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ABSTRACT 

 

This study investigate the influence of Psychological Contract Violation on 

employees job satisfaction in Tanzania. The main purpose of this study was 

determine the influence of Psychological Contract Violation on employees’ job 

satisfaction. It has also aimed to determine what psychological contract obligations 

are seen as the most important, to analyze employees perceptions of how well 

employers are fulfilling these obligations and  examine how perceived discrepancies 

between importance of and fulfillment of specific psychological contract obligations 

affect employee satisfaction. 

The study employed mixed method research approaches (qualitative and 

quantitative)  techniques, underpinned by case study research   investigating the 

influence of Psychological Contract Violation on Employees job satisfaction . The 

participant of this study include 40 employees from the Registrar of Political Parties. 

Simple random samplings were used to pick the sample.  

 The data were collected through questionnaires, interviews, observation schedule, 

and documentary reviews. Data were analyzed using Excel program  

The study result shows that there is no agreement between employer and  employees 

expectation and perception on psychological contract. The findings reveal that the 

Employees of Registrar of Political Parties has shown dissatisfaction on the 

employers fulfillment of Psychological contract. Employers should be aware of 

psychological contracts and how the violation and fulfillment of these contracts can 

influence employee outcomes. It is also important for manager to know employees 

needs 

 

Conclusive the researcher argued that there is a need to fulfill agreement perceived 

by employees in order to bring job satisfaction on employees. In order to reap the full 

benefits of psychological contract the Registrar of Political Parties should ensure that 

trust and respect, resources, meaningful work, competitive salary, competent 

management, equal opportunity, open and honest communication safe and good 

working environment, involvement of employees on decision making and 

constructive feedback on performance are instituted at the work place:  
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CHAPTER ONE 

 

BACK GROUND INFORMATION 

 

1.0 Introduction 

Organizations invest a lot on their employees in terms of induction and training 

,developing maintaining and retaining them in the organization. The psychological 

contract violation affect employees job  satisfaction  this influence employees 

turnover process .Hence there is a need to develop a full understanding of the 

employees psychological contract violation, its causes and effects how to put 

strategies in place to solve this problems. 

 

Accordingly to Mullins (2010) defines psychological contract as unwritten document 

that implies a series of mutual expectations and satisfaction of needs arising from the 

people-organization relationships. Unlike the formal contract, the interpretation of 

the terms of the psychological contract between employer and employee may not be 

shared by both parties as it is highly perceptual. Robinson et al (1994) argues that the 

differences in perception may result in one part believing that the other has violated 

the terms of the contract. Contract violation can result in changed employees’ 

behavior, commitment and organization towards the organization.  

 

If we critically examine what Mullins says, we find that he insists on the role of 

understanding expectations of the two parties that are exchanged between the parties 

in an employment relationship. These parties include employers, managers, 

individual employees and their work colleagues. Unlike formal contracts of 

employment, they are often tacit or implicit. They tend to be invisible, assumed, 

unspoken, informal or at best only partially vocalized. Because of this, it has to make 

a determined effort to find out what they are. 

 

Buchanan & Huczynski (2004) define psychological contract as an implicit set of 

obligations and expectations concerning what the individual and the organisation 

expect to give and receive from each other. It is not possible to specify every aspect 
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of the employment relationship in a formal contract. The organisation expects for 

example, loyalty and commitment, while employees expect fair treatment, a degree 

of security and personal development.  

 Buchanan and Huczynski (2004) insist that much of our behavior is based on tacit, 

unspoken beliefs. They also comment that many problems in our organisations arise 

when contract is perceived to be broken. 

 The consequences of breaking psychological contract include low job satisfaction, 

poor performance, high staff turnover, feeling of anger and betrayal and the erosion 

of trust (Robinson & Rousseau, 1994). Therefore it is the role of human resource 

management to maintain psychological contract. 

 

Currently findings on retaining skilled employees for the Registrar of Political 

Parties can be difficult and might be more in the coming years. Even when the office 

manages to find competent employees it has been very difficult to retain them. There 

has been a turnover rate in the form of secondment at the Registrar of Political 

Parties office which accounts to 20-40 percent. Employees have been switching from 

government institutions to international NGOs where they feel their psychological 

issues (psychological contracts) are adhered. Many are not much committed to their 

time jobs to subsidize their incomes for their living. 

