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ABSTRACT 

A psychological contract is a relatively new form of agreement that outlines the mutual 

expectations of the employee and the employer. Unlike an employment contract, it is not 

drafted in writing but is instead focused on the individual's ambitions, values and motivation. 

The psychological contract and the employment contract provide an accurate representation 

of the relationship between the employee and the employer, and since each employee is an 

individual, each psychological contract will differ. 

The aim of this study was to examine the employee attitudes towards the employment 

contract, in particular, to determine employee understanding of the concept of the 

psychological contract. Another objective was to determine whether there is a relationship 

between employee sociodemographic characteristics, and violations of the psychological 

contract.  The research method was a survey questionnaire, conducted on a sample of 59 

employees in organisations of varying hierarchical structure. A regression analysis of the 

questionnaire results found that the vast majority of interviewed employees are still 

unfamiliar with the psychological contract. One-way analysis of variance examining the 

sociodemographic characteristics of employees indicated that there were no statistically 

significant differences in the perceptions of fulfilment of the psychological contract. 

Transparency of the psychological contract is more difficult to achieve today than in previous 

years due to changes in market trends and working conditions in organizations (lack of 

permanent employment, introduction of part-time employment, providing opportunities for 

creativity in employee work, moving away from strictly defined job descriptions, etc.). It is 

necessary to further strengthen communication channels between employees to build and 

develop a two-way relationship, with the intention of maintaining, upgrading and developing 

this relationship. This in turn builds greater employee satisfaction, and also ensures greater 

company success. 
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1.INTERDUCTION 

Pursuant to the Labour Act, the employment contract is the framework that regulates the 

relationship between the employer (organization) and the employee.  The employee does not 

have significant influence on the content and regulation of such a contract, and are generally 

left with the option of accepting or rejecting the offered contract. A psychological contract, on 

the other hand, can be of greater importance, as it influences human behaviour (i.e. of both the 

employee and the employer) and provides a perception of their mutual relationship. The 

psychological contract is based on the daily activities and statements of one party, and how 

the other party perceives and understands, i.e. interprets them (Bazcor, 2019). Research and 

interpretation of the psychological contract is relatively recent, beginning in the 1960s. The 

term is used to describe the relationship between an employee and the organization 

(employer) by implying an implied agreement between the two parties - the employee and the 

parent in the organization. The connection between work and employee behaviour in the 

workplace is an additional attribution to the psychological contract, and can be positive or 

negative. Based on the problem described and the outlined purpose of the study, the following 

hypotheses were set: H1: employees are not familiar with the concept and meaning of the 

psychological contract, and H2: there is no correlation between the violation of the 

psychological contract and the sociodemographic characteristics of the employees. 

Work, as a purposeful and consciously organizationally defined activity of people 

(employees), and attitudes towards work as a personal evaluation of one’s work obligations 

and expression of the individual’s view of their work, and the evaluation and ability to relate 

to work obligations, form the basis for understanding and accepting the behaviour of 

employees in the work environment. These are considered indicators that make it easier for an 

organization to understand and anticipate the cognitive and emotional actions and reactions in 

employee behaviour. It is important to emphasize the importance of employee attitudes in the 

context of employment contracts and psychological contracts that employees develop in their 

workplace (Marušić, 2001; p. 255). 

Employee attitudes are multidimensional, prone to change and influenced by a range of 

factors such as salary, workplace training, the work environment, etc. In short, it is possible to 

categories work attitudes into traditional and contemporary trends. The most significant 

traditional trends in attitudes towards work are job satisfaction, employee motivation, 

occupation, and loyalty to the organization (Vujić, 2005). Recent trends in attitudes towards 

work include the involvement or engagement of employees, trust, and strong organizational 

support. It is desirable that employees have a positive and not a negative attitude towards their 

organisation, and this attitude will also determine the duration of the psychological contract. 

