academics and managers. However, there has been no 

systematic attempt to study how economic factors impact PCB responses. Hence, it is 

important to examine the influence of economic context on PCB and its effects on work 

outcomes. In this study, Study One, I focus on how a country’s economic factors might alter 

breach-related work outcomes, such as job performance and turnover. 

To examine the possible effects of economic context, I conducted a meta-analysis to 

connect results from existing studies with available macroeconomic data from public sources. 

Given that there are no studies examining the impact of economic factors on breach-related 

behavioral outcomes, there is an insufficient number of studies with which to conduct a meta-

analysis in the standard way. This creates a new direction for PC research as it allows me to 

investigate whether the relationships between PCB and work outcomes at an individual level 

are affected by a country's economic circumstances. I draw on prospect theory (Kahneman & 

Tversky, 1979; Tversky & Kahneman, 1992) to argue that when people respond to PCB, they 

are likely to take into account the wider environment - including the macroeconomic context 

which determines not only the labor market but also general price levels - and hence, the 
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value of a job and the remuneration package within the economic context of a country. 

Prospect theory proposes that people make decisions based on expected losses or gains that 

involve their behavior. In short, based on prospect theory, I expect that when employees 

respond to PCB, they take into account what they have to lose or gain by considering the 

wider economic situation, and that this, in turn, might alter the ways in which they behave in 

their jobs. To uncover potential explanatory mechanisms underlying how people make 

decisions based on expected losses or gains, I bring together three different perspectives based 

on the ABC model (Ellis, 1985), the cognitive triad (Beck, 1975; Clark & Beck, 2010), and 

schema theory. 

I aim to make two main contributions to the PC literature by performing a meta-analysis 

of 95 psychological contract studies over the last 25 years, and by investigating the 

moderating effects of the macroeconomic environment on the relationships between PCB and 

work outcomes at the individual level.  

First, this meta-analysis on PCs captures the progress of the field since the last two 

meta-analyses were conducted more than a decade ago (Bal et al., 2008; Zhao et al., 2007) 

and thereby, updates cumulative knowledge around psychological contracts and provides 

consolidation of what has been learned in that time. By meta-analyzing studies on the 

association between PCB and work outcomes (i.e., job performance and turnover), this study 

uses multi-level sources of information to examine the impact of a country’s inflation and 

unemployment levels on employee work outcomes related to PCB. The findings of this study 

contribute to our understanding of how the economic context at the national level can impact 

PCB related work outcomes at the individual level by exploring the impact of inflation and 

unemployment on PCB related job performance and turnover.  

Second, this study follows the call for a focus on context in organizational behavior 

(Johns, 2018), to investigate the possible influence of macroeconomic factors on the 
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relationships between PCB and job behaviors at the individual level. In doing so, I utilize 

prospect theory to link with the PC literature, thereby elucidating how the macroeconomic 

environment might affect people in their decision-making processes following a breach. I test 

this using two key – and widely used – economic parameters, namely: inflation rate and 

unemployment rate (Angrave, Charlwood, & Greenwood, 2015; Gandelman & Hernadez-

Murillo, 2009). Relatively high levels of inflation and unemployment, for instance, can 

amplify the potential losses and insecurities that one risks by altering one’s behavior at work 

(Angrave et al., 2015), and thus, are likely to affect decision-making processes after PCB. 

The study, therefore, tests how relationships of PCBs with work outcomes may be influenced 

by factors beyond the individual and organization. They may, indeed, stem from what 

happens in the socioeconomic context of a country, and this context can be measured using 

two key economic factors. 

 

2.2 Psychological Contracts and Work Outcomes 

The PC is defined as “individual beliefs, shaped by the organization, regarding terms of 

an exchange agreement between the individual and their organization” (Rousseau, 1995, p.9). 

PCB happens when an organization fails to meet its obligations towards the employee as 

perceived by the employee (Conway & Briner, 2005; Rousseau, 1995). Previous studies have 

shown there to be a negative relationship of PCB with employees’ job performance and a 

positive relationship with their withdrawal behaviors (Conway & Briner, 2005; Zhao et al., 

2007). These relationships have traditionally been explained based on social exchange theory 

(SET) (Blau, 1964). SET suggests that people engage in exchange relationships to receive 

inducements for what they provide to other parties (Blau, 1964; Gouldner, 1960). Each party 

expects that the other will reciprocate their actions, and this process leads to mutual obligations 

over time (Cropanzano, Anthony, Daniels, & Hall, 2017). Where they experience an 
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employer’s non-fulfilment of its obligations (i.e., PCB), employees are likely to experience 

negative emotions, and consequently change their job behaviors to restore the balance in their 

relationship (Coyle-Shapiro & Parzefall, 2008).  

This is also consistent with affective events theory (AET) (Weiss & Cropanzano, 1996), 

which is another key theory used in PCB research (e.g., Zhao et al., 2007). AET states that 

workplace events can influence emotions at work, which subsequently influence work 

outcomes (Morrison & Robinson, 1997). Emotions experienced at work colour one's cognitive 

evaluations of a job, and negative experiences will result in more negative work outcomes 

(Thoresen, Kaplan, Barsky, Warren & de Chermont, 2003). Consequently, PCB is viewed as a 

negative emotional event and can thus, lead to detrimental work outcomes, such as lower 

performance and higher turnover (Bal et al., 2008; Zhao et al., 2007). Moreover, a breach has 

a substantial impact on work-related thoughts (Conway & Briner, 2009). Breach, as a negative 

event, can influence employees’ thought processes, leading them to generate more negative 

thoughts (Rood, Roelofs, Bogels, & Alloy, 2010). This can lead employees to underperform 

(Goodhart, 1986) and to withdraw. Performing less than expected indicates low job 

performance (Justo, DeTienne, & Sieger, 2015) and withdrawal might lead, eventually, to exit 

(i.e., indicates turnover).  

Drawing on the above, my first goal is to replicate a previous meta-analysis (Zhao et al., 

2007), and expand on it by using a considerably larger sample of studies. This allows for a 

more rigorous testing of the relationships and an integration of more recent findings. Thus, akin 

to Zhao and colleague’s study (2007) and based on SET and AET, I expect breaches of the 

psychological contract to be negatively related to in-role performance and organizational 

citizenship behavior (OCB), while being positively related to turnover intention and actual 

turnover (Bal et al., 2008; Conway & Briner, 2005; Zhao et al., 2007). I focus on four of the 

key work outcomes of PCB as the main interest in the study. More specifically, I expect: 
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Hypothesis 1: Psychological contract breach is negatively related to in-role 

performance (H1a) and organizational citizenship behavior (H1b). 

 

Hypothesis 2: Psychological contract breach is positively related to turnover intention 

(H2a) and actual turnover (H2b). 

 

2.3 The Role of Economic Factors in Psychological Contract Breach 

While PCB is expected to affect employee work outcomes, it has been long established 

that these relationships are not uniform and may depend on the context (e.g., Brand, 2015; 

Burgard & Kalousova, 2015; Guest, 2004; Morrison & Robinson, 1997; Rousseau, 1995). For 

instance, employee characteristics, such as age (Bal et al., 2008), and organizational context, 

such as manager support (Bal, Chiaburu, & Jansen, 2010), may alter the effects of PCB. Yet, 

although there is increasing agreement that economic context shapes workplace behavior in 

general (Angrave et al., 2015; Di Tella, MacCulloch, & Oswald, 2003), there is currently little 

empirical research investigating if – and if so, how - economic factors shape PCB reactions.  

In the PC literature, the association between breach and work outcome is well 

established, based on the SET (Conway & Briner, 2009), which is guided by the norm of 

reciprocity. People's desire to reciprocate is influenced by their expectation of future gains 

(Lee, Jeong, Hyoung, & Hye, 2008). The context within which the reciprocity is generated can 

influence expectations of future gains that individuals have when they engage in exchange 

relations (Miller, Goyal, & Wice, 2017). Societal context is known to influence the norm of 

reciprocity (Belmi & Jeffrey, 2015). Specifically, employees' expectations seem to vary 

depending on how they perceive risks and gains in the context of a macro-environment (De 

Lange, Heilbron, & Kok, 2018). For example, when personal finances are affected (e.g., by 
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increasing food prices and rising unemployment) in a bad economy, individuals become more 

sensitive towards the changes happening in the macro-environment (Maitlis & Christianson, 

2014). When the economic context is bad, employees are likely to expect less from their 

employers (Belmi & Jeffrey, 2015; Fenwick & Tausig, 1994) and become more tolerant 

towards poor working conditions (Burgard & Lin, 2013). Although it is acknowledged that a 

PCB (i.e., the failure of an employer to fulfil employee expectations) constitutes an 

infringement of the social exchange agreement between the two parties (Dadi, 2012), when 

inflation and unemployment are higher, signalling a bad economy, employees are less likely 

to respond to a breach by lowering their job performance and increasing their turnover 

intention.  

To take the literature one step further, I introduce an economic perspective on 

psychological contracts (cf. Conway et al., 2014). This fits with my theoretical foundation, as 

the economic context was explicitly integrated into both SET (Blau, 1964) and AET’s 

extension (Ashton-James & Ashkanasy, 2008). However, until now, studies of the PC have 

not explored the possible impact of the economic context. This is important as in a previous 

meta-analysis, it was shown how PCB effects differ across studies, countries, and time (Zhao 

et al., 2007). Following Johns’ (2018) suggestions, I now turn to economic context to explain 

not only why people may differ from each other in their PCB response, but in particular why 

people across different economic contexts differ in their responses. Moreover, investigating 

the moderating effects of economic factors not only adds to the PC literature, but also to other 

fields of organizational behavior and management studies (Sinclair, Sears, Probst, & Zajack, 

2010), as researchers in those fields will be able to draw on the theory, methodology, and 

findings used in this paper. 

Macroeconomic factors have been shown to directly impact the employee at the 

individual level (Chang, 2018; Fenwick & Tausig, 1994). In relation to their jobs, economic 
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factors can impact both employee attitude (Augner, 2015; Gazioglu & Tansel, 2006; Jiang, 

Lu, & Lu, 2017) and behavior (Sarnecki, 2015). To provide a starting point for this new area 

of research, this study focuses on two well-established and frequently used economic factors: 

inflation rate and unemployment rate. The inflation rate measures increases in general price 

levels in an economy (Office for National Statistics, 2016). The unemployment rate measures 

people without a job who have been actively seeking work within the last four weeks and are 

available to start work within the next two weeks, which is an internationally comparable 

statistic across countries (Office for National Statistics, 2016). 

Although these macroeconomic factors are among the most closely watched statistics, 

economic indicators that represent the economic condition of a country are not observable 

directly (Damstra & Boukes, 2018; Soroka, Stecula, & Wlezien, 2015). If economic indicators 

represent the macro-economic context of a country, this implies that economic indicators will 

indicate the real-life economic state of the society that people experience day to day (Soroka 

et al., 2015). For example, poor economic indicators imply that people living in such an 

economy will experience a poor economic state in their day-to-day experiences, such as losing 

a job due to the tightened economy and spending more money on goods due to inflation. 

Moreover, information about the economy can reach the people in a country through 

experience, gained by interacting with various news sources, including the mainstream media 

and social networking (Damstra & Boukes, 2018; Vis & Kuijpers, 2018). People's perceptions 

of the economy are based on both personal experience and information gained from such 

sources (MacKuen, Erikson, & Stimson, 1992; Soroka et al., 2015; Vis & Kuijpers, 2018).  

People's economic perceptions (wherever they are gained) influence their behavior 

(Evans & Andersen, 2006). For example, rising unemployment and increasing price levels are 

likely to change people’s behavior (Luechinger, Meier, & Stutzer, 2010), especially in the 

workplace (Foley & Polanyi, 2006).  The exact mechanisms by which these macroeconomic 
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indicators reflect the economic environment translate into individual work behaviors are not 

discussed in PC literature. In addition to what people perceive about the economy, these 

macroeconomic indicators reflect the strength or weakness of a country’s prevailing economy 

(Darby, Mascaro, & Marlow, 1989). If economic indicators correctly reflect the economic 

conditions of a state, as economists claim, another implication of this is that the future 

realization of economic conditions should predict how employees respond to a breach. 

To explain the impact of macroeconomic factors on breach responses in more detail, I 

will use prospect theory (Kahneman & Tversky, 1979; Tversky & Kahneman, 1992). The main 

tenet of prospect theory is that when people make decisions under risk, they consider what 

they might lose or gain as a result of choice they make (Adriaenssen & Johannessen, 2016; 

Kahneman & Tversky, 1979). This theory also suggests that people expend more effort in 

preventing the loss of a position than in achieving a potential gain (Kahneman, 2011). Hence, 

when people experience a negative work-related event, their choice of response is likely to be 

informed by their focus on prevention of losses resulting from the event. PCB constitutes a 

negative event, one which triggers strong emotions and mistrust (Morrison & Robinson, 1997; 

Zhao et al., 2007). AET and SET indicate that employees will react to PCB by reducing their 

efforts (e.g., indicated by lower performance and OCBs) or even leaving the organization 

(indicated by turnover intentions and actual turnover). However, drawing on prospect theory, 

I argue that the likelihood of an employee responding with reduced efforts or increased efforts 

will depend on their assessment of the potential losses or gains that each response is likely to 

incur.  

The macro-economy area is so complex that to make any sense of a country’s prevailing 

economy is no simple task. Nevertheless, ordinary people do make interpretations about how 

a country's economy can have an influence on their work-life or life in general. While prospect 

theory explains that people make decisions based on avoiding risk, the cognitive perspective 
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is useful in understanding the mechanisms by which people make decisions based on risk 

aversion (Bradstatter, Kuhberger, & Scheneider, 2002). When they engage in the decision-

making process, people use cognition (Wang & Wang, 2004) and probability weighting. 

Cognition refers to thinking, or the way a person’s psychological process is involved in 

understanding the environment and in the formation of decision-making.  

 

2.3.1 Cognitive Thinking about Risk: Three perspectives 

I proposed three perspectives in relation to cognitive thinking associated with risky decision-

making. These were based on the ABC model (Ellis, 1985), the cognitive triad model (Beck, 

1975; Clark & Beck, 2010), and schema theory.  

The first perspective, the ABC model (Ellis, 1985) of cognitive theory, suggests that 

experiencing an event will activate an individual's beliefs and behaviors. Citizens experience 

their state’s economy through their personal and professional lives, and their experiences may 

translate into their perceptions about the economy. In psychology literature, the ABC model 

(Ellis,1985) is commonly applied to identify the association between the thinking and the 

behavior of depressed individuals. The literature suggests that a negative event can trigger 

irrational thoughts, which can lead to negative behaviors (i.e., behaviors causing harm to one's 

self, including suicide). However, if the opposite is true, in healthy individuals (i.e., non-

depressed individuals), negative events are likely to lead to rational beliefs, resulting in 

behaviors that are likely to generate gains for oneself, and so avoid risk. Empirical evidence 

suggests that positive events encourage rational beliefs among people (Klaczynski & Fauth, 

1996), and encourage people to avoid risks (Slovic, 2016), specifically financial risks (Blajer-

Golebiewsks, Wach, & Kos, 2018). Accordingly, I suggest that when a negative economic 

environment is experienced, people are likely to think negatively about the macro-environment 

(i.e., unemployment is growing), leading them to form rational beliefs (i.e., it is hard to find 
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jobs when there is high unemployment) and behave accordingly to reduce risk (i.e., I will try 

to be more tolerant at work, because it is hard to find jobs during this time in the country).  

The second perspective, which is the application of the cognitive triad model (Beck, 

1975; Clark & Beck, 2010), proposes that the ways in which an individual perceives the self, 

the environment, and the future leads to the ways the individual behaves (Soygut & Savasir, 

2001). When this is applied to a workplace setting, employees are likely to have a particular 

view of themselves (e.g., as skilled, as a hard worker); views about the current and future 

economic status of their job/company/sector (i.e., in a good/bad economic time); views about 

the viability of finding another job (e.g., whether it is a good/bad time to move jobs). Views 

of self, the environment and of the future held by an individual employee, can influence how 

that employee assesses potential losses or gains based on their behavior. When an individual 

perceives a risk to the self, the environment, or the future, they are likely to put more effort 

into keeping hold of what they have (i.e., avoid losses), in line with prospect theory. For 

instance, evidence suggests that high unemployment creates fear among people (Ryan & Hunt, 

2015), and encourages them to underestimate their self-worth in the job market (Worach-

Kardas & Kostrzewski, 2014). Even when they are employed, they might fear for their future 

wellbeing (Di Tella et al., 2003).  

Understandably, inflation plays a major part in people’s thinking (Kuchler & Zafar, 

2019). Inflation is important because it determines the availability of money for spending– if 

inflation is higher, incomes are worth less in terms of buying power (Kuchler & Zafar, 2019). 

From a theoretical perspective, prospect theory (Holden, 2005) proposes that employee wage 

expectations are shaped by inflation. Scholars have suggested that employee wage 

expectations remain low when inflation is high (Angrave et al., 2015). When expectations are 

low, there is greater employee tolerance of poor working conditions (Holden, 2005). This can 

be further explained from a loss aversion and value function perspective, which captures an 
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individual's subjective perception of a particular outcome. Many households are concerned 

about the expense they incur in buying goods and services that are important to maintaining 

an appropriate living standard (Armantier, De Bruin, Topa, Der Klaauw, & Zafar, 2015), and 

employees have significantly less expectations of their employers with the decreasing value 

of their salaries (Karagedikli, 2018). Accordingly, there is greater tolerance of employer 

injustice when inflation is high (Chubb, Reily, & Usher, 2010) This view is also supported by 

empirical evidence which suggests that during uncertain economic times (i.e., those marked 

by inflation) employees’ expectations about fair treatment at work decline (Faccini & Melosi, 

2019). Previous empirical studies have shown that inflation of the economy is linked to lower 

employee job performance and turnover at the individual level (Gentry, Kuhnert, Mondore, & 

Page, 2007). In line with this, employees are expected to be more tolerant of PCB.  

The third perspective, applying schema theory, sees the previously gained experiences 

related to the macro-environment as being likely to influence risky decision making by 

individuals. Macro-environment schemas are patterns of schemas that help an individual to 

understand the economic environment. Studies have shown that employees who had 

previously lost a job during bad economic times and experienced financial hardship as a result 

(i.e., struggled to buy essential goods to survive), tended to, during subsequent periods of 

economic downturn, revise their career expectations (Shore & Terick, 1994) and work 

behaviors (Sherman & Morley, 2015). Previous experience (i.e., positive and negative) of bad 

economic times can influence how employees assess potential losses or gains when they find 

themselves in a similar situation at a later point of time. Some recent research has indeed 

shown that people factor in macroeconomic circumstances when deciding how to behave at 

work (Angrave et al., 2015; Cahill, McNamara, Pitt-Catsouphes, & Valcour, 2015; Sevak & 

Schmidt, 2011). For example, employees remain committed and reduce their turnover 

intention when there is higher inflation (i.e., when they face greater uncertainty regarding their 



 
 

 66 

future) (Akoto & Stammerjohan, 2015; Cahill et al., 2015). In terms of the perceptions 

employees have of the PC, economic recessions and booms are likely to have some impact 

(Conway et al., 2014; De Hauw & De Vos, 2010; Bohle et al., 2017). These studies show that 

in response to economic recessions, employees adapt their perceptions of employer 

obligations, usually by downgrading their expectations. Ultimately, because recessions 

indicate economic hardship, people are more likely to cling on to their jobs (Chin & Hung, 

2013) and to be satisfied with less than they may have been used to (Gelade, Dobson & Gilbert, 

2006).  

Therefore, drawing on prospect theory, and based on a cognitive perspective (i.e., ABC 

model, cognitive triad, and schema theory), I reason that the potential losses of reacting 

behaviorally to breaches will be more prominent. This is due to the fact that these behaviors 

carry the risk of losing one’s job and, therefore, an income, the importance of which is 

amplified under adverse economic conditions. For example, high inflation can cause a sense 

of loss of disposable income and high unemployment can cause a sense of perceived lack of 

employment opportunities. Thus, I expect that when faced with high inflation and high 

unemployment, relationships of PCB with job outcomes will be attenuated. Therefore, I 

expect:  

 

Hypothesis 3: Inflation rate moderates the relationship between PCB and in-role 

performance (H3a), organizational citizenship behavior (H3b), turnover intention 

(H3c) and actual turnover (H3d). Relationships will be weaker under conditions of 

high inflation.  

 

Hypothesis 4: Unemployment rate moderates the relationship between psychological 

contract breach and in-role performance (H4a), organizational citizenship behavior 
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(H4b), turnover intention (H4c) and actual turnover (H4d). Relationships will be 

weaker under conditions of high unemployment.  

 

 

2.4 Method 

This section will detail the search strategies, measures and statistical procedures that 

were applied in the conducting of this research. 

 

2.4.1 Search Strategy 

Multiple search strategies were adopted to identify relevant studies involved in measuring 

PCB, conducted between the 1980s and (mid) 2018. In seeking out these studies I used the key 

terms "psychological contract", "psychological contract breach", "psychological contract 

fulfillment" and "psychological contract violation".  In PC literature, some of the early scholars 

used “breach” and “violation” interchangeably to reflect breach (Coyle-Shapiro & Parzefall, 

2008). A point of departure came with the work of Robinson & Morrison (2000), who 

emphasized that breach and violation were two different terms conceptually.  Therefore, to 

ensure that I include all the articles measuring breach, I gathered studies around both 

keywords. At a later stage, I screened all the articles that reported breach, fulfillment, and 

violation, looking for articles that were specifically measuring PCB. A few studies reporting 

violation measured breach, and these studies were included in this meta-analysis. Moreover, 

studies reporting psychological contract fulfillment were reverse coded to derive breach in line 

with Zhao and colleagues’ (2007) study. 

I searched key databases, namely PsycINFO, EBSCO, ABI-INFORM, and Google 

Scholar. Moreover, I searched through the reference lists of previous meta-analyses (Bal et al., 

2008, 2010; Zhao et al., 2007; Vantilborgh, Dries, De Vos, & Bal, 2015), and manually 
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searched the reference lists of published articles on the topic of PCB. I contacted the members 

of both OB (Organizational Behaviour) division and HRM(Human Resource Management) 

division of the Academy of Management requesting access to unpublished studies. As a final 

check, I contacted the authors who published abstract papers on PCB at the Academy of 

Management and the Society of Industrial and Organizational Psychology meetings to request 

unpublished papers.  

There were nine items of inclusion criteria (which I italicize here for ease of reference). 

The first criterion was that a study must focus on PCB or psychological contract fulfilment 

(PCF). From the databases and hand-searched journals and studies, 2,897 studies were initially 

identified. The second criterion was that only those studies which were empirical were to be 

included. From this initial search, 2,436 empirical studies were identified. The third was that 

only those following quantitative methods were to be selected. This resulted in 2,088 studies. 

Criterion four was that only those studies that investigated PCB or PCF were to be included 

(i.e., studies on PC content, state, or type would be excluded). This resulted in 1,791 studies. 

The fifth criterion, after removing duplicates, and studies that measured psychological 

contract violation (Morrison & Robinson, 1997), I retained 838 articles. Criterion six dictated 

that only studies measuring the relations between PCB and PCF and the relevant work 

outcomes (i.e., in-role performance, OCB, turnover intention, and turnover) were to be 

included. After excluding 633 studies on relationships with other outcomes (e.g., job attitudes), 

205 studies were retained. The seventh criterion, included only studies reporting in English, 

French, or Dutch languages, which resulted in 172 studies. Criterion eight included only 

employee perspectives of PC breach and fulfillment. This resulted in a set of 160 published 

articles reporting the relationship between PCB and PCF and the relevant outcomes. Finally, 

criterion nine included only published and unpublished research which reported the statistical 
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information needed to calculate the correlations among the selected variables of this study. 

This resulted in a final database of 90 articles, which contained 95 independent samples1.  

 

2.4.2 Measures 

PCB (the main independent variable) was coded only when breach or fulfillment was 

measured. In line with the method suggested by Zhao and colleague’s (2007) study, I reversed 

the signs of the correlations between fulfillment and job behaviors to indicate PCB. When 

multiple dimensions of breach or fulfillment were measured, then a composite score was 

calculated using the formulas of Hunter and Schmidt (2004). For longitudinal studies, 

correlations between PCB and its outcomes, and the most distal points of time were considered 

(cf. Zhao et al., 2007). 

The in-role performance was coded for any performance outcome measure that reflected 

the assessment of an employee’s performance in their core task description. OCBs were coded 

as any extra-role performance that is not part of the core task description. The turnover intention 

was measured as the self-reported intention of employees to leave their organization, and actual 

turnover was assessed only if the study reported correlations between PCB and their actual 

departure from the organization. Composite correlations were calculated if an outcome was 

measured via multi-dimensional scales (Hunter & Schmidt, 2004).  

Inflation and unemployment rates were taken from Euromonitor (2018). To provide 

comparable statistics for each study, I inspected per study when the study’s data were collected. 

For longitudinal studies I used the year of assessment of the PCB, and where the year of data 

collection was not reported, I contacted the study’s authors. If authors were not available to 

provide the requested information, I used the mean time lag of four years (as estimated by the 

available information in our data) between data collection and publication of the paper in a 

 
1 An overview of studies included in this study are shown in Appendix 1. 
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journal. For each study, I then searched Euromonitor for the macroeconomic factors of the 

specific country and year in which the study’s data were collected.  

 

2.4.3 Statistical Procedure  

The hypotheses regarding the main effects of a breach on job behaviors were tested with the 

formulas of Hunter and Schmidt (2004). To test the hypotheses concerning the macroeconomic 

factors, the correlations between the breach and the outcomes were regressed on the 

macroeconomic factors, using a Weighted Least Squares estimation. Weighted Least Squares 

2(WLS) estimation allows to correct for differences between samples sizes, as well as 

unreliability in the variables measured (Hunter & Schmidt, 2004). The weights were set at (nj 

- 3) to correct for sample size (Hunter & Schmidt, 2004). I applied the Fisher Z-transformation 

to all correlations, to investigate the moderating effect of the macroeconomic factors.  