 

A number of employees leave job at the Registrar of Political parties’ office to look 

for new jobs at the International NGOs for the sake of releasing their tensions, 

looking adequate working conditions and finding more challenging jobs.  

Robinson et al (1994) argues that organisations with information about what 

employees value most and know how to respond to them when these needs arise. A 

formal (written or oral employment) contract can regulate the behaviors of the 

individuals in an organisation and assist in the achievement of the organisational 

goal. The formal contract (written or oral contract) specifies what employees owe to 

their employer and the benefits that they will receive in return for their contributions. 

 

Studies  of Rousseau (1989), Coyle-Shapiro & Conway 2005 and Lester & Kickul, 

2001, have found that employees are more likely to be dissatisfied with their jobs 
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will have increased intent to leave, while satisfied employees are more likely to 

engage in organisational citizenship behavior. Therefore it is from this line of 

thinking that the researcher commits her efforts to explore the influence of 

psychological contract on employee satisfaction at the Registrar of Political Parties 

Office. 

 

1.1 Statement of the Problem 

Despite the previous studies on psychological contract and its influence on employee 

commitment and satisfaction; the issue of psychological contract still receives less 

emphasis at the Registrar of Political Parties Office. In the recent years no study has 

been done at the Registrar of Political Parties Office focusing on the influence of 

psychological contract on employee job satisfaction. 

The studies of Scarborough (1998), Ahlawat Lowe (2004) and Pape (2009), clearly 

indicate the impact of psychological contract on employee job satisfaction, without 

stating which obligations which are seen most important to affect the satisfaction 

level. 

 

Mullins (2010) advocates a number of issues to be important aspects to be adhered 

by organisations and individuals for better performance of organisations. On 

individual side the following are expectations of the organisations; provision of safe 

and hygienic working conditions, job security, adoption of equitable human 

resources management policies and procedures, fair rewards to all employees basing 

on their contributions and performance, provision of opportunities for personal 

development, treatment of staff with respect and treating staff on individual bases 

since problems do differ among individuals. 

 

On the other hand Mullins (2010) comments that organisations have their 

expectations of individual employees; these includes upholding the ideology of the 

organisation and the corporate culture, commitment to organisation objectives, 

adherence to policies, procedures and regulations, respect of the authority, being 

responsive to leadership influence, being royal and maintain confidentiality. 

Employees/individuals are expected not to abuse organisation facilities, observe 
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reasonable and acceptable standards of dress and appearance and respecting 

customers and their suppliers.  

 

The psychological contracts normally do change with time. They are separate from 

statutory requirements placed upon the organisations; they are more to the idea of 

social responsibility of management. Since psychological contracts on either side do 

differ from the other side they might in some instances conflict to each other.  

After having a bird eye view on psychological contract we have seen that it has a 

great influence on employee performance. With regard to Registrar of Political 

Parties Office it is evident that psychological contract as one of the important aspect 

of human resources management to be observed is undermined. Nothing has been 

said as if it has no impact to employees’ performance.   

 

Employees demands are changing over time, ways of motivating employees are also 

changing; people are more concerned with intrinsic motivation rather than extrinsic 

motivation. Since employees are the source of competitive advantage to every 

organisation, it is important to explore which expectations have great influence on 

employees’ performance hence adhering to them.  

 

Due to turnover rate the study was carried at the Registrar of Political Parties’ office 

to assess the influence of psychological contract violation on employee’s job 

satisfaction . 

  

1.2 Objectives of the Study 

1.2.1 General Objective 

The general objective of this study was to determine the impact of Psychological 

Contract violation on employees’ job satisfaction. 

 

1.2.2 Specific Objectives 

This study was based on the three specific objectives as described under here below; 

(i) To determine psychological contract obligations are seen as most important, 



5 

(ii) To analyze employees’ perceptions of how well employers are fulfilling these 

obligations. 

(iii) To examine  how  perceived discrepancies between importance of and 

fulfillment of specific psychological contract obligations affect employee 

satisfaction. 

 

1.3 Research Questions 

The following research questions were developed from the specific questions;  

(i) Which psychological contract obligations are seen as most important?   

(ii) How employees perceive the obligations of employers with regards to 

psychological contract? 

(iii)  Is there any impact of discrepancies between the importance of and 

fulfillment of specific psychological contract obligations on employee 

satisfaction? 