2. PSYHOLOGICAL CONTRACT 

A psychological contract consists of the mutual expectations of both the employee and the 

employer. Unlike an employment contract, it is not drafted in writing and is instead focused 

on the individual (employee ambitions, values and motivation). Together, the psychological 

contract and the employment contract represent the overall employee-employer relationship, 



and since each employee is an individual, each psychological contract is different. The 

concept of the psychological contract was developed by Denise M. Rousseau at Carnegie 

Mellon University. She reconceptualized the psychological contract in 1989, defining it as an 

individual belief system pertaining to a reciprocal exchange agreement between an individual 

and his or her organization. Unlike the traditional understanding of the psychological contract 

that arises from needs, the new concept is based on the promise of future mutual 

commitments by the individual and the organization (Rousseau, 1989). It is continuously 

evolving, based on the communication of the parties or lack thereof (e.g. increase of salary, 

promise of bonuses, promise of promotion, etc.). Ongoing, sound communication between the 

employee and the employer will positively effect the quality of the psychological contract. 

Employees perceive that they are valued by the employer and consider that their role is 

important towards achieving greater organizational success. 

Mutual expectations relate not only to a specific reward for a particular employee's 

performance, but also include the full range of rights, privileges and obligations between the 

employee and the organization. Aligning these expectations and meeting them has an impact 

on many positive outcomes for the organization, such as job satisfaction, loyalty to the 

organization, and greater work efficiency (Coyle-Shapiro and Parzefall, 2008). 

It is clear that communication is a key element upon which the psychological contract is 

based. Ongoing open communication enables and permits changes in the terms of the 

psychological contract if necessary, but also aids both parties to avoid creating unrealistic 

expectations. Communication quality is a significant factor that determines the duration of the 

employee-employer psychological contract. In the absence of communication, the 

psychological contract (tone of voice, speech, tension, body language, etc.) is adversely 

affected (Stevenson, 2018). 

Transparently conceptualized conditions offered by the employer to the employee and 

management of employee expectations are important elements of employer behaviour that 

ensure that employees will not have unrealistic expectations that cannot be met. Employees 

must also reduce their expectations to ensure they are objective that are not misinterpreted by 

employers, who are realistic about their expectations and possibilities (e.g. difficult personal 

circumstances, etc.). (HRZONE, 2019). 

3. SOCIODEMOGRAPHIC CHARACTERISTICS OF THE PSYHOLOGICAL 

CONTRACT  

There are few studies examining the association between different demographic 

characteristics and perceptions of psychological contract fulfilment, and their findings are also 

inconsistent. Age has been largely explored as a moderator of the relationship between the 

psychological contract and attitudes toward work, such as job satisfaction. Some authors 

hypothesize that a breach of the psychological contract will have a less negative outcome for 

older employees due to their more developed emotional regulation skills (Farr and Ringseis, 

2002; according to Bal, 2009). Although this assumption has not been empirically confirmed, 

a meta-analysis by Bal et al. (2008; according to Bal, 2009) partially supports this 



assumption. Some authors state that other individual characteristics, such as personality traits 

(Tunley and Feldman, 1999), may also impact the perception of the psychological contract, 

though empirical verification of these assumptions is scarce (Raja, Johns, and Ntalianis, 2004; 

according to Coyle-Shapiro and Parzefall, 2008), and the results are inconsistent. 

Workplace behaviour does not have a precise definition, since it includes multiple facets: job 

performance, creativity, responsible organizational behaviour (productivity), irresponsible 

organizational behaviour (counterproductivity), procrastination, and leaving work. Individual 

differences may account for the greater or lesser success of one employee versus another, and 

how individual employees in the work environment treat other employees and their superiors, 

which ultimately affects work performance. Individual differences that determine work 

behaviour are the personal motivation for work, perception and attachment, the abilities and 

skills that a person possesses to perform their work responsibilities and tasks, interests, 

personal attitudes, values, diversity factors and hereditary factors (gender, age, education, 

etc.), and the personality (traits) of the employee. All of the above make each employee 

different and unique. Some personality traits are perceived as more desirable for individual 

work, while others are better suited to teamwork, all of which should consequently lead to 

greater success in the work of the organization. A desirable element of work behaviour is also 

assisting one’s coworkers. A high level of conscientiousness of employees who, as such, are 

considered to be particularly effective, responsible and capable in their work is particularly 

appreciated in the workplace (Robbins and Judge, 2009; p. 80, 106). 