 

2.5 Findings 

The section describes what effects a breach has on outcomes and whether 

macroeconomic moderators have a notable influence. 

 

2.5.1 Main effects of PCB on outcomes 

First, I assessed the main effects of PCB on the outcomes. Table 2.5.1 shows the results of the 

main-effects meta-analysis. In this table, my study’s true-score correlations are reported and 

compared to those reported in the meta-analysis of Zhao and colleagues (2007). As expected 

by H1a and H1b, PCB significantly and positively related to in-role performance (true score 

correlation ρ = -.22) and citizenship behavior (ρ = -.24).  In line with H2a and H2b, PCB related 

 
2 By allowing standard errors to be adjusted correctly, Lypsey and Wilson (2001) created an SPSS macro that 

performed modified weighted least square regression and I have used this. 
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significantly and negatively to turnover intention (ρ = .34) and actual turnover (ρ =.18). It is 

notable how the correlations between PCB and job performance and turnover intentions are 

similar to those in the meta-analysis of Zhao and colleagues (2007), while the correlations 

between PCB and OCB and actual turnover are considerably larger in the current meta-

analysis. Lastly, while none of my confidence intervals contained zero, actual turnover did 

contain zero in Zhao et al. (2007). In summary, Hypothesis 1 and Hypothesis 2 are supported.  

 

 

Table 2.5.1 

Meta-analysis Results of the Main Effects of PCB on Work Outcomes 

              

95% 

Confidence 

Interval 

90% 

Credibility 

Interval 

    

Outcomes Study k N R ρ 
SD 

ρ 
Lower Upper Lower Upper Q 

Fail 

safe 

k 

In-role 

performance 

Current 

study 
34 8287 -.21 -.22 .12 - .26               -.17 - .42                 -.01 138 54 

(Zhao et 

al., 2007) 
16 3504 -.20 -.24 .09 -.29    -.18 -.37         -.11 32 56 

             

OCB 

Current 

Study 
33 20268 -.22 -.24 .06 -.24     -.21  -.39                  -.06 211 54 

(Zhao et 

al., 2007) 
21 12662 -.11 -.14 .09 -.18    -.10 -.28         -.02 69 51 

             

Turnover 

intentions 

Current 

Study 
61 20753 .32 .34 .18 .29     .39 .02            .70 947 79 

(Zhao et 

al., 2007) 
22 6268 .34 .42 .15 .36    .49 .19         .65 109 80 

             

Actual turnover 

Current 

Study 
6 6869 .13 .18 .04 .07     .12 .03                 .16 13 2 

(Zhao et 

al., 2007) 
5 730 .05 .06 .18 -.12     .23 -.21        .32 20 3 

 

Note. k = number of studies; N = number of observations; r = mean uncorrected correlation; ρ = true score 

correlation; SD of ρ = standard deviation of true score correlation; Q = Cochran’s homogeneity test statistic; 

Fail safe k = Number of studies required to refute the significance of the correlation. 
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2.5.2 Macroeconomic moderators 

The homogeneity statistics shown in Table 2.5.1 (i.e., Q and the 90% credibility intervals) 

show that the true score correlations between the breach and the outcomes contain a sizeable 

variation, which supports our idea that there might be moderating variables within these 

relationships (Hunter & Schmidt, 2004). More specifically, Hypotheses 3 and 4 state that 

macroeconomic factors of a country moderate the relationships between PCB and work 

outcomes. The meta-analytic results for the macroeconomic factors are shown in Table 2.5.2.  

It is clear that inflation and unemployment rates moderate the relationships between 

PCB and work outcomes. Inflation as a factor will be described first. Inflation rate moderated 

the relationship between the PCB and in-role performance (β = .54, p < .001). Since the 

correlation between breach and in-role performance is negative (see Table 2.5.1), the positive 

beta indicates an attenuating effect; the negative correlation becomes smaller when there is a 

higher inflation rate. The explained variance (R2) was .29, indicating that 29% of the variance 

in the correlations between breach and in-role performance can be attributed to the effects of 

economic inflation. H3a is, therefore, supported. Inflation did not moderate the relation 

between the PCB and citizenship behavior (β = .04, ns), and H3b was, thus, not supported. The 

inflation rate did moderate the relation between PCB and turnover intention (β = -.32, p < .001). 

Since the correlation between PCB and turnover intention is positive (see Table 2.5.1), the 

negative beta indicates that this positive correlation becomes smaller when the inflation rate 

becomes higher (i.e., an attenuating effect of inflation rate), thereby H3c was supported. The 

inflation rate moderated the relation between PCB and actual turnover (β = .12, p < .001). Since 

the correlation between PCB and actual turnover is positive (see Table 2.5.1), the positive beta 

indicates that this positive correlation becomes larger when the inflation rate becomes higher. 

This is in the opposite of what I had expected to happen in H3d, and I will discuss this in more 

detail in the Discussion (section 2.6). In summary, the main premise underlying Hypothesis 3 
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was that inflation rate could moderate the relationships between PCB and work outcomes and 

my findings support that general idea, yet interestingly my findings also revealed that this is, 

for some relationships, more complex than I had anticipated (see Table 2.5.2).  

 

Table 2.5.2 

The Moderating Roles of Economic Factors  

Economic 

factor 
Outcomes k  N  Beta S.E. U.B t  p-value R2 

Inflation 

Rate 

In-role 

performance  
34   8632   .54   .03 

  .09 
3.61   .00   .29 

OCB 33  20268  .04  .01 .00 .20  n.s.  .00 

Turnover 

intentions  
61  20753  -.32  .01 

 .21 
2.57  .01  .10 

Actual 

turnover 
6   6879   .12   .01 

.25 
2.66   .00   

.01

  

Unemploy-

ment 

Rate 

  

In-role 

performance  
34  8632  .48  .01 

.05 
3.12  .00  .23 

OCB 33  20268  -.18  .00 -.01 -1.02  n.s.  .03 

Turnover 

intentions  
61  20753  .30  .01 

 .01 
2.48  .01  .09 

Actual 

turnover 
6   6879   .04   .00 

.13 
-1.48   n.s.   

.55

  

 

Note. k = number of studies; N = number of observations; Beta = interaction coefficient; S.E. = standard error 

of Beta; UB=unstandardized beta, t = t-test of Beta; p-value = significance of t-test; R2 = explained variance.  

* The findings related to turnover must be treated with caution as publication bias a concern. 

 

 

The unemployment rate was a second moderating factor. The unemployment rate 

moderated the relationship between PCB and in-role performance (β = .48, p < .001), as can be 

seen in Table 2.5.2. Since the correlation between PCB and in-role performance is negative 

(see Table 2.5.1), the positive beta indicates that this positive correlation becomes larger when 

the unemployment rate rises. Thus, H4a was supported. The unemployment rate did not 

moderate the relation between PCB and citizenship behavior (β = -.18, ns), and thus H4b was 

not supported. The unemployment rate did moderate the relation between PCB and turnover 

intention (β = .30, p < .001). Since the correlation between breach and turnover intention is 

positive (see Table 2.5.1), the positive beta indicates that this positive correlation becomes 
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greater when the unemployment rate rises.  This was the opposite of what was expected by 

H4c. The unemployment rate did not moderate the relation between PCB and actual turnover 

(β = .04, ns), thereby rejecting H4d. In summary, the general expectation of Hypothesis 4 

received support, yet – as was the case for my findings concerning Hypothesis 3 – the findings 

of this thesis also unearthed a more complex reality than I initially expected. 

 

2.6 Discussion 

The findings of this meta-analysis show that psychological contract breach is strongly 

linked to work behaviors (i.e., in-role performance, OCBs, turnover intentions, and actual 

turnover). These results are in line with affective events theory (Weiss & Cropanzano, 1996), 

social exchange theory (Blau, 1986), and the findings of previous studies (e.g., Vantilborgh et 

al., 2015) and meta-analyses (Zhao et al., 2007). For in-role performance and turnover 

intentions, there were small variations in the results of the current and Zhao and colleague’s 

(2007) meta-analysis, and both their and my meta-analyses indicate that PCB is an important 

predictor of these work behaviors. However, what this study revealed differently was stronger 

relationships for OCB and actual turnover than presented by Zhao and colleague’s (2007) study 

(up from -.14 to -.24 for OCB and .06 to .18 for actual turnover).  

My explanation for this difference is twofold. On the one hand, it might be that since 

2007, employees have responded more strongly to PCBs in relation to OCBs and turnover, 

potentially as a result of changing economic circumstances, such as layoffs and austerity 

(Conway et al., 2014; Bohle et al., 2017). On the other hand, it might also be exemplifying a 

publication bias (Hunter & Schmidt, 2004). That is, as it becomes harder to publish papers in 

(top-tier) journals due to increased competition for journal space, it may be that studies which 

show stronger effects on OCBs and turnover are more likely to be accepted for publication. 

Moreover, because Zhao and colleague’s (2007) meta-analysis showed a non-significant 
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relationship between PCB and turnover, researchers might have responded by giving a stronger 

focus to empirically explaining why and how PCB affects turnover. Hence, the change in 

strength of effects may be due to the changing reality of workplaces as well as changing 

interests of researchers.  

The changing reality of workplaces was included in my focus by investigating how 

macroeconomic factors of a country can moderate the relation between PCB and work 

outcomes. Based on prospect theory (Kahneman & Tversky, 1979), I expected that work 

outcomes following a breach is partly influenced by people’s assessment of potential losses 

and gains, which are dependent upon the economic situation of a country. I expected people to 

be less affected by a breach when there was higher inflation and unemployment. Overall, the 

results of this study support the notion that economic factors can shape the relationships 

between PCB and work outcomes and these findings will play a central part in the rest of this 

discussion.  

 

2.6.1 PCB Effect on Work Outcomes: Macroeconomic Moderators 

This meta-analysis showed that inflation rates moderated the relationship between contract 

breach and in-role performance and turnover intention in the expected direction. Hence, in a 

macroeconomic context of high inflation, people are less likely to decrease their performance 

or increase their turnover intention when they experience PCB. Inflation rates also moderated 

the relationship between PCB and actual turnover, yet did so in the opposite direction (i.e., 

when there is higher inflation, the positive relationship between the breach and actual turnover 

becomes larger, suggesting that the degree of actual turnover among people is higher). This 

unexpected effect of inflation could have various explanations. One explanation may be that 

under conditions of inflation people change jobs more frequently to overcome the negative 

effects of the devaluation of their income; the change may be a relatively straightforward way 
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to negotiate higher salaries, to cope with the negative implications of inflation (Martin, Sotiria, 

& Agnieszka, 2016). Inflation may thus, play a complex role. On the one hand, inflation is an 

indicator of an economic downturn and, as such, may signal that people need to secure their 

income to prevent any further losses of salary (as earnings become devalued with inflationary 

rising prices). This may lead them to perform well in their jobs even when their organization 

is not upholding its side of the deal (i.e., when PCB occurs). However, on the other hand, 

employees are also leaving such ‘PC breaching’ organizations, and searching for a new 

employer, to secure or increase their income and purchasing power.  

Unemployment rate moderated the relation between PCB and in-role performance in the 

expected direction, with higher unemployment predicting attenuated responses to breaches. 

However, the relation between PCB and turnover intention was moderated in the opposite 

direction to what was predicted. That is, when there is higher unemployment, the positive 

relation between breach and turnover intention becomes larger, suggesting that the degree of 

turnover intention among people is higher. This unexpected effect of unemployment could be 

explained in a similar way to the unexpected inflation outcomes discussed previously. In times 

of high unemployment in a country, people may still retain their performance at work, but at 

the same time, also start looking increasingly for other job opportunities (Luechinger et al., 

2010). Hence, what might be observed is a dual process through which people, despite having 

experienced a breach, may continue to perform well in one’s job. Therefore, they are avoiding 

losing their job, but, at the same time, starting to look more intensely for other jobs to offset 

the risks and losses that co-align with experiencing breaches. This is a new insight beyond the 

prior conclusions of Zhao and colleague’s (2007), that PCB normally elicits negative 

responses.  

Overall, the findings of this study show that it is important to consider the 

macroeconomic environment in managing employee work outcomes and dealing with 
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psychological contract breach, as economic factors can moderate these relationships. PCB had 

a less negative effect on in-role performance in harsh economic times, yet the results of this 

study show that extra-role performance (i.e., OCB) was not moderated by the economic 

situation. This means that even in a difficult economic setting, employees still react negatively 

to PCB by reducing their OCB (cf. Zhao et al., 2007). For the long-term viability of 

organizations, OCB is crucial (Rousseau, 1995) and reducing PCB is thus, still important in 

challenging economic settings. My findings could also be interpreted in the following way:  

employees are engaging in a form of impression management, as PCB still negatively relates 

to their OCB, but fewer effects are detectable in their employee in-role performance. My 

findings that economic factors might increase turnover add to that by showing that, even when 

it seems like employees are still performing after PCB, they are already thinking of a life 

beyond the ‘breaching’ organization.  

 

2.7 Theoretical Implications  

This study has several theoretical implications. First, the PC literature has so far assumed 

that psychological contract evaluations are shaped by individuals through using cues from their 

immediate environment (e.g., Morrison & Robinson, 1997). This study is among the first to 

show that macroeconomic content can influence people’s behavior. While individuals are 

unlikely to be aware of the precise national unemployment figures in a particular period, these 

statistics serve as important proxies for how people assess the macroeconomic context (Dunlap, 

Johnson, Kotharba, & Fackler, 2010; Di Tella et al., 2003; Sevak & Schmidt, 2011). As I have 

shown, these cues are not uniform in how they signal individuals coping with PCBs. It may 

depend on both the type of economic indicator and the specific behavior in the workplace. 

Overall, PC theory would benefit from taking a wider perspective on the coping processes used 

by employees following a breach, and incorporate their decision based on the wider economic 
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environment. Prospect theory (Adriaenssen & Johannessen, 2016; Kahneman, 2011; 

Kahneman & Tversky, 1979) offers a useful theoretical lens through which to study, not only 

how PCs are processed emotionally, but also how resulting employee behavior is influenced 

by assessments of risk, and is therefore, subject to wider contextual macroeconomic factors. In 

other words, social exchange theory (Blau, 1964) predicts that employees actively restore a 

balance when PCB occurs, whereas prospect theory predicts that when employees perceive the 

potential losses of withholding their efforts to be too great, the balance may be absent. The 

notion of structural imbalance between employee and organization has been somewhat absent 

from the PC literature (Bal & Dóci, 2018), but prospect theory may explain why individuals 

do not always reciprocate breach, and they might still (at least appear to) perform well after a 

PCB.  

Moreover, the study also has implications for the wider OB and HRM literature. While 

in OB the focus has traditionally been on individuals in the workplace, there is now increasing 

evidence that individual decision making does not just occur in isolation, but is increasingly 

dependent on the context (Blomme, Rheede, & Tromp, 2010; Johns, 2018). Beyond a rich 

tradition on the impact of national culture on individual behavior and work climates, it has been 

less well understood that economic factors also impact attitudes, behaviors, and decision 

making (Gelade et al., 2006). This study contributes to a deeper understanding of economic 

impacts in two ways. Firstly, it theoretically integrates the psychological contract literature 

with prospect theory to explain the impact of macroeconomic factors. Secondly, it empirically 

tests my hypotheses using a large number of studies which have been conducted across the 

world in the last twenty-five years. In summary, I argue that research areas which traditionally 

focus on the explanation of individual behavior in the workplace should also consider, 

theoretically and empirically, the notion of the wider socioeconomic, political, and cultural 
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context, as these may profoundly influence how people feel, behave, and make decisions in the 

workplace (Bal & Dóci, 2018).  

 

2.8 Strengths, Limitations, and Suggestions for Further Research 

The study has its strengths and limitations. First, the psychological contract studies are 

often based on convenient samples drawn from a single organization. Past research has verified 

the inextricable link between individual-level and country-level, while assuming such samples 

to be, to some extent, representative of the nation (Czaika, 2015). However, one could argue 

that it is unlikely that samples drawn from a single organization can be anything like a 

representative of the national context. For example, one of my six turnover studies include a 

sample of air force employees (Clinton & Guest, 2013). As such, this sample probably cannot 

be taken as representative of a national population, therefore, I encourage future researchers to 

investigate, in more depth, the national economic context as a moderating influence on 

relationships between breach and actual turnover. Besides, it may be that the national context 

indicators of inflation and unemployment are not well aligned with the local context of the 

organization across several other societies or across other samples underpinning PC studies. 

As such, I suggest that future research examines how national economic contexts impact the 

individual and organizational levels across various country settings. Moreover, findings related 

to actual turnover must be treated with caution because publication bias was a concern, 

suggesting that results must be interpreted with caution. 

Second, although I was able to collect a large dataset, most studies that I incorporated for 

this meta-analysis were cross-sectional in nature. As a consequence, it is not possible to draw 

causal conclusions on the impact of the relationships under study. For instance, previous 

research has shown that PCs are reciprocally related to job attitudes (Bal, De Cooman, & Mol, 

2013), and thus, it may be that employee behaviors also impact their assessment of breach and 
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fulfillment. However, it is nonetheless more likely to be true than not that macroeconomic 

factors impact the relationships at an individual level. Hence, this limitation of my meta-

analysis is, at the same time, also a call for more primary research into longitudinal effects, as 

my research has revealed the continuing scarcity of such studies. 

Third, the current study had a clear focus by zooming-in on PCB’s relationship with work 

behaviors. However, other aspects of the PC may also be influenced by economic factors, such 

as the content of the contract itself (Vantilborgh et al., 2014). For instance, in an economic 

downturn, employees may adapt their expectations of their employer, and thus the basis on 

which evaluations of the contract arise may change as well. Plus, in addition to work behaviors, 

there are also other outcomes, such as affective outcomes, which could be relevant for future 

studies. A deeper investigation of these processes may further elucidate the impact of 

macroeconomic factors on psychological contract dynamics (Guest, 2004). 

Finally, I incorporated two of the most prominent macroeconomic factors in this study: 

inflation and unemployment. While my findings revealed that unemployment and inflation 

indeed moderate the relationship, several other economic factors may impact the breach and 

work outcome relationship. There are also other factors, outside the scope of this study, which 

could be relevant, such as inequality, ideology, and culture, which may similarly – or 

differentially – impact psychological contract processes (Thomas et al., 2010; Vantilborgh et 

al., 2014). Further research may shed more light on how these factors impact psychological 

contracts at work. Such studies could use my methodological and analytical strategies for doing 

so. Moreover, economic context varies from country to country, and future empirical studies 

are encouraged to consider other economic factors when examining the breach and the outcome 

relationship. 
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2.9 Practical Implications and Conclusions 

The findings of this meta-analysis show that macroeconomic factors can alter how 

employees respond to PCBs. This study supports the notion that PCBs are generally negatively 

related with performance-related outcomes, and positively related with turnover (intentions). 

However, it also demonstrates that these general relationships are contingent upon the state of 

the economic environment. Therefore, organizations and managers should be aware that while 

employees may not reduce their in-role performance significantly after a PCB in adverse 

economic circumstances, they may reduce their extra-role performance (i.e., OCB), and their 

intentions to leave the organizations could increase. Thus, taking all my findings together, 

reducing PCB is crucial even in economically dire times, because although employees might 

react to the breach with higher in-role performance (possibly to enhance their future 

employability), they also deal with it by looking for other jobs at the same time. In conclusion, 

both scholars and practitioners would thus gain from a deeper understanding of how 

macroeconomic factors affect employee reactions to PCB. While in an economic downturn 

some effects are attenuated under conditions of loss (i.e., high inflation and unemployment), 

other effects might be enhanced (i.e., PCB’s relationship with turnover).  
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ABSTRACT 

 

Although research on psychological contract breach has grown in recent years, most of 

the studies have taken an individual-level perspective to explain psychological contract 

breach’s effects on employee outcomes, thereby overlooking the possibility that national 

culture might affect employee responses to psychological contracts. This study, 

therefore, investigated whether employees in various cultures reacted differently to 

psychological contract breaches. Drawing on the cultural framework established by the 

GLOBE project, I expected that key cultural practices (i.e., institutional collectivism, 

performance orientation, power distance, future society orientation, uncertainty 

avoidance, and gender egalitarianism) of a nation would moderate the relationship 

between psychological contract breach and various key work outcomes (i.e., in-role 

performance, citizenship behavior, turnover intention, and actual turnover). Using meta-

analytic data from 134 studies, I found that the results partially support the hypotheses. 

The study updates and expands prior meta-analyses on psychological contracts and 

opens a new area of inquiry by showing that cultural practices at a national level can 

influence the processes of how psychological contract breaches affect employee 

outcomes at an individual level.  

 

Keywords: Psychological contract breach, GLOBE practices, organizational 

citizenship behavior, job performance, turnover, meta-analysis.
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3.1 Introduction 

The psychological contract breach (PCB) literature has made major contributions to the 

understanding of how the employer-employee relationship affects work outcomes (Guest, 2004), 

as is shown by previous meta-analyses (Bal, De Lange, Jansen, & Van Der Velde, 2008; Zhao, 

Wayne, Glibkowski, & Bravo, 2007). In these meta-analyses, authors found a clear association 

between PCB and important work outcomes, such as in-role job performance, extra-role job 

performance (i.e., organizational citizenship behavior), as well as both turnover intentions and 

actual turnover (Zhao et al., 2007). Besides showing these main effects, the previous meta-analyses 

indicated that these effects could be moderated, yet, until now only moderators at the individual 

level, such as age (Bal et al., 2008) and contract breach types (Zhao et al., 2007), have been studied. 

Although some extant empirical evidence suggests the possible influence of national culture on 

PCB (Haybatatollahi & Gyekye, 2015; Kickul, Lester, & Belgio, 2004), studies exploring the 

moderating role of national culture on PCB and work outcomes relationship have been rare (Taras, 

Steel, & Kirkman, 2011), and clear insights are, therefore, currently lacking. 

More specifically, in preliminary conceptualizations of the psychological contract, it was 

noted that national culture might be relevant (Levinson, Price, Munden, Mandl, & Solley, 1962; 

Rousseau & Schalk, 2000). Since then, only a few empirical studies have investigated the impact 

of national culture on the psychological contract (Thomas, Au, & Ravlin, 2003; Thomas et al., 

2010). The limited empirical evidence suggests that individuals from different cultures differ in 

their (reactions to) psychological contracts (Thomas et al., 2003; 2010). This is because societies 

shape how people understand and interpret events, their motives (Thomas et al., 2003) and their 

behaviors (Fiske & Taylor, 1984; Johns, 2018). Furthermore, there is also some limited evidence 

indicating that work behaviors (Papademetriou & Masouras, 2014), including job performance 
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(Jaramillo, Mulki, & Marshall, 2005; Kraimer, Wayne, & Jaworski, 2001) and turnover (Luu & 

Hattrup, 2010; Peretz & Fried, 2012) can differ across cultures. However, little is mentioned in the 

literature about the impact of national culture on PCB and work outcome relationship. In this study, 

Study Two, I focus on how national culture might alter breach-related work outcomes, such as job 

performance and turnover. Specifically, I will investigate how national cultural practices shape 

key employee work outcomes, such as job performance and turnover following breach.  

 

3.1.1Theoretical Background 

Broadly speaking, national culture is a higher-order phenomenon that can impact 

individual behavior (Van de Vijver, Van Hemert, & Poortinga, 2008; Van Hemert, Van de Vijver, 

& Poortinga, 2008; Varela, Salgado, & Lasio, 2010). It is therefore that scholars have advocated 

for the importance of using a multilevel approach (Alutto, 2002) to understanding the impact of 

national culture on work outcomes at the individual level (Jaramillo et al., 2005; Kraimer et al., 

2001). Empirical research in the PC literature has focused on the impact on national culture at the 

individual level (Newman & Sheikh, 2012). Research in this area has yet to examine the impact 

of national culture at the society level on psychological contract breach and work outcome 

relationships. I contribute to this moving literature by going beyond self-reported national cultural 

scores by shifting my focus to society-level national culture.  

I developed a multilevel framework to support my search to understand the impact of national 

culture on the relationships between breach and work outcomes; this involved a two-stage procedure. 

At the first stage, I conducted a meta-analysis at the individual level (see, for example, Jayaweera, 

Bal, Chudzikowski, & De Jong, 2020). At the second stage, I tested the moderating role of the 
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country’s cultural practices, applying the GLOBE framework (House, Hanges, Javidan, Dorfman, 

& Gupta, 2004). More specifically, linking to theoretical reasoning within PCB research, I used six 

dimensions of GLOBE (House et al., 2004) – namely, institutional collectivism practices, 

performance orientation practices, power distance practices, future orientation practices, uncertainty 

avoidance practices, gender egalitarianism practices – to investigate the effects of the national 

cultural practices on PCB related responses.  