 

1.4 Significance of the Study 

Theoretically the study shed a light on the concept of psychological contract in 

government organisations, the study contributed in refining such theoretical 

framework and articulate more on psychological contract as a means of increasing 

job satisfaction, improving performance, retaining talented employees, controlling 

anger and betrayal in working environment and enhancement of trust. 

 

The research assessed the obligations of each part on psychological contract and their 

influence on job satisfaction. The study will be beneficial to the Registrar of Political 

Parties Office due to the fact that it will help the management to; avoid negative 

repercussion on employee’s performance, avoid unnecessarily labour turnover, 

communicate accurately and create a corporate culture. 

The study will also provide other researchers to engage in debate and discussion on 

psychological contract, also it will provide a new insight and knowledge for 

psychological contract regulation designing and teaching purposes. 
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Practically the study is expected to guide employers on the decision making to take a 

valid and effective measure to solve the problem of psychological contract on job 

satisfaction at work place. 

Socially the study will help create awareness to the public on the influence of 

psychological contract for retaining skilled and competent employees for their 

institutions. 

 

1.5 Delimitations 

The researcher was aware of the Registrar of Political Parties Office hence making it 

easy to collect data needed for the study. Moreover the researcher opts to conduct the 

study at the Registrar of Political Parties’ Office because a big number of employees 

are showing intention to leave their current positions hence the sense of 

dissatisfaction. 

 

1.6 Organisation of the Proposal 

The dissertation comprises five interrelated chapters. Chapter one is of introduction. 

In this chapter an overview of the Registrar of the Political Parties Office has been 

presented, background of the problem, statement of the problem, objectives of the 

study, research questions, significance, limitations, and delimitations of the study 

have been clearly indicated.  Literature review is done in chapter two. In this chapter 

the theory pertaining the study, related empirical studies, conceptual framework and 

synthesis have been discussed. Chapter three deals with research methodology, 

Chapter four results presentation and discussions and Chapter five dealt with 

Conclusion and Recommendations. 

1.7 Conclusion 

Generally this study include background of the problem for analyzing the current 

situation on influence of psychological contract violation on employees job 

satisfaction, statement of the problem in order to find out recently years the office of 

Registrar of Political Parties how its focus on psychological contract  on employees 

job satisfaction. It also aimed on finding out which psychological contract are seen 

are the most important, also there is objective of the study, and significance of the 

study. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

2.0  Introduction 

This chapter starts by defining Psychological contract, psychological contract theory 

and the implication of psychological contract on job satisfaction. The chapter will be 

divided into two parts; the conceptual / theoretical literatures review which bases on 

different books, handbooks, and theories. Empirical literature review deals with 

different articles, journals, research done by scholars of psychological contract and 

employee job satisfaction and end up with research gap. 

 

2.1  Conceptual & Theoretical Studies on Psychological Contract 

2.1.1 Theories underpinning the Study 

Origins of psychological contracts are in the social exchange theory (SET). Central 

to this theory is that social relationships have always consisted of unspecified 

obligations and the distribution of unequal power resources (Blau 1964). Social 

exchange theory has been of interest to the present study as it deals with concepts 

forming the very foundation of any relationship and introduces concise dimensions 

against which the employer-employee interface and finally determining job 

satisfaction.  

 

2.1.2 The social Exchange Theory 

The social Exchange Theory states that; social behavior is the result of an exchange 

process. The purpose of this exchange is to maximize benefits and minimize costs. 

According to this theory, people weigh the potential benefits and risks of social 

relationships. When the risks outweigh the rewards, people will terminate or abandon 

that relationship. Costs involve things that are seen as negatives to the individual 

such as having to put money, time and effort into a relationship. The benefits are 

thing things that the individual gets out the relationship such as fun, friendship, 

companionship and social support. 
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Social exchange theory suggests that we essentially take the benefits and minus the 

costs in order to determine how much a relationship is worth.  

Positive relationships are those in which the benefits outweigh the costs, while 

negative relationships occur when the costs are greater than the benefits (Cole, 

1995). 

  

The social exchange theory is also called the communication 

theory of social exchange, suggests that human beings make social decisions based 

on perceived costs and benefits. This hypothesis asserts that people evaluate 

all social relationships to determine the benefits they will get out of them. It also 

suggests that someone will typically leave a relationship if he or she perceives that 

the effort, or cost, of it outweighs any perceived advantages. This premise 

of social psychology is rooted in economics, rational choice theory, and structuralism 

(Torrington, Hall & Yaylor, 2008).  