4. RESULTS 

The age structure of respondents was as follows: 2 up to 25 years, 16 from 26 to 35 years, 26 

from 36 to 45 years, and 15 over 46 years. 

The highest percentage of respondents, almost, half, were employed for more than five years 

(40.7%). In terms of education level and pursuit of jobs, in the age group up to 25 years, both 

respondents held university qualifications and performed administrative or other tasks. In the 

age group 26 to 35 years of age, respondents had secondary qualifications (one respondent), 

or completed vocational studies or university qualifications, and performed a wide range of 

jobs, from leadership positions to administrative jobs, IT jobs, technical jobs, and auxiliary 

jobs. In the age group 36-45, two respondents had secondary qualifications, two respondents 

had vocational qualifications, and three respondents had university qualifications, performing 

mainly administrative tasks, lower managerial tasks and –auxiliary jobs. In the age group of 

46, one respondent had completed professional studies and performed auxiliary jobs. 

Regarding the duration of employment, 13.6% of respondents were employed in the range of 

6 to 9 years, and 18.6% in the range of 10 to 14 years, while 27.1% worked in the same 

organization for 15 years or more. In this latter category are respondents in the age group of 

36 to 45 years and 46 years and over, with secondary, professional or university 

qualifications, performing managerial, administrative, technical and other auxiliary jobs. 

Exactly half of respondents have tertiary education, while a very small ratio respondents only 

have primary qualifications. The majority of the group, 40.7% perform administrative 



occupations, and 39.7% of respondents are mostly satisfied with the concluded employment 

contract and the agreed working conditions, while 93.1% of the respondents claim that they 

have a positive working environment, and that they act motivationally, respect their 

colleagues and are considerate in their work and relationships with others. 

 

Chart 1: Knowladge of psychological contract meaning (source: author) 

When asked whether they knew what a psychological contract is, only 27% of respondents 

answered yes. 

From the data obtained, we can confirm H1: employees are not familiar with the 

concept and meaning of the psychological contract. 

To the question: Do you feel motivated in your workplace and feel loyal towards your 

employer or would you change your job and your employer without thinking? (Violating the 

psychological contract), only 25.9% of respondents would not change their jobs and feel loyal 

towards the employer. However, a large percentage (51.4%) responded that they would 

consider this possibility but do not consider themselves to be a disloyal employee. 

 

 

 

 

 

 

 



 

Chart 2: Motivation (source:author) 

 

Chart 3: Desirable organisational behaviour (source:author) 

Almost all respondents defined themselves as employees of desirable organizational 

behaviour and feel that they are considerate in their daily work engagement with colleagues 

and superiors. They consider themselves to be positive, contributing to a positive atmosphere, 

and as motivated and respectful of their colleagues. Such a structure of respondents is the 

most desirable group to all employers and is highly valued in organizations. A work 



environment composed of such employees develops dynamically and contributes to the 

business success of the organization. A very small number of respondents declared 

themselves to be individuals who view their success and their benefits over those of others in 

their work environment. 

 

Chart 4: Violation of promises by employer (source:author) 

It is evident that the respondents believe that the promises made to them at the time of 

concluding the contract have been kept, and also believe that they have fulfilled their 

promises towards the employer (organization), which is a sound basis for the psychological 

contract and its further development. 

 



 

Chart 5: Emotional investment in company (source:author) 

These answers are complementary to the previous question. Most respondents stated that they 

are emotionally invested in their organization. Emotionally invested respondents are 

structured into a larger proportion of those who are strongly committed to their organization, 

with some variations in this regard. A smaller number of respondents consider themselves 

fully invested in their organization. It is very interesting to see a group of respondents who 

feel neutrally towards their organization, and the percentage of this group is equivalent to the 

group who feel that they are fully committed to their organization. 
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Chart 6: Satisfaction with work conditions (source:author) 



A higher percentage of fully satisfied employees would have been expected, though many 

respondents stated that there was still room for discussion with the employer regarding the 

increase of salary, supplements, and bonuses. The material rights of respondents is 

particularly sensitive issue that requires careful, clear and concise negotiations between the 

employee and the employer. 

It is also logical to ask priority questions, as to whether employees consider their salary or 

work environment to be more important. 