 

3.1.2 National culture, psychological contract breach, and work outcomes  

Following previous research, I define national culture as the “shared motives, values, 

beliefs, identities, and interpretations or meanings of significant events that result from common 

experiences of members of collectives and are transmitted across age generations” (House et al., 

2004, p. 57). National culture includes collective experiences that are conceptualized as the 

collective programming of mentality found at a national level (Czarnecka, Brennan, & Keles, 

2018; House et al., 2004) that are geographically situated (Parboteeah, Bronson, & Cullen, 2005; 

Van Hemert, Van de Vijver, & Poortinga, 2008). Yet, the national culture that is geographically 

situated resides in the mind, as nothing can reside outside of the mind (Harvey, 2013; Hodgson, 

2011). This view is also supported by social cognitive theory (Bandura,1998, 2002) which 

suggests that a blend of proximal (individual-level) and distal (society-level) culture influences 

an individual’s behavior. Empirical evidence based on social cognitive theory has shown that the 

macro-level national culture shapes individual perceptions and behavior (Stajkovic & Luthans, 

1997). 
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Empirical evidence suggests that psychological contract perceptions differ across societies 

(Rousseau & Schalk, 2000) and cultures (Sanchez-Burks, Nisbett, & Ybarra, 2000; Westwood, 

Sparrow, & Leung, 2001). In general, societal culture plays a role in shaping exchange relations 

(Levinson, Price, Munden, Mandl, & Solley, 1962), and there is ample evidence that PCs vary 

across cultures (Rousseau & Schalk, 2000). For instance, in the PC literature, empirical studies 

have suggested that national culture impacts PC perceptions (Thomas et al., 2003, 2010) and that 

national culture moderates breach-related outcomes, such as turnover (Arshad, 2016). Authors 

have suggested that further research should consider the moderating effects of national culture in 

influencing breach-related outcomes (Thomas et al., 2016).  

Prior research has used multi-level theorizing to show that national culture can influence 

individual behavior (Fisher, 2009; Van de Vijver et al., 2008). More specifically, researchers have 

used national culture frameworks, such as GLOBE, as the key determinant of work practices 

(Parboteeah et al., 2005) and have commonly argued that there is a direct path linking national 

culture with individual-level behavior (Fischer, Ferreira, Assmar, Redford, & Harb, 2005; 

Stamkou et al., 2019). When linking national culture as a society level concept to individual work 

outcomes, previous scholars have established the view that the effects of national culture on an 

individual's work-related activity is shaped by societal norms, which people in a society share 

(Hofstede, 2001; Mu, Kitayama, Han, & Gelfand, 2015). Besides, societal norms associated with 

national cultures can play a key role in shaping PC perceptions (Rousseau & Schalk, 2000). Social 

norms refer to the informal, rules that people in society find acceptable and appropriate, and 

obligatory to follow (Cislaghi & Heise, 2018). Moreover, research shows that national culture 

impacts social structures, and social roles which also guide cultural practices at work (Chiu, 

https://www.tandfonline.com/doi/full/10.1080/09585190802528524?needAccess=true&instName=University+of+Bath
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Gelfand, Yamagishi, Shteynberg, & Wan, 2010; Cislaghi & Heise, 2018; Kinias, Kim, 

Hafenbrack,, & Lee, 2014).   

 

3.1.3 The GLOBE framework of national culture 

To examine the national culture, I use the insights from the GLOBE project (House et al., 

2004). The GLOBE (Global Leadership and Organizational Behavior Effectiveness) project 

defines national culture as values, beliefs, norms, and behavioral patterns of a national group 

(House et al., 2004). The GLOBE sample incudes more than 17,000 middle managers in 951 

organizations from 62 societies. The GLOBE conceptualized culture in 9 dimensions (i.e., 

Performance orientation, assertiveness, future orientation, humane orientation, institutional 

collectivism, in-group collectivism, gender egalitarianism, power distance, and uncertainty 

avoidance); and it measured both cultural values (the way things should be) and practices (the 

way things are) (House et al., 2004).  

Although there are various national cultural frameworks that exist in the literature, I focus 

on GLOBE’s cultural framework (House, Hanges, Javidan, Dorfmann, & Gupta, 2004). The 

GLOBE offers a complete picture of the national culture (Nadeem & Sully de Luque, 2020), and a 

growing number of scholars have used the GLOBE dimensions because of its methodological rigor 

and theoretical advancement (Javidan, Dorfman, Sully De Luque, & House., 2006). The GLOBE’s 

constructs are suitable for this study because the properties of the construct are manifested at an 

aggregate level of analysis (i.e., society level) (see Javidan et al., 2006). To understand the impact 

of national culture on work outcomes, GLOBE asked respondents to indicate their views regarding 

national culture (i.e., to what extent people in their society follow certain values and practices) to 

provide a collective-level construct (Fischer & Mansell, 2009). Other frameworks, such as 
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Hofstede (1980, 1997, 2001), asked the respondents to provide their personal views regarding 

national culture (i.e., what extend do you follow certain values) to establish an aggregate score of 

national culture leading to ecological fallacy (Oyserman, Coon, & Kemmelmeier, 2002). How 

GLOBE constructed and measured the distal culture or national culture makes it the best available 

framework for understanding national culture (Fischer & Mansell, 2009; Javidan, House, Dorfman, 

Hanges, & Sully de Luque, 2006). The GLOBE offers theoretically, sound, empirically acceptable, 

cross-culturally developed, and comprehensive constructs and scales that are suitable for cross-

cultural studies (Javidan et al., 2006) and hence, I follow this framework in my study.  

The GLOBE considers two aspects: values (society values) and practices (society 

practices). Society practices measures a perceived practice as it is (House et al., 2004). Society 

values are respondents' beliefs about how things should be organized in their society (House et 

al., 2004). Previous scholars have often looked at values alone, assuming that understanding the 

values of culture is merely enough to understand or predict practices or what really happens in 

society (Javidan et al., 2006). Some evidence has been reported that the practice dimensions of 

the GLOBE have greater validity than its value dimensions in predicting work behaviors (Fischer 

& Schwartz, 2011; Parboteeah et al., 2005). Practices also have their meaning firmly at societal 

level, whilst values can also contain an individual-level component (Chao, Cheung, & Wu, 2011, 

Cullen, Parboteeah, & Hoegl, 2004). Given that the cultural practices include socially acceptable 

and routinized individual behaviors (Frese, 2015), they are more likely than values to shape 

employee behaviors (Autio, Pathak, & Wennberg, 2013; Fischer & Mansell, 2009). The decision 

of the GLOBE project’s devisors to incorporate a practice dimension allowed me to investigate 

how societal practices impact behaviors at work. Therefore, GLOBE’s practice dimensions are 
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likely to be helpful in gaining a fuller understanding of the moderating impact of culture on an 

individual’s work outcomes following PCB. Thus, I argue that six of the nine GLOBE dimensions 

- institutional collectivism, performance-orientation, power distance, future society orientation, 

uncertainty avoidance, and gender egalitarianism - seem most relevant in relation to PCB.  

Despite the importance of understanding the impact of cultural practices on work 

behaviors, previous studies have not examined the impact of GLOBE’s cultural practices on the 

association between PCB and work outcomes. I will focus on four key work outcomes associated 

with PCB as found in the meta-analysis of Zhao et al. (2007), these being, in-role performance, 

OCB, and intended and actual turnover. Thus, this study will be the first to explore these 

relationships in relation to cultural practices.  

This study will make three significant contributions to the PCB literature. Firstly, this study 

will examine the impact of national culture at the national level as a moderator of the relationship 

between individual-level breach and outcomes. Second, this study expands on the dichotomous 

theoretical perspective used in the limited number of studies which have explored PCB and culture, 

by adding emotional mechanisms to the motivational and cognitive mechanisms (more details on 

this in the next section). This tripartite theoretical perspective thereby, more fully acknowledges 

the core theory used within the PCB literature, namely social exchange theory (SET) (Blau, 1964). 

Third, to understand the impact of national culture on individual work outcome, I will apply the 

GLOBE framework (House et al., 2004), and be, thereby, the first to examine the impact of 

national cultural practices on PCB and outcome relations.  

 

3.2 Background and Mechanisms  
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A theoretical framework for examining the associations of national culture with the PC has 

been used previously by Thomas and colleagues (2003, 2010). Given that national culture is 

analyzed at the national level to explain how national culture can influence employee perceptions 

of PC at the individual level, they proposed two mechanisms namely cognitive and motivational 

perspectives (Thomas et al. 2003). These two mechanisms explain how the national culture of a 

society influences the perceptions of the PCB of an individual by altering an individual’s cultural 

profile. First, the cognitive perspective refers to the role that the mind of an individual plays in 

processing and interpreting information. Accordingly, individuals tend to select and process the 

information on events and people based on their cultural values and schemas (Thomas et al., 2003; 

2010). Second, from a motivational perspective, scholars (including Thomas et al., 2003; 2010) 

have suggested that people are motivated to act in line with national culture. In line with this, 

employee PC perceptions and reactions depend on their national culture (Thomas et al., 2003; 

2010; Rousseau & Schalk, 2000). Early on, Markus and Kitayama (1991) found that employees 

were motivated to maintain a positive self-image, which they posited was likely to be fairly 

universal. The findings of the later study by Thomas et al. (2003) concurred with this and they 

explain the mechanism for cultural influence from a motivational perspective within the context 

of social exchange). However, what a positive image means for an individual depends on the 

cultural component of the self-concept which contributes to personal self-growth and well-being 

(Thomas et al., 2003). This culturally-constructed, positive self-image impacts people’s 

psychological contract formation and reactions (Thomas et al., 2003). Thomas et al. (2003) has 

supported the idea that national culture shapes employee PC related outcomes through motivation 

mechanisms. 
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Their argument was that people paid attention to different stimuli and provide different 

meanings to them based on schemas (Thomas et al., 2003). Culturally different individuals tend to 

develop different sets of schemas, which help them organize information in their respective 

environments (Fiske & Taylor, 1984). Motivational mechanism refers to a mechanism which 

“operate[s] through preferable end states or modes of behavior” (Thomas et al., 2003, p. 456). 

From a motivational perspective, individuals tend to formulate different motives when they form 

social exchange relations in line with their cultural values (Thomas et al., 2003). Employee 

motives, desires, and behaviors are seen to be shaped by culturally desirable self-concepts (Fiske 

& Taylor, 1984). Thus, individuals desire to fulfill different motives in line with their culture, and 

this can lead to various behavioral outcomes (Fiske & Taylor, 1984).  

Although it is important to consider cognitive mechanisms (i.e., to focus on the processing 

and organizing of information based on schemas) and motivational mechanisms (i.e., to focus on 

the end states of behavior), they both do not capture what emotions individuals experience when 

trying to organize information or perform certain behaviors (Eder & Rothermund, 2013; Wilson, 

Gilbert, & Centerbar, 2002). Emotions occur along with cognitive and motivational responses to 

an event (Scherer, 2009). Emotion refers to “an emergent, dynamic process based on an 

individual’s subjective appraisal of significant events” (Scherer, 2009; p.1). The first stage of 

emotion is feeling them (Scherer, 2009; Wilson et al., 2002) and the last stage is the expression of 

emotions (Wilson et al., 2002). Markus and Kitayama already noted in 1991 that culture at the 

national level could influence an individual through cognitive, motivational, and emotional 

experiences. Therefore, I propose to add a third mechanism through which national culture can 
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influence the relation between PCB and outcomes at the individual level, and here I will explain 

the mechanisms. 

Feeling is a subjective state of experience, and displaying is an expression of facial, verbal, 

or bodily gestures (Scherer, 2009). Culture shapes how an individual experiences, feels and 

expresses emotions (Grandey, Rafaeli, Ravid, Wirtz, & Steiner, 2010; Lim, 2016; Turner & Stets, 

2005). For example, empirical evidence suggests that Westerners like to feel and express more 

emotions than Easterners who prefer to feel and express fewer emotions (Lim, 2016). The way in 

which people express emotions as concerns (Lazarus, 1999) changes across cultures (Mesquita, 

2001). For example, Americans tend to blame others when experiencing a negative event to 

experience self-esteem or pride, and this is mainly due to concern for self-worth or interest among 

the Americans (Lim, 2016). On the other hand, Japanese tend to blame themselves for lack of 

effort when experiencing a negative event and not express aggression as to maintain harmony in 

the relationship with others (Lim, 2016; Matsumoto & Ekman, 1989) and this is mainly due to 

concern for others (Lim, 2016). Therefore, I argue that the way in which an individual experiences 

and displays emotions are shaped by cultural concerns. Concerns, as an emotional component, 

(Lazarus, 1999) can be influenced by the culture at national level (Cassels, Chan, Chung, & Birch, 

2010). I will further support my argument based on social exchange theory and this theory is 

central to the PCB literature.  

      Social exchange theory (SET) (Blau, 1964) was established on the grounds that people make 

rational choices and that individual actors involved in exchange relations behave rationally 

(Lawler, 2006). However, emotions are also known to be an important part of SET (Lawler & 

Thye, 2006). That is, when people engage in exchange relations, they are likely to possess and 
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experience emotions through the exchange process (Lawler, 2006; Molm & Cook, 1995). Hence, 

despite its rational undertone, SET indicates that emotions are important.  

The importance of emotions is even clearer in social cognitive theory which suggests that 

emotions are socially constructed (Bandura, 2002). Thus, according to SET and social cognitive 

theory, individuals who are in exchange relationships experience emotions. I build on that to argue 

that how an individual experiences and displays emotions can vary based on cultural practices as 

most individuals tend to internalize national cultural practices to establish their identity (Boski, 

Strus, & Tiaga, 2004). Therefore, I expect that the impact of national culture on PCB and work 

outcomes at the individual level not only works via cognitive and motivational mechanisms 

(Thomas et al., 2003) but also via emotional mechanisms. 

 

3.3 Moderating Effects of Cultural Practices  

Not many studies have investigated culture and PCB, and those that did had a relatively 

limited scope by focusing only on aspects of individualism and collectivism (Thomas et al., 2003). 

Although this research formed an important first step, its limited scope does not do full justice to 

the complexity of culture (and culture’s possible effects on PCB). To expand the scope, I will use 

the GLOBE framework (House et al., 2004) to argue that six practices - namely, institutional 

collectivism, performance-orientation, power distance, future society orientation, uncertainty 

avoidance, and gender egalitarianism - can affect the PCB and work outcomes relationships. Next, 

I shall discuss the influence of each cultural practice in more detail.  

 

3.3.1 Institutional Collectivism Practices, PCB, and Work Behaviors 
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Within the GLOBE framework, institutional collectivism practices refer to “the degree to which 

organizational and societal institutional practices encourage and reward collective distribution of 

resources and collective action” (House et al., 2004, p.30). In societies with high institutional 

collectivism practices, being accepted by other group members is important for the individuals. 

Given that collectivism practices are theoretically related to attachment (Fischer & Mansell, 2009), 

individuals who live in collectivist cultures are likely to develop schemas that encourage them to 

display stronger loyalty towards their managers and co-workers because they position themselves 

as belonging to the groups and organizations they work for (Cohen & Hill, 2007; Cohen, Wu, & 

Miller, 2016; Thomas et al., 2003).  

Collectivist practices shape the three mechanisms in the following ways. Cognitively, 

collectivist practices are likely to encourage individuals who are living in such societies to process 

and organize information regarding the context (Thomas et al., 2003) and therefore, they are likely 

to organize information considering what is best for their team, instead of merely focusing on what 

is best for themselves as an individual when experiencing PCB (Thomas et al., 2003). 

Motivationally, individuals want to achieve a socially desirable self-image (Thomas et al., 2003) 

and in societies, with high collectivism practices, the motivational forces work towards strong 

group cohesion and are likely to discourage individuals from acting alone (Autio et al., 2013). 

Emotionally, individuals are likely to feel and express emotions in line with society practices 

(Autio et al., 2013). Emotional experience and expressions of individuals vary between collectivist 

and individualist societies because in collectivist cultures, people consider belonging to the group 

as important (Llego, 2014; Mesquita, 2001). In collectivist societies, emotions are expressed 
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considering relational aspects (Mesquita, 2001) and relational components of the psychological 

contract (Thomas et al., 2003; 2010).  

Thus, in line with my theoretical positioning and also in line with previous studies (Thomas 

et al., 2003), I expect that people who are exposed to high collectivist cultures will be more tolerant 

to PCB and will respond more favorably to breach than those who are exposed to less collectivist 

cultures. I therefore hypothesize: 

Hypothesis 1: Institutional collectivism practices moderate the relationship between PCB and in-

role performance (H1a), organizational citizenship behavior (H1b), turnover intention (H1c) and 

actual turnover (H1d). Relationships will be less negative (in-role performance, organizational 

citizenship behavior), and less positive (turnover intention, turnover), under conditions of high 

institutional collectivism practices.  

 

3.3.2 Performance Orientation Practices, PCB, and Work Behaviors 

In the GLOBE framework, performance orientation practices refer to the degree to which a society 

encourages excellent performance and innovation practices (Grove, 2005). In performance-

oriented communities and organizations, individuals are encouraged to display high performance, 

and performance-based achievements are rewarded (House et al., 2004). This reflects a society’s 

practices that support “can-do attitudes” and believe that anyone can achieve success (Javidan, 

Dorfman, Sully De Luque, & House, 2006). Performance orientation practices can shape the 

relationship between PCB and work behaviors (Rahman, Rehman, Imran, & Aslam, 2017). Next, 

I will highlight the three key mechanisms.  
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From a cognitive perspective, Thomas and colleagues (2003) proposed that individuals 

who live in societies with high-performance orientations are likely to recognize and process more 

information regarding performance-based schemas, as such, any PCB might first be interpreted 

as feedback that they are not performing as expected. From a motivational perspective, their work 

can be used to argue that individuals who live in societies with high-performance practices are 

motivated to achieve high performance to maintain a self-image that fits with their cultural 

practices. Research has shown that individuals who live in performance-orientated cultures are 

likely to display performance practices at work to preserve their self-image among others (Nanda 

& Sorensen, 2010). Moreover, studies have shown that countries with high-performance cultures 

have higher turnover (Jackofsky, 1987), as high achievers are continually looking for better jobs 

(Sturman, Shao, & Katz, 2012). As such, employees might be less affected by any PCB as their 

attachment to the organization was more fluid to start with, consequently, they were motivated to 

keep up their performance no matter what.  

From an emotional perspective, I argue that individuals who live in high performance-

oriented societies are likely to feel good in performing and are expected to display emotions 

appropriate to maintain their performance because of their cultural concern regarding performance 

(Lazarus, 1999) and because they will get positive feedback from others on this. Support for this 

comes from research which has shown that individuals who perform better are likely to feel and 

display more positive emotions (Quoidbach, Mikolajczak, & Gross, 2015; Rispens & Demerouti, 

2016). Reducing important work behaviors (e.g., applying less time/effort at work) in response to 

PCB is thus, a less viable option for such individuals as they are likely to feel culpable if they 

under-perform. Thus, I expect that people who are exposed to high-performance orientation 
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practices will be more accepting of PCB than those who are exposed to low-performance 

orientation cultural practices. I therefore hypothesize: 

 

Hypothesis 2: Performance orientation practices moderate the relationship between PCB and in-

role performance (H2a), organizational citizenship behavior (H2b), turnover intention (H2c) and 

actual turnover (H2d). Relationships will be less negative (in-role performance, organizational 

citizenship behavior), and less positive (turnover intention, turnover), in societies with high-

performance orientation practices.  

 

3.3.3 Power Distance Practices, PCB, and Work Behaviors 

In the GLOBE framework, power distance practices refer to the degree to which people or the 

community accepts and endorsees authority, power differences, and status privileges (House et 

al., 2004). In high power distance societies, followers are expected to obey the commands of their 

leaders without questioning of any of their actions (House et al., 2004), managers possess 

unlimited power and authority over subordinates (Ghosh, 2011). Similarly, in high power distance 

cultures, managers do not have to defend their decisions and employees are trained to accept 

hierarchy (Ghosh, 2011). Power distance has been associated with PCF (Vantilborg, Bal, 

Bingham, & Lambert, 2013) and next, I will discuss the three mechanisms by which this practice 

shapes the PCB to work outcomes relationships.  

From a cognitive perspective, I argue that individuals who live in societies with high power 

distance are likely to focus more on power and status when processing and organizing information. 

Thus, it is expected that an employee accepts a manager’s decisions without question and with a 
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submissive attitude (Daniels & Greguras, 2014). Research has shown that employees who value 

power and authority are likely to put more effort into maintaining positive relationships with the 

leaders (Ghosh, 2011) and prefer to follow leaders passively (Khatri, 2009). As such, PCBs are 

more likely to be reasoned away as being part of the prerogative of influential leaders. From a 

motivational perspective, individuals who live in high-power distance societies are likely to want 

to maintain the socially acceptable self-image which is characterized by an acceptance of 

authority, in line with the cultural practices of their societies (Daniels & Greguras, 2014).  

Reacting negatively to PCB’s by obviously reducing one’s efforts is, therefore, less likely. 

From an emotional perspective, individuals who live in a high power-distance society are more 

likely to supress emptions to accept power and authority. Those who are willing to accept the 

exercise of power over them will show less aggression, suppress emotions and obey commands 

(Ford & Mauss, 2015). Subordinates who respect this authority differential will learn to feel and 

express emotions that are culturally appropriate to the maintaining of distance and power relations 

(Farh, Hackett, & Liang, 2007). Positive emotions, such as praise and recognition, are associated 

with higher up the power hierarchy, and negative emotions, such as blame and insults, are 

associated with lower down the hierarchy (Daniels & Greguras, 2014).  

Power distance practices can have an impact on work behaviors such that people display 

less favorable behaviors in lower power distance cultures than in high power distant cultures (Gul, 

Usman, Liu, Rehman, & Jebranb, 2018; Rafiei & Pourreza, 2013). Moreover, it has been 

suggested that people who are encouraged to accept power distance will be more tolerant of poor 

employment relations than those who are not encouraged to do so (Sturman et al., 2012). Thus, I 

hypothesize that those who are encouraged to tolerate power distance will display a higher level 
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of job performance and lower level of turnover in responding to PCB when compared to those 

who belong to societies that discourage individuals from tolerating power distance. I hypothesize 

the following: 

 

Hypothesis 3: Power distance practices moderate the relationship between PCB and in-role 

performance (H3a), organizational citizenship behavior (H3b), turnover intention (H3c) and 

actual turnover (H3d). Relations will be less negative (in-role performance, organizational 

citizenship behavior), and less positive (turnover intention, turnover) in societies with low power 

distance practices. 

 

3.3.4 Future Orientation Practices, PCB and Work Behaviors 

In the GLOBE framework, future orientation refers to "the degree to which a society collectively 

encourages and rewards future-oriented behaviors, such as planning and delaying gratification” 

(House et al., 2004, p.282). A future orientation dimension includes to what extent people live in 

the future rather than in the present (House et al., 2004). In societies high in future orientation, 

individuals are encouraged to plan ahead, and look forward to the future (Trommsdorff, 1983), 

and give priority to work on long term success (Grove, 2005). Future-oriented individuals are also 

likely to have goals that shape the way in which they respond to breach (Aspinwall, 2005; 

Sadowski & Schranger, 2016).  

By extending Thomas and colleague’s (2003) work, I argue that from a cognitive 

perspective, individuals who live in future-oriented societies are likely to select and process 

information regarding past, current, and future events. As such, if a PCB were to occur, this would 
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indicate that any other future promises, and thus that individual’s long-term plans, might also be 

in jeopardy. By extending the work of Thomas and colleagues (2003), from a motivational 

perspective, I argue that individuals who live in future-oriented societies are likely to be more 

motivated to maintain a socially acceptable image by planning for their future, including long-

term career success. Anything which might jeopardize that future (e.g., a PCB) is thus, more likely 

to motivate individuals to change their behaviors in order to preserve their future goals. For 

instance, people are likely to see a breach as an obstacle to career growth or future prospects (De 

Hauw & De Vos, 2010).  

From an emotional perspective, I suggest that people who live in societies that encourage 

future perspectives will be more likely to feel and display emotions concerning future orientation. 

For example, following a breach, people are likely to feel greater job insecurity at work; and this 

perceived lack of job security can significantly reduce job performance or increase turnover 

(Avital, 2000; Pettigrew, 1997).  Thus, I expect that those who live in cultures that encourage 

planning for the future will have lower levels of job performance and higher levels of turnover 

following a PCB, particularly in comparison to those individuals who live in cultures that do less 

to encourage future planning. 

  

Hypothesis 4: Future orientation practices moderate the relationship between PCB and in-role 

performance (H4a), organizational citizenship behavior (H4b), turnover intention (H4c) and 

actual turnover (H4d). Relationships will be more negative (in-role performance, organizational 

citizenship behavior), and more positive (turnover intention, turnover) in societies with high future 

orientation practices. 
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3.3.5 Uncertainty Avoidance Practices, PCB, and Work Behaviors 

According to the GLOBE study, high uncertainty avoidance societies show a high level of 

resistance to change; most people live a structured life, societal rules are well established so the 

citizens are aware of what to expect, and the society has rules to cover most situations (House et 

al., 2004). Research has associated uncertainty avoidance with PCF (Vantilborg et al., 2013). 

Next, I will discuss the three mechanisms for breach.  

From a cognitive perspective, individuals who live in societies with high uncertainty 

avoidance are likely to focus more attention on, and process information related to, uncertainty 

(Thomas et al., 2003). This is because the uncertainty avoidance mindset is likely to reduce risk 

taking when there is uncertainty (Ambos & Schlegelmilch, 2004). Thus, it is likely that people 

who are encouraged to accept uncertainty will be more tolerant of breach than those who are not 

encouraged to do so (Stowers, 2013; Sturman et al., 2012). From a motivational perspective, 

individuals who live in societies with high uncertainty avoidance will probably want to avoid risk, 

to achieve a socially desirable self. PCB is a risk as it means past promises were not kept and 

future ones might thus, also not be kept, which might motivate individuals to pursue other career 

goals and change their patterns of work (Sadowski & Schrager, 2016). From an emotional 

perspective, I suggest that the individuals who live in societies that are considered high uncertainty 

avoidance are likely to express more negative emotions when faced with uncertainty. Individuals 

who want to avoid risk, such as loss of employment because losing a job can cause financial risks 

(Sturman et al., 2012), are likely to experience more stress when faced with negative work events 

(Kalleberg, 2009; Rispens & Demerouti, 2016).  
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Thus, I expect when a society favors consistency and orderliness, it is likely that 

individuals implement strategies to manage a breach and try to maintain performance and avoid 

turnover. I therefore, hypothesize:   

 

Hypothesis 5: Uncertainty avoidance practices moderate the relationship between PCB and in-

role performance (H5a), organizational citizenship behavior (H5b), turnover intention (H5c) and 

actual turnover (H5d). Relationships will be more negative (in-role performance, organizational 

citizenship behavior), and more positive (turnover intention, turnover) under conditions of low 

uncertainty avoidance practices.  

 

3.3.6 Gender Egalitarianism Practices, PCB, and Work Behaviors 

Finally, one of the often-neglected dimensions of the GLOBE framework is gender egalitarianism. 

Gender egalitarianism within GLOBE refers to "the degree to which a collective minimizes gender 

inequality when there is high gender egalitarianism” (House et al., 2004, p.30). Gender 

egalitarianism is reflected in social norms that set limits for what men and women can do and can 

shape the gender roles adopted (Grove, 2005; Lyness & Judiesch, 2014). Societies that practice 

high gender egalitarianism encourage less work-related sex segregation (Grove, 2005) and expect 

individuals to adhere to less gender-oriented roles and responsibilities (Eder & Rothermund, 

2013). Gender egalitarian societies encourage power and appreciate the worth of other people by 

building participation (Chen, 2014). Moreover, in such societies, managers encourage members 

to perform well by reducing competition (Acker, 2006).  
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Here, I will elaborate on the three mechanisms. By extending the cognitive perspective, as 

proposed by Thomas and colleagues (2003), I argue that individuals from gender egalitarian 

societies are more likely to process and organize information based on schemas of gender equality. 

For example, in a gender-egalitarian society, factors intrinsic to the job, such as poor relations 

with managers (Hellum & Olah, 2018; Joshi, 1993; Orpen, 1995) due to PCB, will lead individuals 

to rethink their efforts at work. From a motivational perspective, individuals will probably want 

to achieve a socially desirable self-image by accepting high gender egalitarianism, and act 

accordingly. For example, individuals who live in societies that are more gender-egalitarian are 

more likely to be more ambitious and are likely to look elsewhere for more job opportunities 

(Kossek, Su, & Wu, 2017) as such PCB should have stronger effects on job outcomes. From an 

emotional perspective, individuals who live in more gender-oriented societies will likely display 

more negative emotions when they experience negative events (Chaplin, 2015).  

Empirical evidence suggests that gender-egalitarian societies might be linked to high-

performance organizations (Burda, Hamermesh., & Weil, 2013; Gupta, 2011) and increased 

turnover among employees (Camgoz, Ekmekci, Karapinar., & Guler, 2016). People who live in 

high gender-egalitarian societies tend to formalize relationships and this takes precedence over 

satisfaction derived from achieving job tasks (Camgoz et al., 2016). In contrast, employees from 

low-gender egalitarian societies believe that loyalty to their supervisors (who are often males) is 

more important than monitoring and expecting mutuality in obligations (Gupta, 2011). People in 

low gender-egalitarian society are generally loyal to their employers (Gupta, 2011) and, 

consequently, more tolerant of a breach.  
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Given that breach indicates a failure to fulfill obligations, which indicates a poor formal 

relationship with the organization, following a breach, I hypothesize that the people in a high 

gender-egalitarian society might react more strongly to breach by reducing aspects of their 

performance and increasing turnover in comparison to societies that are not gender-egalitarian. 

Thus, the breach would challenge egalitarianism by encouraging the employee to react strongly 

in response to it. A breach is an adverse event and individuals are likely to feel and express 

negative emotions towards it (Zhao et al., 2007). In a gender-egalitarian society, it is expected that 

people will feel and display more negative emotions towards a breach.  

Thus, I expect that individuals who live in societies with weaker gender egalitarianism to 

have a high level of job performance and low level of turnover in responding to breach in 

comparison to those who are less encouraged to expect high gender egalitarianism practices. 

Therefore, I hypothesize: 

 

Hypothesis 6: Gender egalitarianism practices moderate the relationship between PCB and in-role 

performance (H6a), organizational citizenship behavior (H6b), turnover intention (H6c) and 

actual turnover (H6d). Relationships will be more negative (in-role performance, organizational 

citizenship behavior), and more positive (turnover intention, turnover) in societies with high 

gender egalitarian practices.  

 

3.4 Methods 

This methodology section will explain my search strategy, the measures used and the statistical 

procedure followed in this study. 
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3.4.1 Search Strategy  

I used multiple strategies to identify the studies measuring PCB from the studies, which were 

conducted from the 1980s to (mid) 2018. In the PC literature, the terms ‘breach’ and ‘violation’ 

had been used interchangeably to reflect a breach until Robinson and Morrison (2000) 

differentiated these two terms. To ensure that I included all the articles measuring breach, I 

initially gathered all those reporting PCB, PCF, and PCV. However, after screening these 

accumulated articles, I chose to include only the articles that measure PCB in this meta-analysis. 

A few studies measuring breach reported violation and these studies were included in this meta-

analysis. In addition, I included the studies reporting PCF by reverse coding them to derive breach 

in line with the study of Zhao and colleagues (2007). 

I searched for published and unpublished studies on the databases of Psycinfo, ABI-

INFORM, EBSCO and Google Scholar, for studies reporting key terms. In the same way, I also 

retrieved studies from the reference lists of previous meta-analyses (Zhao et al., 2007; Bal et al., 

2008). In addition, I requested unpublished studies from the OB division and HRM division of 

the Academy of Management. At this final stage, I requested unpublished papers directly from 

the authors whose abstracts were available through the Academy of Management and the Society 

of Industrial and Organizational Psychology meetings.  

To be included, a study must meet various inclusion criteria. First, a study must either report 

PCB, PCF, or PCV. After reading the abstracts of those studies reporting the key terms in the 

databases and hand-searched journals and studies, I retrieved a total of 2,897 studies. Second, in 

retaining only the empirical studies, 2,436 studies remained. Third, in retaining only those studies 

which followed quantitative methods, the number was reduced to 2,088 studies. Fourth, in 
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retaining only those studies investigating PCB or fulfillment (i.e., excluding studies on, for 

instance, PC content, state, or type), 1,791 studies remained. Fifth, I removed duplicates, and 

studies measuring PCV (Morrison & Robinson, 1997). This resulted in 838 articles remaining that 

I would then access to read the full text. Sixth, only those studies reporting the association between 

PCB and the relevant outcomes for this study (i.e., in-role performance, OCB, turnover intentions, 

and actual turnover) were retained, which removed a further 633 studies; this resulted in 205 

studies. Seventh, I retained only the studies written in English, French, or Dutch, which resulted 

in 172 studies. Eight, only the studies which reported the employee perspective of PCB were 

retained, and this resulted in a set of 160 studies. Finally, only studies which reported the statistical 

information that I required to calculate the correlations among the selected variables of this study 

were included. Eventually, the above exclusions resulted in a final set of 90 scholarly works or 

articles, which contained 95 independent samples.  

 

3.4.2 Measures  

When breach or fulfillment was measured in a study, the main independent variable PCB was 

coded. In the previous meta-analysis, Zhao and colleagues (2007) reversed the signs of the 

correlations between PCF and job behaviors to indicate PCB and I followed this procedure. The 

measures of PCV were not included, as the violation had, for some time, been seen as a separate 

concept from that of a breach in the psychological contract literature (Morrison & Robinson, 

1997). When multiple dimensions of PCB or PCF were measured in a single study, a composite 

score was calculated using the formulas of Hunter and Schmidt (2004). Longitudinal studies 

typically reported findings at various time points. I examined the correlations between the effect 
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sizes at various time points which were reported in the same study when longitudinal findings 

were reported. 

In-role performance was coded when a performance outcome measure of a study reflected 

an employee performing activities which directly contributed to the technical core of a job or one's 

in-role tasks. OCBs were coded as any extra-role performance that was not part of the core task 

description (e.g., Coyle-Shapiro, 2002). Composite correlations were calculated if one of these 

was measured using multi-dimensional scales. Turnover intentions were coded as intentions of 

employees leaving their positions, and actual turnover was measured following employees leaving 

their positions. GLOBE cultural practices scores were measured as presented in House et al. 

(2004).  

 

3.4.3 Statistical Procedure  

The formulas of Hunter and Schmidt (2004) were used to test the hypotheses. To investigate the 

moderate effect of culture, I applied the Fisher Z-transformation to all correlations. I tested our 

moderator hypotheses using SPSS. Moderator analysis in the meta-analysis was conducted using 

a Weighted Least Squares (WLS) estimation3. This type of estimation is useful, but it allows 

differences between samples sizes, as well as unreliability in the variables measured to be corrected 

for (Hunter & Schmidt, 2004).  

 

 

 
3 Weighted regression analysis can be performed by many software programs, however, standard errors must be 

adjusted to be correct and to produce accurate findings of statistical significance. If not the t-value and p-value will be 

incorrect. Lipsey and Wilson (2001) created an SPSS macro that performed modified weighted least square regression 

for analyzing any type of effect size and I have used this. 
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3.5 Results 

 The results generated from the meta-analysis are presented as two sets. The first set is 

based on a comparison of four PCB related outcomes with those from a previous meta-analysis. 

The second data set allows for an examination of how six national culture factors could have a 

moderating effect on these outcomes.     

  

3.5.1 The Main Effects of PCB on the Four Previously Studied Outcomes 

The results of the main-effects meta-analysis4 are shown in Table 3.5.1. True-score correlations, 

which I found, are reported, alongside those from Zhao and colleague’s (2007) meta-analysis for 

comparison purposes. Bal et al.’s (2008) meta-analysis will not be referred to as it only estimates 

effects on job attitudes, not work outcomes. Zhao and colleagues found that PCB was negatively 

related to in-role performance and OCB and positively to turnover intention and actual turnover. I 

found similar effects, as PCB significantly related to in-role performance (true score correlation ρ 

= -.22), citizenship behavior (ρ = -.24), turnover intention (ρ = .34) and actual turnover (ρ =.18).  

 
4 I used the same sample of PC studies as used in Study One for Study Two (see Chapters II and III). An overview 

of the studies is presented in Appendix 1. 
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      Table 3.5.1 

       Meta-analysis Results of the Main Effects of PCB 

       95% Confidence 

Interval 

90% Credibility 

Interval 
  

Outcomes Study k N R Ρ SDρ Lower Upper Lower Upper Q 
Fail safe 

k 

In-role 

performance 

Current study 34 8287 -.21 -.22 .12 - .26               -.17 - .42                 -.01 138 54 

(Zhao et al., 

2007) 
16 3504 -.20 -.24 .09 -.29    -.18 -.37         -.11 32 56 

             

OCB 

Current Study 33 20268 -.22 -.24 .06 -.24     -.21  .39                  -.06 211 54 

(Zhao et al., 

2007) 
21 12662 -.11 -.14 .09 -.18    -.10 -.28         -.02 69 51 

             

Turnover 

intentions 

Current Study 61 20753 .32 .34 .18 .29     .39 .02            .70 947 79 

(Zhao et al., 

2007) 
22 6268 .34 .42 .15 .36    .49 .19         .65 109 80 

             

Actual 

turnover 

Current Study 6 6869 .13 .18 .04 .07     .12 .03                 .16 13 2 

(Zhao et al., 

2007) 
5 730 .05 .06 .18 -.12     .23 -.21        .32 20 3 

 

Note: k = number of studies; N = number of observations; r = mean uncorrected correlation; ρ = true score correlation; 

 SDρ = standard deviation of true score correlation; Q =Cochran’s Q test; fail safe K = the number of additional studies.
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3.5.2 The Moderating Effects of National Cultural Practices 

The key focus of this study is not on replicating and expanding the correlational findings of 

Zhao and colleague’s (2007) study but on uncovering possible moderating effects of national 

culture. For moderation to be possible, there needs to be heterogeneity in the findings and the 

last three columns of Table 3.5.1 show that Q statistics are all significant (i.e., <0.05). The 95% 

confidence intervals depicted in Table 3.5.1 indicate that the correlations between PCB and job 

outcomes varied considerably (i.e., in-role performance ranged from -.04 to -.60; OCB from -

.02 to -.59; turnover intention from -.32 to .75, and actual turnover from -.02 to .32). Therefore, 

it is likely that the relationships are moderated by the specific characteristics of the studies 

(Hunter & Schmidt, 2004). Consequently, I decided to investigate new types of moderators. 

More specifically, hypotheses 1-6 stated that national cultural practices (i.e., institutional 

collectivism practices, power society practices, performance-oriented practices, uncertainty 

practices, future society practices, and gender society practices) could moderate the 

relationships between breach and job behaviors (i.e., in-role performance, citizenship behavior, 

turnover intention, and actual turnover). Table 3.5.2 presents meta-analysis data on the role of 

national cultural factors in moderating the relationship between PCB and work outcomes. 

 

Table 3.5.2 

 National Cultural Factors’ Effects on the Relationships between PCB and Work Outcomes 

 Outcome K n Beta S.E. U.B t  p R2 

 

  

Institutional collectivism practices  

 In-role performance 34 8632   .37 .01 .12 2.28  .02 .14 

 Citizenship behaviour 33 20268   .37 .01 .10 2.21  .03 .13 

 Turnover intention 61 20753 -.29 .01 -.16 2.30  .02 .08 

 Actual turnover 6 6879 -.81 .00 -.32 2.53  ns .65 

 

  

Performance-oriented practices  

 In-role performance 34 8632 .33 .01 .13 1.96  ns .10 

 Citizenship behaviour 33 20268 .40 .01 .20 2.48  .01 .16 

 Turnover intention 61 20753 -.03 .01 -.03   .26  ns .00 

 Actual turnover 6 6879 .04 .01 .00 -.06  ns .00 
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Power distance practices  

 In-role performance 34 8632 .37 .01 .13 2.27  .00 .13 

 Citizenship behaviour 33 20268 .27 .01 .12 1.58  ns .07 

 Turnover intention 61 20753 -.23 .01 -.12 1.85  ns .05 

 Actual turnover 6 6879 .59 .00 .34 1.42  ns .35 

 

  

Future society practices 

  

 In-role performance 34 8632 -.35 .01 -.13 2.13  .04 .12 

 Citizenship behaviour 33 20268 .08 .01 .06    .04  ns .00 

 Turnover intention 61 20753 .27 .01 .41 2.12  .03 .07 

 Actual turnover 6 6879 .90 .00 .13 3.59  .01 .81 

 

  

Uncertainty avoidance practices 

  

 In-role performance 34 8632 .18 .01 .11 1.09  ns .03 

 Citizenship behaviour 33 20268 .24 .01 .17 1.43  ns .06 

 Turnover intention 61 20753 .08 .01    .06   .68  ns .00 

 Actual turnover 6 6879 -.49 .00 -.30 1.09  ns .24 

 

  

Gender egalitarianism practices 

  

 In-role performance 34 8632 -.44 .01 -.42 -2.78  .00 .19 

 Citizenship behaviour 33 20268 -.33 .01 -.25 -1.96  ns .11 

 Turnover intention 61 20753 .26 .01 .24 2.08  .04 .06 

 Actual turnover  6 6879 .49 .01 .46 1.12  ns .24 

 

Note: k = number of studies; N = number of observations; Beta = interaction coefficient; S.E. = standard error 

of Beta; UB= unstandardized beta, t = t-test of Beta; p-value = significance of t-test; R2 = explained variance 

 

As seen in Table 3.5.2, society’s institutional collectivism practices moderated the 

relationship between PCB and in-role performance (β =. 37, p< .05), OCB (β =. 37, p < .05), 

and turnover intention (β = -. 29, p < .05). Society institutional collectivism practices did not 

moderate the relationship between PCB and actual turnover (β =-.81, ns). Given that the 

correlations between PCB and in-role performance and OCB are negative (see Table 3.5.1), 

the positive beta indicates that a negative correlation between PCB and in-role performance (β 

=. 37, p< .05), as well as the negative correlation between breach and citizenship behavior (β 

=. 37, p < .05), becomes smaller when a society’s institutional collectivism practices are high. 

Given that the correlation between breach and turnover intention is positive (see Table 3.5.1), 

the negative beta indicates that that positive correlation between PCB and turnover intention 
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(β =-.29, p< .05) becomes smaller when there are high society institutional collectivism 

practices. The explained variance (R2) was 14% between PCB and in-role performance, 13% 

between PCB and citizenship behavior, and 8% between PCB and turnover intention. Overall, 

these findings provide support for Hypothesis 1, by showing that institutional collectivism 

practices moderated the relationship between PCB and work outcomes. 

Performance orientation practices moderated the relationship between PCB and 

citizenship behavior (β =. 40, p < .05). Given that the correlation between PCB and citizenship 

behavior is negative (see Table 3.5.1), the positive beta indicates that negative correlation 

between PCB and citizenship behavior (β =. 40, p< .05) becomes smaller when there are high-

performance orientation practices. However, performance orientation practices did not 

moderate the relationship between PCB and in-role performance ((β =33, ns), turnover 

intention (β =-. 03, ns) and actual turnover (β = .04, ns). Regarding performance orientation 

practices, the explained variance was 16% between PCB and citizenship behavior. 

Accordingly, 16% of the variance in the correlations between PCB citizenship behavior can be 

attributed to the effects of performance practices. Overall, these findings provide some support 

for Hypothesis 2, by showing that performance orientation practices can shape the PCB to work 

outcome relationships. 

Power distance practices moderated the relationship between PCB and in-role 

performance (β =. 37, p< .05). Given that the correlation between PCB and in-role performance 

was negative (see table 1), the positive beta indicates that the negative correlation between PCB 

and in-role performance (β =. 37, p< .05) becomes smaller when there are high power distance 

practices. However, power distance practices did not moderate the relation between PCB and 

citizenship behavior (β = .27, ns), turnover intention (β = -.23, ns), and actual turnover (β = -

.59, ns). Regarding power distance practices, the explained variance of 13% between PCB and 

in-role performance can be attributed to the effects of power distance practices. Overall, these 



 
 

 129 

findings provide some support for Hypothesis 3, by showing that power distance practices can 

shape the PCB to work outcome relationships. 

Future society practices moderated the relationship between PCB and in-role 

performance (β =-.35, p< .05), turnover intention (β =.27, p < .05) and actual turnover (β =.90, 

p< .05). Future society practices did not moderate the relationship between PCB and citizenship 

behavior (β =. 08, p< .05). Given that the correlation between PCB and in-role performance 

was negative (see Table 3.5.1), the positive beta indicates that the negative correlation between 

PCB and in-role performance (β =-. 35, p< .05) becomes larger when there are high future 

society practices. The correlation between PCB and turnover intention, and PCB and actual 

turnover are both positive (see Table 3.5.1). The positive beta indicates that that positive 

correlations between PCB and turnover intention (β =.27, p< .05), and PCB and actual turnover 

(β =.9, p < .05), becomes larger when future society practices are high. With regard to future 

society practices, the explained variance was 12% between breach and in-role performance, 

7% between PCB and turnover intention, and 81% between PCB and actual turnover. 

Accordingly, 12% of the variance in the correlations between PCB and in-role performance, 

7% of the variance between PCB and turnover intention, and 81% between PCB and actual 

turnover can be attributed to the effects of future society practices. Overall, these findings 

provide substantial support for Hypothesis 4, by showing that future society practices can shape 

the PCB to work outcome relationships. 

Uncertainty avoidance practices did not moderate the relationship between PCB and in-

role performance (β =.18, ns), citizenship behavior (β =. 24, ns), turnover intention (β =.08, ns) 

and actual turnover (β = -.49, ns). Overall, these findings provide no support for Hypothesis 5.  

Gender egalitarianism practices moderated the relationship between PCB and in-role 

performance (β =-.44, p< .05) and turnover intention (β =.26, p < .05). Gender egalitarianism 

practices failed to moderate the relationship between PCB and citizenship behavior (β =-.33, 
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ns), or actual turnover (β =-.49, ns). Given that the correlation between PCB and in-role 

performance is negative (see Table 3.5.1), the negative beta indicates that negative correlation 

between the PCB and in-role performance (β =-.44, p< .05) becomes larger in high gender-

equal societies. Given that the correlation between PCB and turnover intention is positive (see 

Table 3.5.1), the positive beta indicates that that positive correlation between PCB and turnover 

intention (β =.26, p< .05), becomes larger in more gender-equal societies. Regarding gender 

society practices, the explained variance was 19% between PCB and in-role performance, and 

6% between PCB and turnover intention. Accordingly, 19% of the variance in the correlations 

between the PCB and in-role performance, and 6% of the variance between PCB and turnover 

intention can be attributed to the effects of gender society practices. Overall, these findings 

provide moderate support for Hypothesis 6, by showing that gender egalitarianism practices 

can shape the PCB to work outcome relationships. 

 

3.6 Discussion 

The findings of this study update the findings of Zhao and colleague’s (2007) meta-

analysis by showing that PCB is strongly linked to key work outcomes (i.e., in-role 

performance, OCBs, turnover intentions, and actual turnover). These results are in line with 

social cognitive theory (Bandura, 2002)) and social exchange theory (SET) (Blau, 1964). For 

in-role performance and turnover intentions, there were small variations between the results of 

the current and the previous meta-analysis, confidence intervals show support for more 

certainty about the effects, and both analyses indicate that PCB is an important predictor of 

these work outcomes.  

The main part of this study revealed that national cultural practices moderate the 

relationships between PCB and work outcomes. Based on cognitive and motivational 

mechanisms (Thomas et al., 2003), and emotional mechanisms based on social exchange theory 
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(Blau, 1964), I expected job outcomes following a breach to be partly influenced by national 

cultural practices. I expected people to be less affected by a PCB when there were higher 

institutional collectivism practices, performance-oriented practices, and power distance 

practices. Moreover, I expect people to be less affected by a PCB when there were lower future 

orientation practices, uncertainty practices, and gender egalitarianism practices. Overall, the 

results support the notion that society’s cultural practices can shape PCB-to-work-outcome 

relationships. Next, I will discuss the theoretical implications, followed by the strengths, 

limitations, and future research. I will round-up with a discussion on the practical implications 

before I draw my final conclusions.  

 

3.7 Theoretical Implications  

 This study provides several theoretical implications. First, PC scholars have mostly 

assumed that individual PC evaluations are influenced by their immediate environment (e.g., 

Morrison & Robinson, 1997). However, the findings of this study indicate that a society’s 

cultural practices can influence the behavioral outcomes of individuals. Although individuals 

might be unaware that they are practicing cultural elements associated with the society they 

live in, it appears that national cultural practices can shape individual behavior at work 

(Thomas et al., 2003, 2010).  

As my findings have shown, the impact of national cultural practices may not follow a 

uniform pattern in the way they signal to individuals how to cope with PCBs. It may, in fact, 

depend on both the type of cultural dimension and the specific behavioral outcome about the 

workplace. Based on my findings, I suggest that psychological contract theory would benefit 

from taking a wider perspective on the coping processes of people following a breach and take 

national cultural dimensions into consideration. While the SET perspective (Blau, 1964) 

predicts that employees actively restore a balance when contract breach occurs, the cognitive, 
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motivational, and emotional mechanisms of SET predict how national culture influences 

individual level behavior. These three perspectives offer insight into how individuals process 

information (i.e., based on schemas) and are motivated to achieve culturally appropriate self-

image and to express emotions based on cultural concerns.  

Moreover, the study also offers implications for the OB and HRM literature. While the 

focus in OB has traditionally been on individuals in the workplace, there is now increasing 

evidence that individual decision making does not occur in isolation, but is increasingly 

dependent on the context (Johns, 2018). Previous studies have examined cultural values, 

particularly focusing on individualist and collectivist dimensions, but the impact of other 

cultural practices was not understood clearly. This study addressed these limitations by 

developing a theoretical framework to establish an association between national culture and 

PC perception and behavioral outcomes at the individual level. I proposed three mechanisms 

through which society at a national level can impact individual perceptions of by extending the 

theoretical framework of Thomas and colleagues (2003) and, in doing so, I also tested my 

hypotheses using several studies which were conducted during the last two decades.  

In summary, I argue that PCB researchers must consider the wider context in 

understanding individual workplace behavior, and in particular, I suggest that it is important to 

try to understand the impact of national cultural practices because these may profoundly 

influence how people feel, behave, and make decisions in the workplace (Bal & Dóci, 2018). 

In addition, I propose that future researchers explore how national cultural practices, at both 

distal and proximal level, might influence PCB related work outcomes.  

 

3.8 Strengths, Limitations, and Suggestions for Further Research 

This study succeeds in a number of areas. One of the strengths of this study was the 

extensive literature review that underpins it and which serves to update the existing knowledge 
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regarding the association between PCB and work outcomes since the last meta-analysis was 

conducted by Zhao and colleagues (2007). Second, this study adopted a multi-level approach 

(i.e., individual level correlations and society culture scores), which is a relatively new 

approach. Multi-level modelling allowed me to access an additional level, to investigate at 

country level , on which the individual level depends. Third, I managed to use a large dataset, 

and large datasets can produce a generalization of results to a large population (Van Wely, 

2014). This is particularly useful when examining rare evidence related to national culture. 

Fourth, I incorporated good quality, methodologically sound studies into our meta-analysis. 

These were based on published studies to produce the best possible evidence of synthesis.  

This study also has a number of limitations. The first is related to the cross-sectional 

nature of most studies in the meta-analysis, which made it impossible for me to draw causal 

conclusions on the impact of relationships. Consequently, I recommend that future studies 

consider the direction of the effects of using longitudinal studies. Second, the current study 

focused on understanding the impact of six cultural practices in PCB’s relationships with work 

outcomes. However, there may be other cultural dimensions, relating to both values and 

practices, that can influence individual behavior; these dimensions I will leave future 

researchers to investigate. I also recommend that further research incorporates a broad range 

of cultural practices (including customs, rituals, and artifacts) when examining the impact of 

national culture on breach-related work behaviour. Third, I incorporated national cultural 

dimensions only but there may be various other elements of culture at the individual level that 

might impact individual behaviour differently across different contexts. Fourth, I assumed that 

employee PCB perceptions and reactions would depend on national contexts. However, 

assuming that national context will be represented in the minds of employees who are 

employed in a single organization may be problematic as there may be variations within various 

organizations. In particular, this is a concern when the findings are drawn from a small sample, 
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as in the case of findings related to turnover, where I had six studies5. The findings for turnover 

should be taken more cautiously. There may, in fact, be various other contexts at the 

organizational and individual level that might influence PCB related work outcomes differently 

to the national context across various other countries. 