 

Chart 7: Importance of work environment (source:author) 

The above group shows that a positive work environment and good relationships with 

colleagues is most important to respondents. Work motivation and a positive work 

environment stimulate and develop the potential of respondents and increase their success, 

which is the intention and goal of each organization, i.e. employer. 

The overall results confirmed the H2 hypothesis, i.e. there were no significant 

differences in breach of psychological contract between different sociodemographic 

groups. The differences observed were not statistically significant, and it is not possible to 

conclude that sociodemographic groups and violations of the psychological contract are 

related. 

Respondents in the age group up to 25 years of age stated that they were mostly satisfied with 

their working conditions, but would consider the possibility of changing jobs for improving 

working conditions. They felt that the employer appreciates and respects them. They are 

mostly satisfied with the communication and the relationship, the fulfilment of items of the 



psychological contract with the employer, but would also change their jobs without much 

though if a better opportunity arose. They recognize opportunities that they could use for 

personal gain, but do not want to take advantage of them. 

Respondents in the age group of 26 to 35 years, the age group of 36 to 45 years and from 46 

years of age onwards gave very similar answers. 

Their responses to education level, seniority in the organization, and the hierarchical level 

they occupy were also similar, with slight differences. Respondents in higher positions in 

organizations usually receive higher bonuses, allowances, and material benefits, are more 

involved in actual decision-making within the organization, the organization shows them a 

greater degree of respect than hierarchically lower ranking respondents. Therefore, this group 

is prone to interpret fairness in the work environment and organization in a more positive 

context than hierarchically lower ranking respondents. Respondents employed for a shorter 

period of time in the organization, unlike those with more years of service in the same 

organization, have a less control in deciding the outcome of particular decisions that benefit 

them (e.g. salary increases, bonuses, better working conditions, etc.). 

Respondents with longer work experience, because of their more stable position in the 

organization, are more likely to express their dissatisfaction and object to unfavourable 

decisions, i.e. they are more willing to object to the quality of the relationship, i.e. the 

communication channel with the employer/superior. However, such respondents may also 

reflect their dissatisfaction with the work environment, the job, or their organization, but 

given their age, there is little or no opportunity to change jobs due to this kind of 

dissatisfaction. 

5. CONCLUSION 

A psychological contract is a relatively new contractual form and the vast majority of 

employees, regardless of hierarchical level, do not know exactly what a psychological 

contract is. By strengthening communication channels between the employee and the 

employer, both parties build and develop a two-way relationship, with the intention of 

maintaining and continuously improving this relationship. This ultimately results in greater 

employee satisfaction and greater organizational / company success. 

Given that a psychological contract is not a written contract and does not have a strictly 

defined (prescribed) formal content, like an employment contract, it is important to maintain 

constant communication between the employee and the employer to ensure the relationship is 

positive. Communication skills are learned and continually developed through workshops and 

consultations, no matter the cost to the employer; they are ultimately immeasurable when it 

comes to the success of the company / organization as a whole. The art of controlling 

emotions, showing empathy when needed, and carefully choosing words are elements that 

build and strengthen quality communication, and should be shared equally by employees and 

employers. Finally, the effectiveness of communication is measurable by achieving better 

results. Business communication requires clear and unambiguous expression, with emphasis 



on the area and subject matter that it relates to. The same is required in implementing the 

transparency of the content of the psychological contract. The parties must agree on the 

content, they must find common interests and the mutual benefit to ensue from the contract. 

The definition of the content of the contract must be unambiguous and clear to both parties. 

Misinterpretation creates space for dissatisfaction, especially if the agreed content is not 

fulfilled, in whole or in part. An open and professional approach by both the employee and 

the employer is certainly appreciated, making it easier to reach agreement of any kind, 

especially regarding the content of the psychological contract. 

Transparency of the psychological contract is more difficult to achieve than in previous years, 

due to changes in market trends and working conditions in organizations (lack of permanent 

employment, introduction of part-time employment, providing opportunities for creativity in 

employee work, instead of strictly defined work descriptions, etc.) 

Both employees and employers should be educated and aware of the meaning of the 

psychological contract, as this survey showed that a very small number of employees are 

familiar with the concept and meaning of the psychological contract. 
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