Moreover, there may be other social factors, such as geographical environmental, legal, 

and political factors that shape individual behaviors (Bal & Dóci, 2018; Thomas et al., 2010). 

Further research may shed more light on how these factors impact PCs at work, and such 

studies could use our methodological and analytical strategies for doing so. Furthermore, since 

the cultural influence might transfer to various parties differently (e.g.,  managers, employees, 

and external parties who live in various societies), I recommend that future research examine 

the impact of national culture related to breach responses across a wide range of agents in 

various contexts.  

 

3.9 Practical Implications and Conclusions 

The findings of this meta-analysis, which constitutes Study Two, have shown that 

national cultural practices can alter the ways in which employees respond to PCBs. This study 

shows that while, generally, PCBs are negatively related with the performance-related 

outcomes of individuals yet positively with turnover (intentions), these relationships are 

contingent upon the general state of the cultural practices at country level. Moreover, 

organizations and managers should be aware that employees may respond differently to a PCB, 

depending on their culture. Reducing the occurrence of PCB is still crucial in economically 

dire times, because although employees might react with higher performance in order to 

 

5 For turnover, two studies are needed, which is due to the overall low number of studies conducted on the 

relationships between PCB and turnover (k 5 6).  
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enhance their employability by performing well, they also deal with the PCB by looking for 

other jobs at the same time.  

In conclusion, both scholars and practitioners are encouraged to think of ways in which 

national culture influences PCB holistically. This is because although some relationships might 

become attenuated, some others might be heightened. Therefore, more research is required to 

understand how culture at the society level shapes individual perception and work outcomes. 

More research on this are urgently needed, particularly studies which take a longitudinal 

approach, as these have been quite scarce so far.  
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Abstract 

Past research on psychological contract breach has resulted in a fair understanding of its 

negative consequences from a social exchange perspective. However, the consequences of 

contract breach perceptions from a workplace dignity perspective have not been explored. This 

study examines the relationship between psychological contract breach perceptions and 

employees treating other customers and colleagues at work with dignity from the perspective 

of conservative of resource theory. It also examines whether the association between breach 

and dignity responses are mediated by self-perceived dignity and moderated by psychological 

contract violation. Data were derived from a sample of 358 full-time employees working in a 

variety of service sector organizations in the UK. My findings show that the increases in 

employee breach were associated with the individual treating customers, and co-workers with 

less dignity. Self-perceived dignity of employees mediated the negative relation between 

psychological contract breach and treating their customers and co-workers with dignity. 

 

Key words 

Psychological contract breach, psychological contract violation, self-perceived dignity, 

workplace dignity, employees 
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4.1. Introduction 

 

Psychological contract breach (PCB) perceptions have a strongly negative impact on 

employee behaviour (Bal, De Lange, Jansen, & Van der Velde, 2008; Rousseau & Parks, 

1993). Given that breach is a failure of an organization to fulfill its obligations, scholars suggest 

that it often leads to the jeopardizing of the relationship an employee has with their 

organization, their co-workers (Li & Chen, 2018), and also with clients (Bordia et al., 2010). 

For decades, studies have shown that PCB leads to employees mistreating customers (Bordia 

et al., 2010) and co-workers (Li & Chen, 2018), by, for instance, verbally assaulting or 

disrespecting them (Deery, Iverson, & Walsh, 2006). Recently, there has been rising interest 

in understanding work outcomes related to the organization from a workplace dignity 

perspective (Bal, 2017; Lucas, 2015). Previous studies have shown that dignity violation is 

related to various anti-organizational work outcomes, such as abuse, deviant behaviors, 

misbehaviors, and reduced organizational performance (Lucas, Manikas, Mattingly, & Crider, 

2017; Paulsen, 2013). Yet, we do not how PCB impacts workplace dignity. 

With the occurrence of globalization and neo-liberal practices that emerged during the 

twentieth century, many business organizations have been driven to treat employees merely as 

commodities for generating a profit, and consequently, falling short of meeting employee 

demands (Alcover, Rico, Turnley, & Bolino, 2017). The profit-oriented drive of business 

organizations makes it difficult to preserve and promote employee dignity when organizing 

work (Crowley, 2013). There is a pressing need to understand issues related to workplace 

dignity in contemporary places of work (Bal, 2017; Lucas, 2011). It has been suggested that 

PCB might be related to workplace dignity (Bal, 2017). This study aims to explore the 

association between PCB and work outcomes, from a dignity perspective.  



 
 

 157 

Workplace dignity (WPD) is seen as an individual’s perception about valuation of 

worth by an employee (Tiwari & Sharma, 2019). Dignity is seen as a social phenomenon by 

many scholars (Miller, Pedersen, Earleywine, & Pollock, 2003; George, 1998). WPD is an 

interaction between duties and obligations between employees and their employers (Bal, 2017), 

and also involves dyadic relationships between co-workers and customers (Tiwari & Sharma, 

2019). The present study aims to examine self-perceived dignity as a mediator in the 

relationship between the breach and dignity-related work outcomes or obligations. In 

particular, drawing on conservation of resources theory (Hobfoll, 1989), this study postulates 

that employee self-perceived dignity acts as a mediator in the relationship between a breach 

and employees treating co-workers and customers with dignity. Psychological contract breach 

(PCB) refers to "cognition that one's organization has failed to meet one or more obligation 

within one's psychological contract in a manner commensurate with one's contributions" 

(Morrison & Robinson, 1997, p. 230).  

The differences between WPD and PCB can be explained; for instance, WPD indicates 

cognition of being respected and valued in the workplace and PCB indicates a cognition of 

broken promises. Moreover, psychological contract violation (PCV) following breach could 

intensify the consequences of a breach, yet to date, little is known about it. Psychological 

contract violation (PCV) is defined as "the emotional and affective state that may under certain 

conditions, follow from the belief that one's organization has failed to adequately maintain the 

psychological contract” (Morrison & Robinson, 1997, p. 230). PCV suggests a negative 

emotional or affect reaction to breach (Suazo, 2009). Therefore, this study also attempts to 

understand the impact of violation as a moderator influencing the breach and self-perceived 

dignity relationship.  

The present study contributes to psychological contract literature in at least four ways. 

First, the study adds to the extant literature on the psychological contract by examining the 
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impact of a breach on work outcomes from a workplace dignity perspective. Creating dignified 

workplaces is important to sustain the development of both healthy and efficient workplaces 

and workforces (Lawless & Moss, 2007) and is of interest to both researchers and practitioners. 

Second, because workplace dignity is a complex concept, it requires something beyond social 

identity theory to examine the behavioural aspects related to WPD (Tiwari & Sharma, 2019). 

This study empirically tests the association between breach and the work behaviors of 

employees based on the relationship model (Bal, 2017) and conservation of resources theory 

(Hobfoll, 1991) to bridge the existing gaps in the literature. Third, while there are some studies 

exploring workplace dignity in the literature, most use qualitative methods and the 

measurements of workplace dignity have only recently been developed (Tiwari & Sharma, 

2019). This study adopts a quantitative approach to measuring the association between PCB 

and WPD by using Bal’s (2017) 14-item scale of workplace dignity. Fourth, this study aims to 

examine a new affective psychological moderator by attempting to see how PCV influences 

the PCB and WPD relationship. This is important both from theoretical and practical points of 

view because an understanding of how violation affects breach-related dignity would form the 

basis for initiating appropriate managerial interventions to create dignified workplaces while 

maintaining efficiency. The research model of this study is shown in Figure 4.1.  

 

Figure 4.1 

Theoretical Model 
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4.2. Literature Review 

4.2.1 Psychological contract breach 

A psychological contract involves an employee-employer contract (Al-Abrrow, 

Alnoor, Ismail, Eneizan, & Makhamreh, 2019). A psychological contract refers to the 

employee’s beliefs regarding the employment conditions of reciprocal exchange (Rousseau, 

1995). Accordingly, a psychological contract is a phenomenon that tends to arise when an 

actual breach or an imagined breach has taken place in the minds of employees (Schaupp, 

2012). PCB refers to employee perceptions about the extent to which their organization fails to 

keep promises as stated in the employment contract (Rousseau, 1989). PCB is a subjective 

experience which originates from an individual’s sense-making process (Rousseau, 1989). 

PCB is built upon the premise of giving and taking based on social exchange theory 

(Blau, 1964). Based on this theory, scholars have suggested that in the event of a breach, 

employees will tend to react negatively towards the organization by performing various anti-

organizational behaviors, including the mistreatment of agents, such as co-workers and 

customers (Bordia, Restubog, & Tang, 2008). In the eyes of employees, the breach may 

indicate a lack of will or intention on the part of the organization to meet the promises it has 

made to employees (Ahmed, Kiyani, & Hashmi, 2016). Thus, it reduces the level of obligation 

in a contract for the other party or both parties (Robinson & Morrison, 2000). It functions in 
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creating employee’s beliefs regarding the employer as being obligated to provide in return for 

the contribution that employee feels obligated to provide to their employers (Zhou, Plaisent, 

Zheng, & Bernard, 2014). Thus, breach impacts exchange relationships and interactions 

between the agents (Bordia, Restubog, Bordia, & Tang, 2010). 

 

4.2.2 Psychological contract violation 

Psychological contract violation (PCV) is inevitable to some degree within employment or 

contract relationships (Rousseau, 1995). PCV is an “emotional and affective state that may 

follow from the belief that one's organization has failed to adequately maintain the 

psychological contract” (Morrison & Robinson, 1997, p. 230). PCB may remain a relatively 

short-term phenomenon or alternatively, it may develop into a longer term experience of PCV 

following a breach (Rousseau, 1995). PCV is a state where emotions such as anger, resentment, 

and frustrations develop following a breach (Morrison & Robinson, 1997) and can result in 

poor self-perception (Pate & Malone, 2000). Contract violation often triggers more intense 

emotional responses from employees. Thus, when employees feel more emotional about that 

their employer’s failure to fulfil its promises, employees tend to experience a loss of self-

respect or dignity (Pate, Martin, & McGoldrick, 2003). 

 

4.2.3 Workplace dignity 

Workplace dignity (WPD) is defined as “the intrinsic, unalienable, worth of everything in the 

workplace, which should be respected, protected, and promoted” (Bal, 2017, p.74). The 

definition emphasizes that all human being and objects, including all aspects of workplaces, 

have an intrinsic and inalienable value that must be respected, safeguarded, and developed in 

a staged process. The intrinsic and unalienable value of Bal’s (2017) definition originates from 

the Daoist perspective (Bal, 2017). Daoism treats all living beings, including human beings 
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and the planet, including everything in nature (e.g., sky, rivers, water), as having unlimited 

intrinsic value; therefore, it is important to live in harmony with nature, from a moral point of 

view (Nelson, 2009). Accordingly, WPD can be seen as both a moral and ethical value that is 

central to work practice (Franklin, Ternestedt, & Nordenfelt, 2006; Walsh & Kowanko, 2002). 

Morals are concepts such as ‘rights’, ‘responsibilities’; and adjectives such as ‘good’ and ‘bad’ 

(or ‘evil′), ‘right’ and ‘wrong’, ‘just’ and ‘unjust’ (Pitak-Arnnop, Dhanuthai, Hemprich, & 

Pausch, 2012, p.92). Ethics is a matter of knowing what is right and wrong, and ethics provides 

a rationale for people to decide or behave in certain ways (Pitak-Arnnop et al., 2012). Values 

are the beliefs and attitudes that guide human behaviors (Rennie, 2007). 

Dignity as a concept has developed across centuries of philosophical research. 

Workplace dignity is also rooted in the views of the eighteenth-century philosopher, Immanuel 

Kant, who proposed that all things have a dignity or price (Thomas & Lucas, 2019). In Kant’s 

view of dignity, man is seen as a Creator’s (God’s) son, who has the right to consume earthly 

things (Tiwari & Sharma, 2019). He emphasizes that man is a supervisor of other animals and 

objects on earth, and that human beings are autonomous, rational beings that, thus deserve 

dignity (Lawless & Moss, 2007). Several classical sociologists and theorists have included 

dignity when discussing the conditions of workplaces and work lives, such as Karl Marx, when 

talking about human exploitation and Durham, concerning physical abuse of workers 

(Hodgkiss, 2013). According to Marx, Bottomore and Rubel (1963), capitalism brings about a 

dignity denial in the workplace. They further points out that, in the absence of meaningful 

work, a worker’s ability to develop becomes affected. 

Dignity, in recent years, has become integral to the human relations movement, gaining 

popularity among management scholars (Thomas & Lucas, 2019). Scholars who adopt a 

humanistic perspective see dignity as a right of the employee (Pirson, 2017). Accordingly, 

WPD serves to realize self-worth (Bolton, 2007). While it is important to understand dignity 
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as a right of the employee, by viewing dignity as an employee right alone would limit our 

understanding of WPD. To this end, Bal (2017) suggests that it should incorporate both rights 

and duties/responsibilities. That is, it is a two-way process. This view is justified on the grounds 

that when someone expects their rights to be protected, it becomes their responsibility to protect 

other’s rights within the wider community so that everyone can enjoy their rights (Dwyer, 

2000). Bal (2017) suggests that dignity should include rights and responsibilities towards 

people but also towards objects and communities, including the planet, which are all impacted 

to sustain dignity in workplaces. In other words, it is essential to protect people and non-human 

objects, and all earthy things, to ensure the sustainability of work-life for people (Bal, 2017), 

and the planet too, in the long run (Tiwari & Sharma, 2019). This view, that communities need 

to live in harmony along with nature, has long been promoted by several world religions, 

including Christianity and Buddhism, from a moral point of view (McKay & Whitehouse, 

2015). 

A Daoist perspective recommends that, by virtue, every human being can protect,  

preserve, and promote dignity, to achieve the best of self (Zhang, 2014). This is an interesting 

point because, from a humanist perspective, involving oneself with dignity is seen as doing 

something good for others (Crisp, 2017). Whereas from a Daoist perspective, pursuing dignity 

is seen as gaining an achievement for the self, through doing something good for others (Huang, 

2010). This is part of a wider Daoist teaching that one should do good to others to get the best 

from this life and, therefore, everything on earth, including people, places, and planet, must be 

respected and treated with care (Komjathy, 2019). The core value of the Daoist tradition is that 

all people and things must live easily together in harmony, and this involves recognizing that 

people’s self-interest is not always in the interest of others. 

Dignity at work can be observed through social interactions that take place between the 

agents of that place (Bal, 2017; Hodson, 2001). Two main types of dignity are referred to in 
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the literature: inherent and earned dignity (Hodson, 2001). Inherent dignity refers to the belief 

that all human beings are valued for being human; and next to the notion of recognition is 

respect (Hodson, Roscigno, & Lopez, 2006). The observing of a person’s inherent dignity 

involves treating them as valuable in their own right and not as a means to an end. In this sense, 

individual employees can expect to be treated with respect for being human by bosses, peers, 

or customers (Lucas, 2015). Earned dignity is based on the notion that individuals can make 

instrumental contributions to enhance their value to their employer or organizations and to 

enhance their appraisal of their own self-worth (Sayer, 2009). This aspect of dignity aligns with 

the notion that appraisal draws respect (Grover, 2013). An individual's ability to show their 

competence at workplaces might help enhance enacted dignity (Hodson, 2007).  

Understanding the complexity of workplace dignity seems to require a 

multidimensional approach and while scholars differ in their dimensions, there is clearly some 

overlap. Bolton (2011) has argued that WPD captures workplaces through multidimensional 

aspects, including intrinsic aspects (e.g., autonomy, meaningful work, respectful interactions, 

job satisfaction, and development). Hodson (2001) categorises dignity into subjective factors 

(e.g., meaningful work, autonomy, respect) and objective factors (e.g., job security, financial 

rewards, healthy working conditions). Bal (2017) emphasizes that respect and intrinsic worth 

are two key dimensions of WPD. This study will capture the multiple dimensions of Bal’s 

(2017) perspective, as this multidimensional nature of dignity should allow for the fullest 

understanding of WPD.  

Bal (2017) describes dignity as a two-way process involving rights and responsibilities, 

and it is different from the idea of PCB. PCB refers to the failure of employee perceptions of 

employers fulfilling their obligations. WPD defines an employee sense of duties and 

obligations the intrinsic, unalienable, worth of everything in the workplace, which should be 

respected, protected, and promoted. While dignity may appear to have some similarity to 
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related constructs, such as organizational support and violation, it differs from them 

substantially. For example, organizational support refers to employees’ beliefs regarding the 

extent to which their employer is concerned about their well-being and values their 

contributions (Eisenberger, Huntington, Hutchison, & Sowa, 1986). Both concepts (i.e., dignity 

and organizational support) include employee beliefs or perceptions related to their 

employment experiences. However, while dignity includes a sense of entitlement to receive 

respect and a sense of obligation to respect others (i.e., in recognition of their entitlement to 

respect), organizational support indicates the degree to which an employee perceive their 

organization value their contributions or care for their well-being but not the entitlement 

(Eisenberger, Huntington, Hutchison, & Sowa, 1986). Violations refer to an emotional state 

that employee experience when the employer has failed to fulfill obligations. Moreover, dignity 

differs from several other related constructs, such as justice and respect. Justice refers to 

employee’s perception of fairness in allocating resources within an organization (Greenberg, 

1987) and respect refers to “a behavioral manifestation of believing someone else has the 

value” (Grover, 2013, p. 28). To summarise, while dignity resembles several other concepts, 

there is enough evidence to suggest that WPD is sufficiently different from these to warrant 

further attention.  

 

4.2.4. PCB and work behaviours from a dignity perspective 

For decades, studies examining breach-related work outcomes have adopted the norms of the 

reciprocity approach of social exchange theory to explain the association between breach-

related work outcomes. Based on social exchange theory (Blau, 1964) employees react 

negatively to events when they perceive that the other party has violated the obligations (Law 

& Zhou, 2014). Previous studies have suggested that in the event of a breach, employees will 

take steps to redress the balance in exchange relationships (Kuang-man, 2013) by reducing 
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their contributions (Bashir, Jianqiao, Ghazanfar, & Abrar, 2012). Empirical evidence suggests 

that breach often results in negative work outcomes, such as reduced citizenship behaviors and 

in-role performance (Bashir et al., 2012; Johnson & O'Leary-Kelly, 2003), and increased 

misbehaviour, or at least behaviour that harms the organization’s objectives (Lucas et al., 2017; 

Roscigno & Hodson, 2004).  

The PCB impacts the relationships of the employee and employer, and the stakeholders 

involved (Andersson, 1996; Sharkawi, Rahim, & AzuraDahalan, 2013). Previous studies have 

shown that there is an interconnection between various stakeholder groups who are involved 

in social exchange relationships (e.g., Ambrose, Schminke, & Mayer, 2013; Bordia et al., 2010; 

Mohamad & Badawy, 2016). Empirical evidence has supported the view that breach can lead 

to employees targeting those who are responsible (e.g., the organization), and even those who 

are not directly responsible (e.g., supervisors, co-workers, and customers) for failing on such 

promises (Jensen, Opland, & Ryan, 2009). In the past, PCB has led to an increase in abusive 

behaviours by the affected employees towards colleagues and customers (Kuang-man, 2013).  

The social exchange approach predicts that people’s level of contribution towards their 

groups will be shaped by the contribution they receive from their employer. This is because, 

from a social exchange perspective, employees are treated merely as materials or resources. 

However, it is also important to state that employees have a value beyond their material value 

(Bal, 2017) and that all employees (including objects at work and the planet affected by 

workplaces) must be treated with respect to achieve sustainable dignity for all (Tiwari & 

Sharma, 2019). The relational model of WPD proposes the existence of an interconnection 

between people, objects, and communities influenced by workplaces (Bal, 2017). That is not 

to say that human beings must not be materialized, as it may not be possible to achieve this 

realistically in workplaces, but to say that human beings must be treated with respect when 

engaging in relationships involving material procedures in workplaces.  
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My main prediction is that following a breach, employees will pass on the mistreatment 

they have received to clients/customers and colleagues, however, it is not obvious how the 

interconnection between people, materials, and communities, functions from a WPD 

perspective. A study (Bordia et al., 2008) found that employees engaged in voluntary acts to 

violate organizational well-being to take revenge from the employer following a breach.  Their 

rationale was that employees direct their responses to a person or a target which is not the 

source of direct source of frustration due to displaced aggression6. Another study has used 

moral disengagement as a mechanism to explain why employees misbehave when a PCB 

occurs (Li & Chen, 2018).  

From a social exchange perspective, one might argue that it is undignified to 

intentionally mistreat customers when one experiences undignified treatment from an 

employer. However, if an employee treats a customer in an undignified manner because they 

have no capacity, due to loss of resources, it is not an undignified act. The purpose of this study 

is to examine how PCB impacts work outcomes from a WPD perspective and not to examine 

whether it is undignified to mistreat customers when one experiences undignified treatment 

from an employer. From a resource perspective, when an employee experiences a breach in 

one exchange relationship, the employee will have fewer resources to deal with relationships 

with others (Halbesleben, Neveu, Paustian-Underdahl, & Westman., 2014; Hobfoll, 2002). 

This is because a breach might drain resources to engage in further relationships with 

stakeholders (Lucas et al., 2017). In exchange relations, each party depends on one another for 

valued resources (Homans, 1958). Resources are individuals’ total capacities (both internal and 

external) to fulfill self-regulation and achieve goals (Hobfoll, 1989).  

 
6 Displaced aggression occurs when a person finds it impossible to target their anger towards the direct source 

of frustration (Miller et al., 2003). 
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In focusing on the role of resources, COR theory (Hobfoll, 1989) suggests that negative 

work events or experiences are a source of resource loss (Lee & Ashforth, 1996). COR theory 

suggests that people experience stress when they experience threats to a real loss of resources. 

Negative work experiences can drain employee psychological resources for self-regulation and 

lead to resource depletion (Brummelhuis & Bakker, 2012). Empirical studies have shown that 

targeting non-specific resource depletion can explain how PCB affects third parties (i.e., not 

the direct cause of the PCB), such as customers (Brummelhuis & Bakker, 2012; Halbesleben, 

Harvey, & Bolino, 2009). This is justified on the grounds that the experience of PCB impairs 

employees’ resources and to conserve energy, and to protect against further losses, they are 

likely to strike out at others who are not responsible for the harm (Deng, Coyle-Shapiro, & 

Yang, 2018). Thus, I have used the COR theory to suggest that when people exhaust resources 

dealing with negative experiences arising from a dyadic relationship, they will lack resources 

required to engage effectively in other dyadic relationships in work settings.  

Some scholars have used the social identity theory (SIT) and affective event theory to 

understand WPD, yet these theories can only partially explain it (Tiwari & Sharma, 2019). SIT 

explains the identity at work and affective events theory explains how work events shape 

employee emotions and attitudes. My interest was to understand how a loss of resources in the 

exchange process could impact PCB reactions towards non-directed targets. Regarding these 

exchange relations, as Blau (1964, p.105) points out, “the immediate exchange processes 

cannot be understood without taking into account other exchange transactions that impinge on 

them”.  This is because resource availability determines the effectiveness of multiple forms of 

dyadic relations in exchange relations (Bordia et al., 2010). In a work setting, employees are 

engaged in multiple forms of dyad relationships (e.g., manager-employee, employee-customer) 

(Zagenczyk, Gibney, Murrell, & Boss, 2008). When one dyad relationship demands more 

resources, other relationships will have lesser resources (Bordia et al., 2010). The impact of 
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resource availability on work relations is examined under the theoretical framework of COR in 

the PC literature (Hobfoll, 2002; Bordia et al., 2010).  Therefore, I have applied COR theory 

to explain the association between PCB and dignity (as a construct) -related work outcomes. 

Empirical evidence suggests that a breach may challenge the quality of work outcomes (Lucas, 

2011) and the positive nature of employee social interactions, in that employees who 

experience breach are more likely to mistreat others (Kahn, 1990). Based on the literature 

review (section 4.2), I propose that, a breach as a negative event will negatively impact how 

they treat other agents (i.e., customers, co-workers) with dignity in return. Customers are the 

service users or persons who receive products and co-workers are the people with whom an 

employee works. Given that the relational model (Bal, 2017) proposes an interconnection 

within relationships among various agents and things at work, a breach is likely to cause a 

feeling of lack of respect which can act as a mechanise linking PCB related outcomes. The 

study proposes the following hypothesis for testing. 

Hypothesis 1: There is a negative relationship between psychological contract breach and 

dignity-related obligations towards customers (H1a), and co-workers (H1b). 

 

4.2.5 The Role of Self-perceived dignity as a Mediator 

 

PCB impacts an individual’s self-perception of dignity (Bal, 2017). Numerous prior studies 

have hinted at various mediating factors which seem to influence the breach and outcome 

relationship (see Van der Vaart, Linde, & Cockeran, 2013; Turnley & Feldman, 2000). A 

breach may challenge the strong desire for self-respect (Lucas, 2015), and accordingly, breach, 

as a negative event, can impact employee loss of dignity (Alcover et al., 2017). Self-perceived 

dignity refers to “the ability to establish a sense of self-worth and self-respect and to appreciate 

the respect of others” (Hodson, 2001, p. 3). In positive situations where respectful interactions 

take place between the employee and other stakeholders, it is likely that an employee will 
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experience a sense of dignity at work; conversely, in negative situations when an employee is 

denied respectful interaction, the employee is likely to experience a sense of disrespect (Lucas, 

2011).  

Employees who experience a high level of breach are more likely to experience loss of 

self-perceived dignity (Jamil, Raja, & Darr, 2013). Employee experiences of loss in self-

regarded dignity might compromise employee ability to respect those of others who they 

interact with in workplaces (Gallagher, 2004). For example, they are likely to disobey their 

bosses (Jensen, Opland, & Ryan, 2009). This is because breach, as a threat, can reduce 

employees’ social (e.g., Kiazad, Seibert, & Kraimer, 2014) and emotional resources (Restubog, 

Hornsey, Bordia, & Esposo, 2008).  Generally speaking, the breach may impact how a person 

behaves, but when an employee interprets breach as having an impact on one’s self-respect or 

well-being, this can intensify behavioral responses (Chaudhry, Parkinson, Hinton, Owen, & 

Roberts, 2009).  Accordingly, I argue when the employee experiences a detrimental impact on 

self-dignity because of the breach, an employee is more likely to react negatively. Therefore, I 

propose testing the role of self-perceived dignity as a mediator affecting the breach and dignity- 

related contributions towards co-workers and customers: 

Hypothesis 2: Self-perceived dignity of employees will mediate the negative relation between 

psychological contract breach and treating their co-workers (H2a), and customers (H2b) with 

dignity. 

 

4.2.6 PCV as a moderator 

Psychological contract violation is an affective state arising due to a breach (Morrison & 

Robinson, 1997). It has been suggested that violation takes place immediately following the 

contract breach. Not every breach, however, will trigger the same emotional reactions 

(Morrison & Robbinson, 1997). When a breach generates a stronger emotional reaction, it is 
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likely to lead to a stronger sense-making process in an individual and a stronger instrumental 

action (Zajonc, 1980). Emotions can intensify how one feels about self-respect (Feeney, 2004), 

and a person who experiences stronger emotions, such as sadness, might experience lower 

self-perceived dignity (Graw Leary, 2015; Wood & Karau, 2008).  

Employees who experience high levels of negative emotions will tend to experience a 

low level of self-respect (Vidmar, 2002). Based on this evidence, I suspect that when PCV 

occurs following a breach, employees who experience stronger violation will be more inclined 

to experience a more negative sense of self. Specifically, the negative relationship between the 

breach and self-perceived dignity will be stronger for an employee who experiences higher 

levels of PCV, and thus, I expect: 

Hypothesis32: Violation will moderate the negative relation between PCB and self-perceived 

dignity (H3), such that employees who experience a high level of violation in response to the 

breach will experience a low level of self-perceived dignity.   

 

 

4.3 Method 

4.3.1 Sample and Study Procedure 

I collected the data for this study between March and June 2020, a period of approximately 

four months, from various service-sector employees working across 45 organizations in 

England. The organizations included in my study were drawn from the professional service 

sectors of IT and finance/insurance. I contacted some employees in person, via email or by 

phone and invited them to participate in this survey. In total, 667 employees agreed to 

participate. They were given the option to participate using the online version (Qualtric survey) 

or the paper version of the survey, depending on their preference. In total, 358 full-time 

employees participated in this survey. 
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4.3.2 Demographic information 

Of the sample (n=354), 62 percent (n=220) were male, and 38 percent (n=134) were 

female.  Regarding education, five percent had a high school qualification, 22 percent a 

vocational degree, 46 percent an undergraduate degree, and 27 percent a postgraduate degree. 

In terms of position, 42 percent were at entry-level, 40 percent were at middle level, and 18 

percent were at senior level in their respective jobs. 

  

4.4 Measures 

Validated scales were used to measure PCB and PCV. All scales were presented in 5-

point Likert scales (ranging from “not at all” to “to a very great extent”).  

 

4.4.1 Perceived Psychological Contract Breach 

The perception of a breach was measured using a measure developed by Robinson and 

Morrison (2000) to assess an overall subjective evaluation of PCB. It had a response scale 

ranging from 1-5 from “strongly disagree” to “strongly agree”. It was comprised of the 

following four statements: “I feel that my employer has come through in fulfilling the promises 

made to me when I was hired”, “So far my employer has done an excellent job of fulfilling its 

promises to me”, “I have not received everything promised to me in exchange for my 

contributions”, “My employer has broken many of its promises to me even though I've upheld 

my side of the deal”. The reliability of the scale was (alpha) 0.97. 

 

4.4.2 Perceived Psychological Contract Violation 

The perception of violation was measured using the four-item scale developed by Robinson 

and Morrison (2000) to assess an overall subjective evaluation of PCV. A response scale ranged 

from 1-5 from “strongly disagree” to “strongly agree”. It was comprised of the following four 
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statements: “I feel a great deal of anger toward my organization”, “I feel betrayed by my 

organization”, “I feel that my organization has violated the contract between us”, “I feel 

extremely frustrated by how I have been treated by my organization”. The reliability of the 

scale was (alpha) 0.97. 

 

4.4.3 Workplace Dignity  

WPD was measured using the scale developed by Bal (2017) and the scale consisted of three 

dimensions including self-perceived dignity, perceived dignity towards customers and 

perceived dignity towards co-workers.  

To capture WPD, I used the scale developed by Bal (2017). Self-perceived dignity was 

measured using a six-item scale comprised of the following five statements: “I felt that I have 

been treated with respect at work”, “I felt that people have treated me as an object and not as a 

human being”, “I have been able to be myself and express myself at work”, “I felt that I matter 

as a person at work”, “I felt valued by my organization as a human being”. The reliability of 

the scale was (alpha) 0.96.  

Dignity towards customers was measured using a four-item scale, and the sample was 

comprised of the following four statements: “I have treated the organization’s clients with 

respect”, “I have treated the organization’s clients as human beings, and not as objects”, “I 

have treated organizational clients with disrespect” (reverse coded), “I felt a duty to value the 

organization’s clients”. The reliability of the scale was (alpha) 0.94. 

Dignity towards co-workers was measured using the following four statements: “I 

have treated my colleagues with respect”, “I have treated my colleagues as human beings, 

and not as objects”, “I have treated my colleagues with disrespect” (reverse coded), “I felt a 

duty to value my colleagues for who they are as human beings”. The reliability of the scale 

was (alpha) 0.94. 
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4.4.4 Data Analysis 

To examine Hypothesis 1 (a and b) and 2 (a and b), I used model 4 of the SPSS macro developed 

by Hayes (2013). To examine Hypothesis 3, the moderation effect of violation on PCB and 

self-perceived dignity relationship, I performed a simple moderation using “Model 1” in 

PROCESS (Hayes & Rockwood, 2020).  

 

4.5 Results 

The means, standard deviation, and correlations for study variables are presented in Table 

4.5. PCB correlated moderately with self-service dignity (r= -32, p<0.01) and dignity towards 

customers (r= -32, p<0.01) and co-workers (r= -32, p<0.01). PCV correlated moderately with 

self-service dignity (r= -32, p<0.01) and dignity towards customers (r= -29, p<0.01) and co-

workers (r= -26, p<0.01). Self-perceived dignity corelated strongly with dignity towards 

customers (r= 60, p<0.01) and co-workers (r= 58, p<0.01). 

                                                                                    

Table 4.5 

Means, standard deviations, and correlations for the study variables 

Variables M SD 1 2 3 4 5 

1. PCB 3.07 .83 1 .44** -.32** -.33** -.31** 

2. PCV 4.12 .43 .44** 1 -.32** -.29** -.26** 

3. Self-

perceived 

dignity 

3.30 .80 -.32** -.32** 1 .60** .52** 

4. Dignity 

towards 

customers 

3.48 .82 -.33** -.29** .60** 1 .58** 

5. Dignity 

towards co-

workers 

3.40 .66 -.31** -.26** .52** .58** 1 

 

Note: N=358, PCB= psychological contract breach,  
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PCV= psychological contract violation, ** Correlation is significant at the 0.01 level (2-tailed). 

*Discriminant validity exist between the scale measuring self-perceived dignity, dignity towards customers and 

co-workers as average inter-item correlation is less than 0.85 

 

 

4.5.1 Mediation Model 

Hypothesis 1 predicted PCB has a negative and direct influence on employee treatment of 

customers (H1a), and co-workers (H1b), with dignity. Hypothesis 1, regarding the influence 

of PCB on dignity related outcomes, the results showed a negative effect on employee 

treatment of customers (H1a= β = -0.11, p < .01), co-workers (H1b= β = -0.17, p < .01) with 

dignity following a breach. Thus, Hypothesis 1 was fully supported. The results of the 

multiple regression performed to test Hypothesis 1 and 2 are presented in Table 4.5.1a. 

Table 4.5.1a  

Results for Simple Mediation (PROCESS: model 4) 

 

      R2 

Mediator variable 

model 

 Outcome: Self-perceived dignity 

Coeff.              SE                       t                    p 

0.25 

 PCB -0.51 0.04 -11.09 0.00  

Outcome variable 

model 

 Outcome: Dignity towards customers 

Coeff.              SE                      t                    p 

0.48 

 Constant 1.67 0.24  6.84 0.00  

 PCB -0.11 0.04 -2.49 0.01  

 Self-

perceived 

dignity 

0.64 0.45 14.39 0.00  

Total effect model  Outcome: Customers                                                          0.18 

Total effect of PCB 

on treating customers 

with dignity 

 -.44      .04         -9.05       0.00 

   

Direct effect of PCB 

on treating customers 

with dignity 

 -.11     .04      -2.49           0.01 

  Bootstrapping results (CI) for the indirect effect 

Indirect effect of PCB on treating 

customers with dignity via self-

perceived dignity 

Index SE LL UL  

-.33 0.56 -.44 -.23  

 

N=358, Coeff= coefficient, SE= standard error, t=t-value, p= p value, CI= confidence interval, LL= lower 

limit, UL= upper limit 
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Table 4.5.1b  

Results for Simple Mediation (PROCESS: model 4) 

 

      R2 

Mediator variable 

model 

 Outcome: Self-perceived dignity 

Coeff.              SE                       t                    p   

0.25 

 PCB -0.51 0.04 -11.09 0.00  

Outcome variable 

model 

 Outcome: Dignity towards colleagues 

Coeff.                SE                    t                    p 

0.48 

 Constant 2.58 0.21 11.98 0.00  

 PCB -0.17 0.04 -4.37 0.00  

 Self-

perceived 

dignity 

0.40 0.03 10.09 0.00  

Total effect model  Outcome: Colleagues                                                          0.18 

                    

Total effect of PCB 

on treating 

colleagues with 

dignity 

 -.38                    .03                    -9.73             0.00 

   

Direct effect of PCB 

on treating 

colleagues with 

dignity 

 -.17                     .04                    -4.37              0.00 

  Bootstrapping results (CI) for the indirect effect 

Indirect effect of PCB on treating 

customers with dignity via self-

perceived dignity 

  Index   SE   LL   UL  

-.20 0.03 -.29 -.13  

 

N=358, Coeff= coefficient, SE= standard error, t=t-value, p= p value, CI= confidence interval, LL= lower 

limit, UL= upper limit 

 

Hypothesis 2 predicted that the self-perceived dignity of employees would mediate the 

negative relation between PCB and treating their customers (H2a), and co-workers (H2b) 

with dignity. With regard to dignity towards customers (Y1), self-perceived dignity was 

examined as a mediator (M) of the link between PCB (X1) and dignity towards customers 

(Y1). The findings show that there is a significant indirect effect of PCB on employees 

treating customers with dignity through self-perceived dignity, demonstrated by the 
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bootstrapped 95% CI of the indirect effect, B=-.33, SE =.05, LLCI to bootULCI [-.44, -.23]. 

Results from the process models are presented in Table 4.5.1b.  

With regard to dignity towards co-workers (Y2), the findings show that there is a significant 

indirect effect of PCB on employee treating co-workers with dignity through self-perceived 

dignity, demonstrated by the bootstrapped 95% CI of the indirect effect, B=-.20, SE =.03, 

LLCI to ULCI [-.29, -.13]. Results from the process models are presented in Table 4.5.1b 

These findings support Hypothesis 2. 

4.5.2 Moderated Model 

Hypothesis 3 predicted that violation would moderate the negative relation between PCB and 

self-perceived dignity, such that a high level of violation in response to a breach would 

experience a low level of self-perceived dignity.  Violation was examined as a simple 

moderator relation between PCB and violation. The overall model was significant (F=74.54, 

p<.001), accounting for 39% of the overall variance (R
2
=.333). The interaction between PCB, 

PCV and self-perceived dignity (B=-.11, SE=.04, p< .05) was significant (See Table 4.5.1b).  
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Table 4.5.1b 

Regression Analysis for Moderating Effects of the Research Model 

Variables Coefficient SE t P CI  

(lower) 

CI 

(upper) 

R-sq 

Model (Moderator) 

Model                                                                                                            .000                                         .39          

PCB -> Self-perceived dignity .019 .378 .140 .888 -.253 .292  

PCV-> Self-perceived dignity .018 .135 .139 .889 -.247 .285  

PCB *  PCV> Self-perceived dignity -.112 .045 -2.489 .013 -.200 -.023  

 

Note: N= 358, PCB= psychological contract breach, PCV= psychological contract violation 

 

It is important to note that Hypotheses 1, 2 and 3 were fully supported. To summarize, 

my findings show that the increases in employee breach were associated with the individual 

treating co-workers and customers with less dignity. In line with the predicted model, self-

perceived dignity mediated the positive relationship between a breach and employees 

fulfilling obligations to customers, and co-workers with dignity. PCV had significantly 

moderating effect on PCB and self-perceived dignity relationship.  

4.6 Discussion 

Decades of studies have shown that PCB impacts work outcomes, such as citizenship 

behaviour, negatively (Bal et al., 2008; Zhao, Wayne, Glibkowski, & Bravo, 2007). Studies 

have shown that breach can lead to employees misbehaving and abusing others (Al-Abrrow et 

al., 2019). By analysing survey data obtained from 358 full-time employees in England, I 

investigated the broad question, “How does breach affect employee work outcomes from a 

WPD perspective?” First, I analysed the impact of the PCB on dignity-related obligations 

towards customers and co-workers. To address these aims, I made use of the relational model 

of WPD (Bal, 2017), conservation of resource theory, and past research on breach and work 
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outcomes. My findings show a negative association between breach and employee treatment 

of customers and co-workers with dignity.  

Second, I assessed the mediating role of self-perceived dignity on the association 

between the breach and self-perceived dignity. Employees who experienced lower levels of 

self-perceived dignity were more likely to treat customers and co-workers with lesser dignity 

compared to those who experienced a high degree of dignity following a breach. This 

corresponds with my expectation that employees’ self-perceived dignity is a mechanism 

linking the breach and work-related outcomes from a dignity perspective. Conversely, not 

every breach will trigger similar reactions but how people experience self-perceived dignity 

following a breach can impact outcomes in the way that employees treat others with dignity in 

their workplaces. 

Third, I found PCV to be a moderator influencing the association between breach and 

the self-perceived dignity of employees. A significant number of studies have shown that 

breach often results in employee misbehaviour and abuse towards others. Thus, I hypothesized 

that employees who experienced higher level of violation following a breach were more likely 

to experience a loss of self-perceived dignity. Violation as a moderator can intensify breach-

related outcomes (Jamil et al., 2013). My findings show that employees who experienced a 

higher level of violation were more likely to experience lower level of self-perceived dignity 

following a breach. 

 

4.7 Limitations and implications for future research  

The current study has limitations like any study, and these open up new avenues for 

future studies. First, the current study is cross-sectional and could not explore causal 

relationships in the hypothesized model, and it would be appropriate to have a longitudinal 

design. For example, it would be interesting to see how daily or weekly experiences of PCB 
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impact work outcomes from a dignity perspective. Second, there are demographic factors, such 

as age and gender, that might influence breach-related outcomes from WPD perspective. Future 

studies could examine how various demographic factors might moderate the breach-related 

outcomes from the WPD perspective. Third, there may be various individual factors (e.g., the 

personality or prior life experience of an employee) that might shape breach-related outcomes, 

and these are fruitful avenues for future research. Fourth, situational factors (e.g., cultural and 

economic factors) at proximal and distal levels might alter breaches related to work obligations 

from a WPD perspective. I recommend that future studies look into how breach-related work 

outcomes from a WPD perspective might differ based on cultural and economic factors. 

Moreover, in terms of future research, I recommend testing that these results can be replicated 

across various cross-cultural contexts. At a minimum, a new data collection could be 

undertaken from a sample of organizations using established instruments on dignity at work 

(e.g., meaningful work, autonomy, employee respect, the role of possible mediating or 

moderating relationship) and other variables. These additional variables could provide us with 

more insights.  

 

4.8 Conclusion 

4.8.1 The study’s contributions 

The study makes five contributions to the PC literature. Firstly, the study contributes to 

PC literature by examining work outcomes related to PCB from a dignity perspective. The 

findings of my study provide empirical evidence on the association between breach and WPD. 

Previous studies have examined work outcomes but have not explored them from a dignity 

perspective; thus, this study bridges the gap. Second, this study empirically supports the view 

that dignity is not only a right but also an obligation. It confirms dignity to be a two-way 

interaction between employees and stakeholders; it does this by testing Bal’s relational model 
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(2017) based on the conservation of resource theory. Thus, this study contributes to wider 

debates surrounding how breach-related dignity impacts employee well-being and 

effectiveness. Third, the study also examines the underlying psychological mechanism of 

breach and WPD by incorporating self-perceived dignity as a mediator, influencing breach-

related obligation towards colleagues and customers. Fourth, the study also examines the 

impact of a moderator (i.e., whether violation can intensify breach-related self-perceived 

dignity) contributing to the knowledge that violation can influence breach-related obligation 

towards colleagues and customers. 

 

4.8.2 Managerial implications 

The study highlights the importance of understanding the work outcomes of a breach from a 

dignity perspective to promote, protect, and enhance workplace dignity in places of work to 

improve both dignity-related work outcomes and employee self-perceived dignity to seek 

sustainable relationships within organizations. Moreover, the study highlights self-perceived 

dignity as the underlying psychological mediating mechanism through which employee 

perceptions of breach lead to employees treating customers and co-workers with less dignity. 

The importance of treating customers and co-workers with dignity in the workplace, to enhance 

employee wellbeing and organizational effectiveness, had been reported in earlier studies. My 

findings speak to that need by providing useful insights into how organizations can foster 

positive employee treatment of customers and co-workers through reducing PCB and 

enhancing self-perceived dignity. More specifically, based on my findings, I suggest that 

managers should seek to enhance employee self-perceived dignity by reducing their perception 

of PCBs.  One simple way of doing this would be to have an open conversation with employees 

to ensure that the organization meets employee expectations while letting employees know of 

both the realistic and unrealistic objectives. Along with reducing breaches committed by the 
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organization, managers should recognize that employee self-perceived dignity is a key 

determinant in shaping positive employee reactions towards others, specifically towards 

treating employees and customers with dignity.  

The influence of emotional experiences following a breach in the work setting can be 

managed by encouraging employees to maintain respectful interactions, and by allowing 

employee autonomy and respect. If an employer maintains respectful interactions with 

employees, employees who experience a breach are likely to experience fewer negative 

emotions because they might perceive that they are still being treated with dignity and respect 

by the management, despite some unfulfilled goals. Therefore, I recommend that managers 

attempt to develop organizational cultures in line with the Daoist perspective. One way to 

achieve this is to treat every employee with respect while recognizing their performance and 

rewarding them for their contributions. In this way employees experience respect as something 

tangible. Besides this, allowing employees autonomy in performing their tasks can encourage 

them to achieve self-perceived dignity as something beyond keeping promises. This approach 

will promote both employee well-being and organizational success, guaranteeing considerate 

and effective social interactions between those parties involved in exchange relations in 

workplaces.  
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5.1 Introduction 

Understanding contextual factors is important because they play a key role in shaping 

employee perceptions of psychological contract breaches (PCBs) and reactions (Coyle-

Shapiro, Costa, Doden, & Chang, 2019), including behaviours in workplaces (Johns, 2017).  

The findings of my thesis show that social context influences employee responses to a breach 

in three different ways. First and second, the findings of the meta-analysis showed that 

macroeconomic factors (Chapter II) and national cultural practices (Chapter III) influence how 

employees respond to psychological contract breaches. Third, the findings of my cross-

sectional survey show that there are consequences to a breach from a dignity perspective 

(Chapter IV). According to my findings, in the event of a breach, the employee experienced a 

loss of self-perceived dignity and reacted more negatively to the breach by treating customers 

and co-workers with less dignity (Chapter IV). I have discussed the findings and the 

implications of my three studies in detail in the previous chapters (Chapters II, III and IV); 

thus, it is not my objective to repeat the same content here. Instead, I aim to discuss and evaluate 

a broad range of issues related to contextualizing the PCB and work outcome relationship in 

this chapter while highlighting the key findings and the contributions within broader PC 

literature.  

This chapter is divided into three sections. In the first section, I provide an overview of 

the existing studies (based on the findings of the meta-analyses in Chapters II and III, which 

examined the association between the breach and work outcomes) by reviewing them. In the 

second, I discuss existing approaches to understanding the context related PCB outcomes. 

Third, I provide a summary of my key findings, plus the contributions to the PC literature, 

before I identify gaps in existing PC literature to recommend future research directions. 
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5.2 An Overview of Existing Studies: PCB and Work Outcomes 

The almost exclusive focus of my thesis has been on the psychological contract breach-

related outcomes and the social context. In this section, I provide an overview of existing 

studies exploring breach-related outcomes based on my findings in Chapters II and III. To do 

so, first, I conduct a review of existing studies which I included in my meta-analysis (Chapters 

II and III) to review the concept of PCB used, the theoretical perspective applied, and the 

variables used. In addition, I discuss the approaches taken by the existing empirical studies to 

contextualize breach-related work outcomes. Thereafter, I provide an overview of existing 

studies contextualizing breach-related consequences from alternative theoretical perspectives.  

 

5.2.1 Concept of PCB  

I have applied the psychological contract framework for this thesis. The concept of PC 

originated in the early work of Argyris (1960), Levinson and colleagues (1962), Schein (1965), 

and Kotter (1973), as mutual expectations in employment relationships. There has, however, 

been some ambiguity surrounding the concept of PCB in the literature. Scholars have defined 

PCB as containing expectations, obligations, and promises. Although there has been no 

universally accepted single way to understand the PCB concept, Rousseau’s (1989) definition 

of PCB has received wide recognition. Based on my meta-analytic study sample (Study One 

and Study Two), I observed that most authors (108 studies out of 134 studies) have followed 

Rousseau’s definition of PCB in their original papers. The second most common definition 

used in original research papers is that of Robinson and Morrison (2000), who describe how 

PCB is experienced by an employee when a party fails to fulfil agreed arrangements. Both 

Rousseau’s (1989) and Robinson and Morrison’s (2000) definition capture the reciprocity in 

action within the concept of psychological contract. 
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According to Rousseau (1989), PC is an individual’s beliefs concerning the mutual 

obligations that exist between the employer and the self, thereby emphasizing PCB as an 

obligation. Such an obligation may be a promised obligation, either explicit or implicit, 

whereby each party maintains mutual obligations to each other (Coyle-Shapiro & Parzefall, 

2008). Therefore, a PC involves what each party believes should be given or received 

(Rousseau, 1989). On this basis, post-Rousseau authors have followed a similar trend, 

emphasizing the employee’s sense of obligation, rather than expectations to represent both 

beliefs in mutual obligations between that person and another party, such as an employer 

(Rousseau & Tijoriwala, 1998).  

Rousseau’s (1989) refinement of the concept and contributions have made a 

considerable impact on understanding and framing the psychological contract as a concept in 

contemporary research. As a result, a new wave of empirical research emerged examining PCB 

related consequences in the literature. For example, a few meta-analytic studies have explored 

the various consequences of a PCB, including my own recent study (Bal, De Lange, Jansen, & 

Van der Velde, 2008; Jayaweera, Bal, Chudzikowski, & De Jong, 2020; Zhao, Wayne, 

Glibkowski, & Bravo, 2007).  

 

5.2.2 The Formation of the Psychological Contract: Some Thoughts 

While we know about PCB related consequences, less is known about how the PCB contract 

is formed in the first instance. To understand how a breach formulates, it is essential to 

understand the building blocks of the contract (Rousseau, 2001). Rousseau’s refinement of the 

PCB concept in the contemporary literature locates PCB as a mental model or schema, based 

on schemas of exchange that exist at the individual level (Rousseau, 2001). Rousseau’s (1989) 

suggestion to understand PC formulation based on a schema approach locates well within the 

earliest development of the concept in the work of the psychiatrist Menninger. In Menninger’s 
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Theory of Psychoanalytic Technique (1958) he observed that an understanding (in the form of 

an unwritten contract) forms between the association of the therapist and patient during 

treatment. A schema is a cognitive understanding of conceptually-related elements (Beck, 

1967). A schema represents a mental abstraction of a complex concept (Stein, 1992). It 

provides a knowledge base to an individual which can serve as a guide when organizing 

information, actions, and expectations, thereby allowing people to make sense of events and 

situations (Lord & Foti, 1986; Engle & Lord, 1997). When the new information an individual 

derives through environmental interaction can be assimilated into existing knowledge 

structures, the schema remains intact or the schema changes and is reconstructed.  

Scholars have suggested that pre-employment experiences, promotion opportunities, 

and several other factors contribute to schema formation (Rousseau, 2001). However, they have  

yet to explain the mechanisms through which a schema is formed. For example, Rousseau 

(2001) suggests that the concept of a wedding is developed by experience. That is, an individual 

can recognize and interpret a wedding event as a “wedding” through social learning and past 

experiences (e.g., of attending or seeing one depicted on film or in pictures). An individual can 

only gain these past experiences and social learning when their sensory contacts (through eyes, 

ears, nose, tongue, body, and mind) meet with the environment (Barth, Giampieri-Deutsch, 

Klein, 2012). Without the interaction between the sensory contacts and the environment, an 

individual will remain unable to build schemas or to develop a sense-making process. This 

means the environment, or the contextual factors have a greater influence in shaping an 

individual’s schemas. Accordingly, context can help to formulate and modify an individual’s 

PCB and the related consequences. 
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5.2.3 The Theoretical Perspectives Employed  

At the core of the psychological contract lies an understanding of employee beliefs and their 

organizations concerning exchange relationships between themselves (Cropanzano, Anthony, 

Daniels, & Hall, 2017). Psychological contract theory is greatly influenced by social exchange 

theory (SET), as proposed by Blau (1964), to understand interpersonal relationships in the 

workplace. Two common features of social exchange and PC theory are that they are governed 

by exchange relationships and reciprocity, which suggests that psychological contracts act as 

exchange structures (Rousseau, 1995). It has been suggested that reciprocity is the key to 

explaining the association between breach and outcomes (Bordia, Restubog, Bordia, Tang, 

2017). Most studies in PC literature have used SET to understand breach-related work 

outcomes (Conway & Briner, 2005). For example, most of those in my meta-analysis (Chapters 

II and III) have mainly adapted SET to explain the association between the breach and the 

outcomes. Table 5.2.3 shows the high frequency of the theory’s occurrence in studies in relation 

to other theories. 

Table 5.2.3 

Theories Included in the Meta-Analysis 

Measures Frequency 

Affective events theory  12 

Conservation of resource theory 4 

Equity theory 2 

Norm of reciprocity/ Social exchange theory (SET) 110 

Self-regulation theory 3 

Sensemaking theory 2 

Social identity theory 1 
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5. 3 Social Context and Breach-Related Outcomes 

The social context seems to influence psychological contract perceptions (Ho & 

Levesque, 2005; Laulie & Tekleab, 2016). Although there have been several studies exploring 

psychological contract breach-related outcomes in the past, little attention has been paid to 

understand the contextual influences on breach-related work outcomes despite an increasing 

call for research to understand the context (see, for example, Tekleab, Laulie, De Vos, De Jong, 

& Coyle-Shapiro, 2020; Rousseau & Schalke, 2000).  

Within the PC literature, there have been two main approaches to exploring social 

context. One such approach is to explore the social context by exploring individual-level 

perceptions. Ahmed and Muchiri (2014) examined the ethical leadership behaviour and 

supervisors’ fairness as moderators in the relationship between PCB and employees’ attitudes 

and behaviours. They found that this behaviour and fairness influenced employee outcomes.  

Bordia and colleagues (2008) have explored the perceptions of how aggressive culture impacts 

psychological contract violation and deviant behaviors. Kiewitz and colleagues (2009), and 

Rosen and colleagues (2009) have both examined how politics can impact the association 

between PCB and organizational citizenship behavior at an individual level. Several other 

studies have shown that, for example, perceived organizational fairness (Rosen, Chang, 

Johnson, & Levy, 2009), perceived organizational support (Coyle-Shapiro & Conway, 2005; 

Kiewitz, Restubog, Zagenczyk, Hochwarter, 2009), and perceived ethical climate (Wang & 

Hsieh, 2012) have an impact on both psychological contract fulfillment and on 

breach/fulfillment of related work outcomes. 

Another approach has been to understand the social context by adapting the multi-level 

approach. For example, recent studies have explored the team level factors influencing the 

breach related outcomes. Tekleab and colleagues (2020) examined the top-down influence of 
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team level psychological contract fulfilment (PCF) on individual level relationships and 

outcomes team-level predictor and outcomes of shared individual PCF. In another study, Jiang 

and colleagues (2017) found that PCB was related to detrimental job resources, indicating that 

team level budget cuts can impact psychological contract process of individual employees. 

These team-level studies take team context into account (as opposed to individual context), 

acknowledging that social context shapes individual level perceptions and outcomes.  

 

5.4 The Key Contributions 

In what follows, I will first describe the key contributions of each study (Chapters II, III 

and IV) and then explain the theoretical implications. In Study One, I focus on the society 

context from a national economic perspective and in Study Two from a national cultural 

perspective. In Study Three, I examine the context from the contemporary society context by 

conceptualize the impact on PCB related work outcomes from a dignity perspective.  

 

5.4.1 The Economic Context and the Work Outcomes Related to PCB 

5.4.1.1 Key Contributions 

Looking back, Study One (Chapter II) contributed to the PC literature in several ways. 

Specifically, this study explored whether employees react differently to psychological contract 

breaches under various economic circumstances. The novel contribution of this study is the 

discovery that economic factors (e.g., inflation and unemployment) can impact employee PCB 

related job performance and turnover.  

Inflation, which refers to a general rise in the price level, is an important economic 

indicator.  The findings revealed that, when inflation is high, people are less likely to decrease 

their performance (i.e., in-role performance) and increase turnover (Chapter II) when they 

experience PCB. However, the inflation rate has no influence on employee citizenship behavior 
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following a breach. The findings of this thesis contribute to our knowledge by revealing that 

when there is high unemployment, people are less likely to decrease their performance or 

increase their intention to quit their employment in the event of a breach. Two exceptions were 

that the unemployment rate did not impact employee organizational citizenship behavior or 

actual turnover in the event of a PCB.  

Recently, there has been growing scholarly attention towards understanding the context 

of PCB outcomes (e.g., Akkermans, De Jong, De Jong, Bal, 2019). However, the predominant 

focus of existing studies has been at individual level (e.g., Shen, Schaubroeck, Zhao, & Wu, 

2019; Tekleab et al., 2020). By meta-analyzing studies on the association between PCB and 

work outcomes (i.e., job performance and turnover), this study used multi-level sources of 

information to examine the impact of inflation and unemployment of a country on employee 

work outcomes related to PCB. The findings of this study contribute to understanding how the 

economic context at a national level can impact PCB related work outcomes at an individual 

level by exploring the impact of inflation and unemployment on PCB related job performance 

and turnover. 

 

5.4.1.2 Theoretical Implications  

As a main theoretical implication, the theoretical frameworks that I applied in my Study One 

shows the impact of national economy on PCB related work outcomes. In my Study One, I 

adopted SET to explain the PCB related outcomes and the economic context. With reference 

to SET, the insights from my Study One show that the norm of reciprocity is perceived 

divergently by employees depending on economic conditions. Moreover, I applied prospect 

theory (Kahneman & Tversky, 1979; Tversky & Kahneman, 1992) to establish the hypotheses 

that indicate the impact of inflation and unemployment on responses to breaches. In line with 

prospect theory, people consider what they may gain or lose as the result of choice they make 
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when faced with risky situations (Adriaenssen & Johannessen, 2016; Kahneman & Tversky, 

1979). My findings support this theory by confirming that when there is higher inflation and 

unemployment, signals of a bad economy, employees are less likely to respond to a breach by 

lowering their job performance and increasing their turnover intention.  

To understand the mechanisms through which macro-environment influence employee 

behavior, I adopted a cognitive perspective. Accordingly, I applied the ABC model (Ellis, 

1956), cognitive triad (Beck & Rush, 1975; Clark & Beck, 2010), and schema theory. 

According to ABC model (Ellis,1956), external events will trigger thoughts and behaviours. A 

cognitive triad (Beck, 1976; Clark & Beck, 2010) perspective suggests that an interaction 

between the self, environment, and the future triggers individual behaviour. Schema 

perspective suggests that previously gained experiences related to the macro-environment 

could impact risky decision making by individuals. My findings supported the cognitive 

perspective that I applied suggesting that people give more weight to the negative aspects when 

making decisions based on perceived gains against perceived losses. 

In summary, based on prospect theory (and the mechanisms based on the cognitive 

perspective), my findings show that when faced with high unemployment and high inflation, 

the association between a PCB and job behaviors can be attenuated. A key theoretical 

implication of my study is that it reveals the requirement to understand the impact of economic 

factors on PCB related work outcomes. This study makes a significant contribution to the 

literature on the impact of economic factors on the consequences of PCB. 

 

5.4.2 National Culture and PCB Related Work Outcomes 

5.4.2.1 Key Contributions 

Second, Study Two presents the findings of a meta-analytic study conducted to explore the 

impact of national cultural practices on employee PCB related work outcomes. My findings 



 
 

 206 

show that national culture impact breach related outcomes. Scholars in the PC field have 

expressed interest in understanding the impact of national culture on breach-related outcomes. 

For example, previous studies have shown some evidence that national culture has an impact 

on psychological contract perceptions (Thomas, Au, & Ravlin, 2003; Thomas, Fitzsimmons, 

Ravlin, Au, Ekelund, & Barzantny, 2010). However, these studies have mainly looked at 

culture from a cultural value perspective. These studies examined the cultural impact in the 

event of a breach, based on cultural values, related to collectivism and individualism (e.g., 

Thomas et al., 2003). To discover the impact of national culture across a wider group of 

dimensions, I applied six national cultural practices (institutional collectivism practices, power 

distance practices, performance-oriented practices, uncertainty practices, future society 

practices, and gender egalitarianism practices) of the GLOBE framework (House, Hanges, 

Javidan, Dorfman, & Gupa, 2004). The findings of the thesis contribute to understanding of 

how national culture influences the way in which employees respond to breaches across the 

four outcomes of: in-role performance, organizational citizenship behaviors, turnover 

intention, and actual turnover.  

The novel findings that emerge from Study Two demonstrate that cultural practices 

moderate the PCB and work outcome relationship. Previous studies have found that cultural 

differences (e.g., institutional collectivism and power distance) can influence breach-related 

work outcomes. For example, Kickul and colleagues (2004) found that the association between 

PCB and job performance and turnover differed across cultures based on data collected from 

employees from Hong Kong and the United States of America. Zagenczyk and colleagues 

(2015) found that power distance moderated the association between breach and turnover based 

on 180 full-time employees using a survey from the USA. My findings expand those findings 

and add a new contribution to the literature. Firstly, my study examined the impact of six 

cultural dimensions, namely: institutional collectivism practices, performance orientation 
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practices, power distance practices, future orientation practices, uncertainty avoidance 

practices, and gender egalitarianism practices. In doing so, it focused on understanding their 

moderating impact on the relationships of PCB with job performance and turnover. Second, I 

used meta-analytic techniques as opposed to survey methods used by previous researchers, and 

this allowed me to use a large, international dataset to increase statistical power to detect 

moderating effects of cultural practices on breach-related job performance and turnover. Third, 

most of the previous studies have measured individual-level culture perceptions but we 

examined society-level cultural scores in this study.  

Based on the GLOBE’s cultural dimensions, this study revealed that national cultural 

practices do moderate the relationships between PCB and work outcomes, much as I had 

expected. Specifically, it was expected that people would be less affected by PCB when there 

were higher institutional collectivism practices, performance-oriented practices, and power-

distance practices. Moreover, I expected people to be more strongly affected by a breach when 

there were higher future-orientation practices, uncertainty practices, and gender egalitarianism 

practices. Overall, my results support the notion that society’s cultural practices can shape 

PCB-to-work-behavior relationships, although some specific relationships were found to be 

non-significant.  

Most strikingly, I found that most of the relationships between PCB and the work 

behaviors were moderated by institutional collectivism, while none were moderated by 

uncertainty avoidance practices. This can be explained based on social cognitive theory 

(Albert, 1998), which suggests that personal and environmental factors influence behavior bi-

directionally. It may be that employees are influenced by environmental factors other than their 

distal cultures, such as economic and political factors (Behery, Abdallah, Parakandi, & 

Kukunuru, 2016). For example, empirical evidence suggests that macro-economic factors 

shape employee behaviors following a breach (Behery et al., 2016). Besides, personal factors 
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such as proximal goals (intentions) and expectations (Bandura, 1986) might have impacted 

employee behaviors. For example, it may well be due to proximal cultural factors (Bandura, 

1998), organizational politics, family circumstances (Kiewitz et al., 2009), or other 

demographic factors (Bal et al., 2008).  

My study combined individual-level data with country-level data, thereby adding multi-

level sources of information to help form an understanding of PCB effects, which is, to my 

knowledge, the first time that this has been done. It is important to understand the impact of 

national culture specifically because evidence suggests that national culture is a key 

determinant of work perceptions (Thomas et al., 2003) and outcomes (Papademetriou & 

Masouras, 2014). In addition, culture at a national level might impact individual work 

outcomes differently than culture at an organizational or individual level (Palthe, 2014; House 

et al., 2004). Therefore, future research could explore the impact of national culture (at the 

individual level) on work outcomes (Papademetriou & Masouras, 2014) by using multi-level 

models (Fischer, Ferreira, Assmar, Redford, & Harb, 2005).  

 

5.4.2.2. Theoretical Implications  

My study provides several theoretical implications. First, PC research has primarily assumed 

that psychological contract evaluations are influenced by individual perceptions of culture 

(Aldossari, 2016; Thomas et al., 2003; 2010), or by organizational culture (Chen, Tsui, & 

Zhong, 2008). However, my findings show that societal-cultural practices can influence work 

outcomes in line with the more general literature that found national cultural practices can 

shape individual work outcomes (e.g., Autio, Pathak, Wennberg, 2013; Fischer & Mansell, 

2009; Markus & Kitayama, 1991). More specifically, the findings contribute to understanding 

how the impact of national cultural practices shape employee responses to breaches. An 

important theoretical implication is that the use of the GLOBE framework in the study allowed 
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the exploration of how national cultural practices can influence employee PCB related work 

outcomes. It is also important to understand that social norms can play a role in employee PC 

related work outcomes, depending on the national culture of the society they live in. 

Findings show that a nation’s institutional collectivism practices moderated the 

relationship between PCB and in-role performance and turnover intention of employees. This 

thesis contributes to the expansion of our knowledge of how cultural practices at society level 

can shape employee PCB related work outcomes, such as job performance and turnover across 

societies. This study adopted a multi-level theoretical framework to establish an association 

between national culture and PCB and work outcomes. There has been some previous 

indication that performance orientation impacts psychological contract perceptions (Rahman, 

Rehman, Imran, & Aslam, 2017), however, my findings go further. They indicate that 

performance orientation practices significantly moderate the relationship between PCB and the 

OCB of employees. Interestingly, the novel findings of my study show that future society 

practices and gender egalitarianism practices moderated breach-related job performance and 

turnover. However, contrary to expectations, uncertainty avoidance practices did not moderate 

the breach-related job performance and turnover. 

Hence Study Two contributes to the discussion on context related to PCB from a national 

cultural perspective at society level, which is an entirely different perspective than Studies One 

and Three. In summary, the findings of the study suggest that it is crucial to understand the 

impact of national cultural practices as these profoundly influence how people feel, behave, 

and make decisions in the workplace.  
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5.4.3 Breach and Dignity: Contemporary Perspective 

5.4.3.1 Key Contributions and Theoretical Implications  

Study Three of my thesis presents the findings of a cross-sectional study conducted among 

service-sector employees in the United Kingdom. Surprisingly, the important finding was that 

PCB and dignity appeared to be correlated, suggesting that breaches influence how employees 

treat co-workers at work, in relation to dignity. Thus, Study Three answers recent calls to 

explore workplace dignity (see Bal, 2017) through exploring how PCBs influence employee 

treatment of others (i.e., with or without dignity). This thesis examined the impact of PCB on 

employees treatment of other people (i.e., colleagues and customers), at work, with dignity. 

PCB appeared to have a very strongly negative relationship to how individuals treat these 

people in the workplace. My findings contribute to understanding that dignity as a concept is 

useful in understanding the contemporary employment relations and in particular, 

understanding PCB related consequences.  

Past studies have explored breach-related consequences from an exchange perspective 

which explains dyadic relationships. To understand the consequence of breach across multiple 

dyadic relationships at work, I applied the conservation of resources theory to build up the 

hypothesis that self-perceived dignity intervenes in the association between PCB and the 

responses. The findings revealed that self-perceived dignity appeared to be related strongly, 

acting as an intervention in the negative association between PCB and the way in which 

individuals treat colleagues and customers, as well as things, with dignity. This is because the 

breach in psychological contract perceptions is likely to enhance employee feelings of positive 

self-regard and personal dignity. When people subjectively experience a loss of personal 

dignity, they tend to react more negatively to the breach by treating others with less dignity, 

because the employee will have fewer resources to deal with relationships with others from a 
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resource-based perspective (Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014; 

Hobfoll, 2002). 

My findings support the resource-based perspective in understanding breach-related 

consequences. An important theoretical implication of this study is that the theoretical 

framework allows exploring breach-related consequences in various dyadic relationships based 

on a resource-based perspective as opposed to a social exchange perspective. It is particularly 

important to understand how PCB has related consequences for workplace dignity, given the 

contemporary context of workplace relations in the 21st century (Bal, 2017) and subjective 

perceptions of PCBs. In the PC literature, the dignity perspective was unexplored, but by using 

a resource-based perspective, this study contributes to the discussion of understanding the 

breach-related consequences from a workplace dignity perspective.  

Moreover, very few studies have examined the consequences of PCB from an 

alternative perspective in the literature. A stream of studies has examined the outcomes of a 

breach from a multi-agency perspective. For example, an earlier study by Chen and colleagues 

(2008) examined reactions to PCB from two separate perspectives, that is, employees’ 

reactions to perceptions of employer breach and supervisors’ reactions to perceptions of 

employee breach of the psychological contract.  The results also demonstrated that employee 

breach correlated negatively with responses from the supervisor, in terms of the mentoring 

provided to the employee and the leader‐member exchange (LMX) quality. In another study, 

Persson and Wasieleski (2015) examined the breach-related consequences from an alternative 

ideology characterized by the establishment of ‘letting happen’ from the Chinese philosophical 

tradition as opposed to the traditional Western approach commonly used within academia. In 

doing so, this theoretical paper re-examined the current comprehension of the employer–

employee relationship from an Eastern philosophical perspective.  
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My findings also revealed that self-perceived dignity of employees mediated the 

negative relation between psychological contract breach and treating their customers and co-

workers with dignity. PCV as an emotional component of breach appeared to influence the 

strength and the association between the breach and self-perceived dignity. This way we can 

understand the mechanism through which a PCB influences work outcomes from workplace 

dignity perspective.  

 

5.5 Practical Implications 

The findings of my study revealed that when employees perceive a breach, they 

reciprocate in return by reducing efforts or withdrawal. Breach can lead to a variety of negative 

consequences, such as altered behaviours and work relationships. Currently, the impact of 

country-level context on the individual level has few developments. Having discussed the 

theoretical implications of PCB impacts in relation to economic context, cultural context, and 

dignity, I will now discuss in detail the practical implications for employers and employees.  

 

5.5.1 Economic Context  

In a globalized employment market, organizations need to find ways to motivate and 

retain employees across various societal contexts because they conduct business 

internationally. Currently, organizations seem to lack HR policies that are designed to boost 

employee relations in various macro-economic contexts, because one policy is applied in all 

circumstances. This must change to boost employment relations. For example, in most global 

companies, human resource policies have tended to focus on the context of the country in which 

each company’s headquarters is located. Global organizations should consider developing 

policies to motivate and retain employees in line with their local economic contexts. This can 

be achieved by educating managers who receive an international assignment, regarding the 
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local economic climate. For instance, a training program can enable managers to develop 

management strategies to improve performance and retain talented employees in various 

economic contexts.  

Moreover, organizations may want to establish a global networking department to train 

managers about local economic factors that might help them to develop policies capable of 

influencing employee performance and to retain talented employees in various economic 

conditions. Inflation and unemployment conditions may alter employee expectations, which 

may alter their job performance and turnover. During good economic times, organizations may 

want to offer employees more development opportunities and use their ideas to improve work 

conditions/relationships, and thereby promote employee performance and help retain talented 

employees.  

 

5.5.2 Cultural Context 

National culture has a powerful influence on how employees respond to a breach. What 

may be acceptable cultural practice in one country, may differ significantly from what is 

accepted in another country, and these differences in practices are likely to reinforce employee 

performance and turnover differently. By recognizing national cultural practices, such as 

institutional collectivism and power distance, uncertainty avoidance practices are likely to 

enhance employees’ tolerance towards a breach, influence their performance and impact 

turnover. Accordingly, organizations should find strategies to build employee performance and 

retain talented employees depending on national cultural context. To enhance employee 

performance and reduce turnover following a breach, managers should prioritize the 

development of strategies to promote a high-performance management system within their 

organizations and among employees in the GLOBE European cultures. Managers should also 

prioritize the enhancement of employee relations by establishing a sense of team when 
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organizing work and rewarding teams of employees who belong to the GLOBE Asian clusters. 

Understanding cultural practices can be a challenge for international managers, particularly 

because certain cultural practices may not be visible (e.g., culturally influenced thought 

patterns). Such challenges may be met, however, by designing a training program to educate 

managers about national cultural contexts. Moreover, it might be worth assigning a mentor 

from headquarters, to maintain contact and dialogue with the local managers while allowing 

these managers flexibility to incorporate local management practices that suit their local 

context based on the national cultural context.  

 

5.5.3 Dignity 

Workplace dignity is important for contemporary workplaces, yet studies examining 

the dignity perspective are rare. Many of the current management practices are merely a 

reflection of scientific management, with its ‘command and control’ approach. For example, 

performance reviews in human resources, training, and staffing practices are mainly derived 

through a goal-setting approach. However, organizations need to recognize that contemporary 

workplaces need to provide more meaningful work. This can be achieved by providing 

recognition, empowerment, and participation for staff.  

An organization’s failure to create a dignified workplace might lead its employees to 

mistreat others and so, damage the organization’s reputation. Consequently, organizations must 

take steps to foster a culture of dignity within them, while bearing in mind that different 

societies may appreciate dignity more or less than other societies. A culture of dignity can be 

achieved by recognizing that constructive feedback is most effective at enhancing performance 

and at the same time respecting staff for their input by showing genuine interest in promoting 

employee wellbeing and by building a positive relationship.  
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5.5.4 Unfulfilled Psychological Contracts 

Organizations are encouraged to prevent breaches because breaches are associated with 

various employee responses, such as those related to job performance, turnover, and treating 

others with dignity. To this end, organizations should engage with their employees to 

understand and monitor their expectations. This can be achieved if organizations communicate 

openly with employees and work along with them to minimize breaches. Since context plays a 

key role in shaping employee responses to a breach, organizations may want to design their 

policies, especially their HR policies, in line with the local economic and social context.  

 

5.6 Methodological Implications 

I used the meta-analysis and longitudinal survey methods as the research methodology 

for this study. In this section, first, I will discuss the benefits and limitations of each of these 

methods and recommend the methods that are potentially useful for future research by 

providing a brief overview of the commonly used methods found in the PC literature. 

I established this study based on previous empirical studies. The two most recent meta-

analyses confirmed that breach leads to negative reactions or consequences (Bal et al., 2008; 

Zhao et al., 2007). One of the aims of the present study was to provide a quantitative, 

comprehensive review of the estimates of the effect size of interventions, such as economic 

(Chapter II) and cultural factors (Chapter III) that influence the association of PCBs and work 

outcomes. Therefore, I chose the meta-analysis method because it is superior to several other 

available methods (i.e., narrative reviews) in reviewing literature (Fagard, Staessen, & Thijs, 

1996) and has several advantages.  

First, meta-analysis allows researchers to provide estimates of multiple studies 

representing the population that are better than a single study (King & He, 2005). Second, the 
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estimates are more accurate due to the increased amount of data (Card, 2012). Third, the meta-

analysis method allows researchers to test a hypothesis and identify moderating variables. For 

example, in my study, I tested a multi-level design, which allowed me to go beyond 

synthesizing data by developing and testing a theoretical model that highlighted the moderators 

that influence the breach and outcome relationships at national and industrial levels of analyses. 

Fourth, the method allows researchers to test publication bias (John & Loannidis, 2016) and, 

therefore, stimulate improvement in the quality of the data that I needed to understand the 

impact of contextual factors on breach-related work outcomes. Despite its advantages, meta-

analysis has limitations. For example, it cannot be used to improve the quality of the original 

studies (Stone & Rosopa, 2017). Besides, the diverse methods used in studies and the inclusion 

of studies with less statistical conclusion validity and poor-quality constructs might lead to 

erroneous interpretations. To avoid misapplication of the method, it is important to develop 

appropriate inclusion criteria.  

I have also used the survey method (Chapter IV) for this study. The survey method 

allows researchers to retain greater statistical power and to test and validate models (Jones, 

Baxter, & Khanduja, 2013). My aim was to develop and test a model empirically based on the 

findings that are derived from various points in time. The survey method allowed me to achieve 

this aim. Survey methods allow the examination of large population (Thompson, 2006), which 

was an advantage for my study. However, surveys can be costly and time-consuming. Also, 

the discrepancy in recall accuracy and the validity of a survey largely depends on the response 

rate (Stevens, 2009; Wilkinson & APA task force on statistical interference, 1999).  

 

 

 

 



 
 

 217 

5.7. Conclusion and Future Research Directions 

5.7.1 Summary of contributions 

In conclusion, this research investigated the role of the social context in relation to 

reactions to PCB perceptions, as described in this thesis. Findings show that social context 

influences employee responses to a breach in three different ways. First and second, the 

findings of the meta-analysis showed that macroeconomic factors (Chapter II) and national 

cultural practices (Chapter III) influence the ways in which employees respond to PCBs. Third, 

following the breach, the employee is likely to experience a loss of self-perceived dignity and 

react more negatively to breach by treating other people with less dignity (Chapter IV).  

Firstly, the current thesis, by meta-analysing previous studies on the relationship 

between PCB and work outcomes (i.e., job performance and turnover), contributes to existing 

knowledge to show that the way in which employees respond to PCB is contingent upon 

economic factors, such as the unemployment and inflation levels of a country (Chapter II). For 

example, a few studies have shown that other macro-economic conditions, such as recession 

or downsizing (Akhtar, Bal, Long, 2016; Arshad & Sparrow, 2010), can affect employee 

behaviours. Indeeed, De Hauw and De Vos (2010) found recession makes employee lower 

their psychological contract expectations.  According to the findings of my meta-analysis, the 

inflation rate moderated the relation between PCB and in-role performance and turnover. 

Findings also show that when there is higher inflation, the positive relationship between the 

breach and actual turnover becomes larger, meaning that more employees leave the 

organization. Detailed analysis showed that the unemployment rate moderated the relation 

between PCB and in-role performance, with higher unemployment predicting attenuated 

responses to a breach. In contrast, the unemployment rate moderated the relation between PCB 

and turnover intention so that when there is higher unemployment, the positive relationship 
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between breach and turnover intention becomes larger, meaning that more employees consider 

leaving the organization.  

Secondly, the thesis contributes to the existing knowledge by showing that national 

cultural practices, such as institutional collectivism, can shape how employees respond to 

psychological contract breach. In doing so, the current thesis, by meta-analyzing previous 

studies on the relationship between PCB and work outcomes (i.e., job performance and 

turnover), contributes to the existing knowledge in showing that how employees respond to 

PCB is contingent upon the national cultural practices, such as the unemployment and inflation 

levels of a country (Chapter II). 

Thirdly, the thesis contributes to the existing knowledge by showing that the PCB 

related consequences can take place from a workplace dignity perspective. In doing so, this 

study, using a survey method, contributes to our understanding of how, following a breach, 

employees pass on the mistreatment they have received to clients/customers and colleagues, 

from a workplace dignity perspective based on resource perspective. The findings of this study 

also contributed to existing knowledge to reveal that the self-perceived dignity of employees 

mediated the negative relation between psychological contract breach and treating their 

customers and co-workers with dignity.  

Fourthly, as previous research had relied on the social exchange theory perspective to 

establish the association between PCB and work outcomes, this research took a novel approach. 

Thus, in conclusion, context plays a key role in shaping psychological contract perceptions and 

reactions. 

 

5.7.2 Future Research Directions 

My findings suggest that context plays a key role in shaping PCB related consequences. 

Thus, although PCB is a well-developed concept, to claim that it is universally applicable 
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seems over-ambitious. Thus, one area of development that needs contextualizing is the PCB 

concept itself. Several issues related to the concept demand further investigation. How is PCB 

as a concept understood by employees in various societies? How do employees differ in 

displaying reciprocity in the event of PCB across societies? Consequently, future research 

should consider exploring how employees understand the concept of PCB across societies and 

what it means for employees in different contexts.  

Most research examining PCB related consequences has applied the social exchange 

theory to understand the relationship between PCB perceptions and outcomes (Zhao et al., 

2007). Regarding social exchange theory, the findings of my thesis show that the norm of 

reciprocity is perceived divergently by employees depending on society context. I recommend 

that future researchers test various other theories beyond social exchange theory to explore the 

influence of context on breach-related outcomes. For example, I think it would be interesting 

to test breach-related outcomes from a social justification theory point of view.  

Besides, previous scholars have suggested the need to focus on theory building (e.g., 

Bankins, 2015; Coyle-Shapiro & Parzefall, 2008) rather than theory testing. Indeed, future 

research should focus on building theory, in this case to understand context-related PCB 

outcomes. Moreover, future research needs to adopt culturally bespoke and context-specific 

research methods in analyzing the consequences of breach across societies. Therefore, I 

encourage future researchers to develop new research methods that are adequate for gathering 

accurate information based on the reporting social context. I have explored context at society 

level’s influencing of breach-related outcomes at individual level. Context is a complex topic, 

and the context can vary not only between countries (Thomas et al., 2010) but also between 

industries, and individuals, and also across regions within a country. Therefore, future research 

needs to explore how these PCB related work outcomes differ across individual, industry 

settings, and regions within a country.  
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The vast majority of past studies have used quantitative and cross-sectional methods to 

understand breach-related consequences (Conway & Briner, 2005). According to Conway and 

Briner (2005), approximately eighty percent of surveys conducted in the PC literature were 

cross-sectional. Therefore, to understand the impact of context on breach-related responses, I 

recommend that future researchers adopt more qualitative methods to provide a deeper 

understanding of the phenomena. In particular, I recommend that future researchers examine 

the context related to PCB consequences using qualitative rather than quantitative methods. 

This is also because the questionnaire survey is not capable of capturing contextual phenomena, 

because it does not give employees the opportunity to explain their thoughts in their own words, 

instead they choose the closest answer from a selection of options. The use of qualitative 

methods is more appropriate to the examination of the highly complex and subjective 

contextual factors influencing employee perceptions related to obligations and related 

consequences in-depth.  

In the range of contextual factors, there are interesting, and probably common factors, 

related to family and mental health which are worthy of exploration. Family-related economic 

circumstances, not just national or personal ones, are likely to impact how an employee 

responds to a breach. Mental health problems have also been identified following a breach 

(e.g., Reimann & Guzy, 2017). Often, we see mental health issues and suicides occurring due 

to work-related matters that could potentially be preventable. Thus, future research should 

investigate how breaches are related to mental health issues and its consequences among 

employees across societies.  

Finally, if breach and its full set of consequences are to be understood, a deeper 

understanding is required of both how a psychological contract is formed (maintained and 

added to), and of the employer’s awareness of and relationship to the contract. While insights 

into outcomes are being accumulated, more needs to be understood about contract formulation 
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based on different contextual factors. With regard to the employer’s view, because the 

employee is the less powerful half of the employer-employee equation, the employee 

perspective on breach-related consequences has been the focus of empirical studies in this field. 

Consequently, little or no attention has been paid to understanding the contextual factors related 

to the employer's perspective of the breach (Conway & Briner, 2005). Pursuing this avenue 

could reveal different contextual factors that might modify employee breach-related 

consequences. Insights gained here could feed into practical measures to help manage 

employee overall performance.  
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Appendix A: Overview of the countries included in the Meta-Analysis 

 

 
Table 1: In-role performance 

 

Country # of studies 

  

Belgium 1 

Canada 2 

China 2 

Chile 1 

Hong Kong  2 

Israel 1 

Italy 1 

Netherlands 2 

Philippines 4 

Portugal 1 

Taiwan 2 

UK 6 

USA 9 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 2 : Citizenship behaviour 

 

Country # of studies 

Belgium 1 
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Canada 1 

Chile 1 

Finland 1 

France 1 

Hong Kong 2 

India 1 

Israel 1 

Italy 1 

Netherlands 1 

Philippines 6 

Portugal 2 

Taiwan 2 

UK 2 

USA 11 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 3: Turnover intention 

 

Country # of studies 
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Australia 2 

Belgium 2 

Canada 3 

China 3 

Finland 1 

France 1 

Germany 1 

Hong Kong 3 

India 3 

Ireland 1 

Japan 1 

Netherlands 9 

Pakistan 5 

Portugal 1 

South Africa 1 

Taiwan 2 

Turkey 2 

UK 3 

USA 17 

 

 

 

 

 

Table 4: Actual turnover 

 

 

Country # of studies 

UK 2 

USA 4 
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1. Akhtar et al. (2016) 

 

Pakistan 

Financial 

employees 

      398 .85   .20 

(.93) 

 

2. Arain et al. (2012) Pakistan 

Blue and white 

collar workers 

 250 .74   .26  

3. Aykan (2014) 

 

Turkey 

Manufacturing 

employees 

 166 .92   .28 

(.86) 

 

4. Bal et al. (2010) 

 

USA 

Public/private 

employees 

 266 .89 -.19 

(.86) 

-.20 

(.90) 

  

5. Bal et al. (2013) * 

 

Netherlands 

Multinational 

employees 

 240 .87 .17 

(.84) 

   

6. Bal et al. (2010) 

 

Netherlands 

Retired workers 

 176 .82 -.25 -.16   

7. Bohle et al. (2017) 

 

Chile Various 

employees 

 615 .86 -.12 

(.86) 

-.17 

(.77) 

  

8. Bunderson (2001) * 

 

USA 

Healthcare 

employees 

 283 .89   .34 .18 

9. Büyükyılmaz & 

Cakmak (2013) 

 

Turkey  

University 

employees 

 570 .94   .63 

(.95) 

 

10. Carbery et al. 

(2003) 

 

Ireland  

Hotel managers 

 280 .94   .32 

(.85) 

 

11. Cassar et al. (2016) 

 

UK 

Manufacturing 

employees 

 420 .80   .48 

(.88) 

 

12. Cavanaugh & Noe 

(1999) 

 

USA 

Seminars 

Attendants 

 136    .25  

13. Cesario et al. 

(2014) 

 

Portugal 

Expatriates 

 100    .39 

(.80) 

 

14. Chambel & 

Alcover (2011) 

 

Portugal  

Call Centre 

employees 

 363   -.07 

(.90) 

  

15. Chen & Wu (2017) 

 

Taiwan  

Hotel employees 

 226 .82   .75 

(.89) 

 

16. Cheung et al. 

(2016) 

 

Hong Kong 

Hospitality 

employees 

 182 0.95 -.38 

(.94) 

-.48 

(.94) 

  

17. Clinton & Guest 

(2014) 

 

UK  

Air force 

employees 

 6001     .09 

18. Cohen & Diamant 

(2017) 

 

Israel 

Teachers 

   -.17 

(.74) 

-.17 

(.74) 

  



 
 

 238 

19. Costa & Neves 

(2017) 

 

Portugal 

Managers/ water 

industry 

 220 .86 -.04 

(.91) 

-.13 

(.85) 

  

20. Coyle-Shapiro & 

Kessler (2000) 

 

UK 

Managers 

 6953 .87  -.17 

(.63) 

  

21. Coyle-Shapiro & 

Kessler (2003) 

 

UK  

Various employees 

 

 5709 .81  -.26 

(.74) 

  

22. De Cuyper & De 

Witte (2006) 

 

Belgium  

Hospital 

employees 

 

 544 .80 -.24 

(.74) 

   

23. De Jong et al. 

(2009) 

 

Netherlands 

Various employees 

 313 .93   .35 

(.78) 

 

24. De Jong et al. 

(2009) 

 

Netherlands 

Various employees 

 523 .96   -.14 

(.79) 

 

25. De Jong (2009) 

 

Netherlands 

Various employees 

 779    .01 

(.79) 

 

26. Dulac et al. (2008) 

* 

 

Belgium 

Academic staff 

 152 .95   .57 

(.96) 

 

27. Freese et al (1999) 

* 

 

Netherlands 

Healthcare 

workers 

 119 .91   .31 

(.88) 

 

28. Freese & Schalk 

(2008) 

 

Netherlands 

Healthcare 

workers 

 480 .92   .33  

29. Gardner et al. 

(2015) * 

 

China  

Various employees 

 462 .82 -.02 

(.87) 

 .07 

(.79) 

 

30. Granrose & Baccili 

(2006) 

USA  

Aerospace 

employees 

 145    .04 

(.88) 

 

31. Gregory et al. 

(2007) 

(2007) 

 

Canada 

Healthcare 

employees 

 343 .70   .38 

(.72) 

 

32. Griep et al. (2016) 

* 

 

Belgium 

Voluntary 

employees  

 247   -.16   

33. Guchait et al. 

(2015) 

 

India 

Restaurant 

employees 

 289 .90   .38 

(.82) 

 

34. Guerrero & 

Herrbach (2005) 

 

France  

Various employees 

 217    .30  

35. Hartmann & 

Rutherford (2015) 

 

USA  

Sales employees 

 308 .94 -.12 

(.92) 

 .55 

(.69) 

 

36. Henderson et al. 

(2008) 

 

USA  

Industrial 

employees 

 278 .80 -.17 

(.89) 

-.16   

37. Huiskamp & 

Schalk (2002) 

 

Netherlands 

Various employees 

 1331 .83   .33 

(.86) 

 

38. Jafri (2012) 

 

India  

Bank executives 

 90 .84  -.15 

(.86) 
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39. Johnson & 

O'Leary-Kelly (2013) 

 

USA  

Bank employees 

 103 .94 -.33 

(.95) 

-.07   

40. Kraak et al. (2017) 

 

Netherlands 

Various employees 

 1066 .95   .39 

(.95) 

 

41. Lapalme et al. 

(2011) 

 

Canada  

Agency workers 

 186 .95  -.14 

(.91) 

  

42. Lapointe et al. 

(2013) 

 

Canada  

Various employees 

 224 .95    .22 

(.90) 

43. Larwood et al. 

(1998) 

 

USA  

Various employees 

 257 .75    .44 

(.85) 

44. Lee et al. (2014) 

 

USA Nonprofit 

employees 

 141 .86 -.20 

(.76) 

-.12 

(.72) 

  

45. Lee et al. (2011) 

 

China 

Graduate students 

 136    .24  

46. Lemire & Rouillard 

(2005) 

 

Canada Public 

sector employees 

 132    .44 

(.82) 

 

47. Lester et al. (2001) 

 

USA  

MBA students/ 

full time 

employees 

 268 .90 -.03 -.02 .14  

48. Lester et al. (2002) 

 

USA MBA 

students 

 134 .90 -.35 

(.93) 

   

49. Li et al. (2016) 

 

China  

Hotel staff 

 272 .82 -.12 

(.44) 

   

50. Lo & Aryee (2003) 

 

Hong Kong  

MBA students 

 152  -.31 

(.78) 

-.31 

(.78) 

.48  

51. MIllard & 

Brewerton (1999) 

 

UK 

Employees 

 117    .63  

52. Orvis et al. (2008) 

* 

 

USA  

University 

employees 

 106  -.15  .19  

53. Paille & Dufour 

(2013) 

Quebec 

Occupational 

therapist 

 414 .91   .10 

(.86) 

 

54. Piccoli et al. (2017) Italy  

Blue collar 

workers 

 570 .85  -.25 

(.72) 

  

55. Quratulain et al. 

(2018) 

Pakistan Education 

workers 

 247 .71   .22 

(.78) 

 

56. Raja et al. (2004) Pakistan  

Clerical workers 

 197 .79   .48 

(.83) 

 

57. Restubog et al. 

(2007) 

Philippines 

Sales executives 

 162 .87 -.20 

(.89) 

-.49 

(.80) 

  

58. Restubog et al. 

(2007) 

 

Philippines 

Pharmacy 

employees 

 189 .82 -.47 

(.89) 

-.59 

(.72) 

  

59. Restubog et al. 

(2006) 

Philippines 

IT employees 

 167 .87 -.47 

(.77) 

-.39 

(.78) 

  

60. Restubog et al. 

(2010) 

Philippines 

Manufacturing 

employees 

 250 .72 -.31 

(.87) 

-.31 

(.72) 

  

61. Restubog et al. 

(2010) 

Philippines 

Pharmacy 

employees 

 158 .88 -.60 

(.95) 

-.24 

(.84) 
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62. Restubog (2008) * Philippines 

Bank employees 

 240 .78  -.22 

(.81) 

  

53. Restubog et al. 

(2008) * 

Philippines 

Various employees 

 137 .80  -.13 

(.83) 

  

64. Rigotti (2009) Germany 

Various employees 

 592    .28 

(.79) 

 

65. Robinson (1996) * USA 

Alumni 

managers 

 125   -.25 

(.67) 

.38 

(.86) 

.20 

66. Robinson & 

Morrison (2000) * 

USA 

Various employees 

 147 .92 -.18 

(.95) 

   

67. Robinson & 

Rousseau (1994) * 

 

USA 

Various employees 

 128 .78   .42 .32 

68. Rodwell, J. & 

Ellershaw (2016) 

 

Australia 

Nurses/ healthcare 

 459 .89   .51  

69. Rosen et al. (2009) USA 

Various  

employees 

 319   -.29 

(.75) 

  

70. Salin & Notelaers 

(2017) 

 

Finland 

Business 

Professionals 

 1148 .90   .52 

(.89) 

 

71. Schalk et al. (1995) Netherlands 

Various employees 

 338 .72   .39 

(.87) 

 

72. Shahnawaz, & 

Goswami (2011) 

 

India 

Private sector 

managers 

 100 .80   -.08 

(.87) 

 

73. Shahnawaz, & 

Goswami (2011) 

 

India 

Public sector 

managers 

 100 .80   .17 

(.87) 

 

74. Shih et al. (2012) 

 

Taiwan 

Theme park 

employees 

 204 .94 -.19 

(.90) 

-.19 

(.90) 

  

75. Si et al. (2008) 

 

China 

Various employees 

 524    .32 

(.84) 

 

76. Steve & Cheng 

(2007) 

 

Taiwan 

Company 

employees 

 135 .88   .42 

(.82) 

 

77. Stoner et al. (2011) 

* 

 

USA 

Various employees 

 126 .95   .41 

(.92) 

 

78. Stoner et al. (2010) 

 

USA 

Various employees 

 126    .46 

(.92) 

 

79. Sturges et al. 

(2005) 

 

UK 

Media employees 

 151 .91 -.38 

 

  .04 

 

80. Suazo (2009) 

 

USA 

Managerial  

employees 

 196 .89 -.13  .35 

(.87) 

 

81. Suazo et al. (2005) 

 

USA 

Various employees 

 234 .88 -.18 

(.87) 

-.28 

(.93) 

.57 

(.76) 

 

82. Sutton & Griffin 

(2004) * 

Australia 

Occupational 

therapy students 

 235    -.32 

(.90) 

 

83. Takase et al. (2016) 

 

Japan 

Nurses and mid-

wives 

 766 .91   .54 

(.93) 

 

84. Tekleab et al. 

(2013) 

USA  106  -.07 

(.88) 

 -.15 

(.97) 
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 University 

employees 

85. Tekleab and Taylor 

(2003) 

 

USA 

Various employees 

 298 .81 -.14 

(.81) 

-.16 

(.85) 

.23 

(.85) 

 

86. Tekleab et al. 

(2005) 

 

USA 

University  

employees 

 191 .83   .14 

(.85) 

-.02 

 

87. Turnley et al. 

(2003) 

 

USA 

Various employees 

 134 .85 -.38 

(.93) 

-.41 

(.85) 

  

88. Turnley & Feldman 

(1999) 

 

USA 

Managerial  

employees 

 781    .38 

(.92) 

 

89. Turnley & Feldman 

(2000) 

 

USA 

Managerial  

employees 

 804 .83 -.46 

(.81) 

-.46 

(.81) 

.48 

(.93) 

 

90. Uen et al. (2009) 

 

Taiwan 

High-tech 

employees 

 127 .80 -.24 

(.83) 

-.21 

(.83) 

  

91.  Van den Heuvel et 

al. (2017) 

 

Netherlands 

Communication 

employees 

 669    .38 

(.81) 

 

92. Van der Vaart et al. 

(2015) 

 

South Africa 

Various employees 

 246    .60 

(.72) 

 

93. Vantilborgh (2015) Belgium 

Various employees 

 215 .83   .18 

(.82) 

 

94. Wu & Chen (2015) 

 

Taiwan  

High-tech 

employees 

 258 .89 -.41 

(.91) 

   

95. Zagenczyk et al. 

(2015) * 

USA Various 

employees 

 265    .35 

(.87) 

 

Note:Reliabilities are presented between brackets, however, only 2 out of the 6 studies reported internal 

reliabilities for turnover. 

* Longitudinal study.  
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Appendix D: SURVEY INSTRUMENT  

 

 
A SURVEY: IMPROVING WORKING CONDITIONS  

BY INVESTIGATING WORKING EXPERIENCES OF EMPLOYEES 

 

 

Dear Sir/ Madam, 

 

I would like to invite you to participate in this survey research to seek your views on work 

experience. The purpose of this survey is to contribute to the knowledge on human resources 

practices in England. Your organization has agreed to take part in this study, and the purpose 

of this survey is to collect feedback from you on your views about your work experience. The 

study is part of my PhD project at the University of Bath, UK. The study will cover a period of 

eight weeks beginning from January the 05, 2020 till April the 30, 2020. 

 

Benefits of the research 

Your responses to this survey will help in evaluating the impact of work experiences on 

outcomes so that conditions at work can be improved in England.  

 

Voluntary participation 

Please note that your participation in this study is completely voluntary. If you decide to 

participate on it, you can withdraw your participation at any point.  

 

Research design 

The survey has two sections, part one and part two.  

 

Confidentiality 

Any personal information collected will remain strictly confidential. Similarly, all your 

responses will be kept confidential. General findings will be published in an academic thesis 

and academic journals with no individual being identified. Furthermore, only team or 

department level results will be communicated back to your organization to ensure your 

privacy.  

 

Questions/further information/concerns 

If you have any questions or concerns please feel free to email the research team of this 

study: Thushel Jayaweera (email: a.jayaweera@bath.ac.uk) or Prof. Dr. Matthijs Bal (email: 

mbal@lincoln.ac.uk ) or Dr. Katharina Chudzikowski (email: k.chudzikowski@bath.ac.uk). 

 

 

Thank you for your participation- it is greatly appreciated! 

 

A. Thushel Jayaweera  

 

 

 

 

 

 

mailto:a.jayaweera@bath.ac.uk
mailto:mbal@lincoln.ac.uk
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SCIENTIFIC SURVEY: IMPROVING WORKING CONDITIONS IN SRI 

LANKABY INVESTIGATING WEEKL EXPERIENCE OF EMPLOYEES 

 

INSTRUCTIONS: While answering this questionnaire, please note that your contribution 

toward the successful outcome of this study is invaluable; please answer all questions as 

honestly as possible. There are no ‘’right’’ or ‘’wrong’’ answers as we are interested in your 

experiences. 

Part 1 

 

Name: 

Job Title: 

Name of your company: 

Time worked at the current job in months: 

Age: (please tick the relevant box) 

<20  ☐        21-30  ☐        31-40  ☐        41-50  ☐        51-60 ☐        61>  ☐ 

Gender:  Male    ☐         Female  ☐ 

Highest educational qualification: 

High school  ☐         Vocational degree  ☐         Undergraduate  ☐         Postgraduate☐ 

Employee position level:  Entry  ☐         Middle  ☐         Senior  ☐ 

Industry you work in:  Service  ☐           Manufacturing  ☐                Consulting ☐         

Other ☐ 

Sector you work in: Public  ☐         Private ☐ 
 

 

 

Part 2 

 

Please fill in all of the questions that are given on each booklet. It requires six weeks of your 

commitment and your commitment is highly valued! Your response will help us suggest ways 

to improve working conditions in Sri Lanka. 

 

You can enter your responses similarly as you did in PART 1. For example;  

 

Circle number 5 if the likelihood is TO A VERY GREAT EXTENT.  

Circle number 4 if the likelihood is TO A GREAT EXTENT. 

Circle number 3 if the likelihood is SOMEWHAT EXTENT. 

Circle number 2 if the likelihood is VERY LITTLE. 

Circle number 1 if the likelihood is NOT AT ALL. 
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MEASURES:  

 

 

             Dignity  

 INSTRUCTIONS: Listed below are a number of statements that describes how some 

people feel that they are being treated and how they treat others at work. Please read each 

statement carefully and decide to what extend do you agree or disagree with each of the 

following statements based on your work experience week 1. To score your responses, 

please circle the relevant number from 1 (not at all) to 5 (to a very great extent) based 

on your work experience. Please try to answer each question. 

 

 

 

 

 

       Work Experience 

  

Not at 

all 

Very 

little 

Somew

hat 

 

Great 

extent 

To a 

very 

great 

extent 

 1 
I felt that I have been treated with 

respect at work.  
1 2 3 4 5 

 2 
I felt that people have treated me as an 

object and not as a human being. 
1 2 3 4 5 

 3 
I have been able to be myself and 

express myself at work. 
1 2 3 4 5 

 4 
I felt that I matter as a person at work.     

    
1 2 3 4 5 

 5 
I felt valued by my organization as a 

human being.  
1 2 3 4 5 

 6 
I have treated my colleagues with 

respect.  
1 2 3 4 5 

 7 
I have treated my colleagues as human 

beings, and not as objects.  
1 2 3 4 5 

 8 
I have treated my colleagues with 

disrespect. 
1 2 3 4 5 

 9 
I felt a duty to value my colleagues for 

who they are as human beings.  
1 2 3 4 5 

10 
I have treated the organization’s clients 

with respect.  
1 2 3 4 5 

11 
I have treated the organization’s clients 

as human beings, and not as objects. 
1 2 3 4 5 

12 
I have treated the organization’s clients 

with disrespect.  
1 2 3 4 5 

13 
I felt a duty to value the organization’s 

clients. 
1 2 3 4 5 
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INSTRUCTIONS: This section raises questions regarding your work related experience. 

To what extent do you agree or disagree with each of the following statements? To score 

your responses, please circle the relevant number for each item from 1 (not at all) to 

5 (to a very great extent) based on your work experiences. Please try to answer each 

question.  

 

 

  
Not 

at all 

Very 

little 

Somew

hat 

 

Great 

exten

t 

To a 

very 

great 

extent 

1  
Almost all the promises made by my 

employer have been kept. 
1 2 3 4 5 

2  

I felt that my employer has come through in 

fulfilling all the promises made to me when 

I was hired. 

1 2 3 4 5 

3  
My employer has done an excellent job in 

fulfilling its promises to me.                    
1 2 3 4 5 

4  
I have not received everything promised to 

me in exchange for my contributions. 
1 2 3 4 5 

5  

My employer has broken many of its 

promises to me even though I've upheld my 

side of the deal. 

1 2 3 4 5 

6  
I felt a great deal of anger toward my 

organization. 
1 2 3 4 5 

7  

This week, I felt betrayed by my 

organization. 

 

1 2 3 4 5 

8  
I felt that my organization has violated the 

contract between us. 
1 2 3 4 5 

9  
I felt extremely frustrated by how I have 

been treated by my organization. 
1 2 3 4 5 

 

 

Thank you! 

 
 

 