 

The theory uses economic terms such as benefit, gain, cost, and payment to 

describe social situations. According to this supposition, people consciously and 

unconsciously evaluate every social situation in terms of what they will have to put 

into it, and relate this to the benefits they think they may get out of it. The greater the 

potential benefit, the greater the personal investment an individual may make in a 

relationship. 

 

People make these decisions, according to the theory, based on their individual 

satisfaction level within the relationship. Individuals typically have a high level of 

happiness if they perceive that they are receiving more than they are giving. If, on the 

other hand, individuals feel that they are giving more than they are receiving, they 

may decide that the connection is not fulfilling their needs. 

 

2.1.3 Basic Assumptions of Social Exchange Theory 

(i) People who are involved in the interaction are rationally seeking to maximize 

their profits. 

(ii) Most gratification among humans comes from others. 

http://www.wisegeek.org/what-is-a-theory.htm
http://www.wisegeek.com/what-is-communication-theory.htm
http://www.wisegeek.com/what-is-communication-theory.htm
http://www.wisegeek.com/what-is-psychology.htm
http://www.wisegeek.com/what-is-economics.htm
http://www.wisegeek.org/what-is-the-rational-choice-theory.htm
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(iii) People have access to information about social, economic, and psychological 

aspects of their interactions that allows them to consider alternative, more 

profitable situations relative to their present situation. 

(iv) People are goal oriented in a freely competitive system. 

(v) Exchange operates within cultural norms 

(vi) Social credit is preferred over social indebtedness. 

 

The more deprived the individual feels in terms of an act, the more the person will 

assign value to it. People are rational and calculate the best possible means to 

compete in rewarding. The same is true of punishment avoidance situations. Whether 

a person ends a relationship that he or she feels is not worth the social investment 

often depends on the options he or she thinks are available. Individuals who think 

that they could fare better in other relationships are more likely to leave such high-

cost social situations. If a person feels that there are no better options than the costly 

relationship, he or she is more likely to stay in the situation. 

 

The social exchange theory is considered by many psychologists to be highly 

individualistic, which means that it assumes that the individual assesses all 

human social interactions based on his or her personal gain. This supposition denies 

the existence of true altruism, and suggests that all decisions are made from a self-

serving motivation, even generosity. 

 

According to the theory, people will only be generous if they expect some personal 

benefit to come to them because of it. Examples of personal gain from self sacrifice 

can include a show of gratitude from the recipient or the approval of the donor’s peer 

group. This idea emphasizes the anticipated return for such good deeds, also called 

reciprocity, as expressed in the phrase, I’ll scratch your back, and you’ll scratch 

mine. 

 

2.2 Psychological Contract   

During the recruitment process, the employer and interviewee will discuss what they 

each can offer in the prospective relationship. If agreement is reached, most 

http://sociology.about.com/od/N_Index/g/Norm.htm
http://www.wisegeek.com/what-is-altruism.htm
http://en.wikipedia.org/wiki/Recruitment
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employers will impose a standard form contract, leaving the detail of the employee's 

duties to be clarified "on the job". But some of the initial statements, no matter how 

informal and imprecise, may later be remembered as promises and give rise to 

expectations. Whether they are incorporated into the parallel psychological contract 

will depend on whether both parties believe that they should be treated as part of the 

relationship. The better organized employers are careful to document offers to reduce 

the risk of raising false expectations followed by disappointment.  

 

In the Common Law jurisdictions, the law implies duties requiring the employees to 

be loyal and trustworthy. These are imprecise in their definition and uncertain in 

much of their operation. But, in psychological terms, issues as to whether promises 

and expectations have been kept and met, and whether the resulting arrangements are 

fair, are fundamental to the trust between the employee and the employer. The first 

year of employment is critical as actual performance by the employee can be 

measured against claims and promises made during the interview, and the 

management has begun to establish a track record in its relationship with the 

employee at supervisor and manager level. Feldheim (1999) reflects these two 

strands by dividing the psychological contract into: 

(i) Transactional: this is the economic or monetary base with clear expectations 

that the organization will fairly compensate the performance delivered and 

punish inadequate or inappropriate acts; and 

(ii) Relational: this is a socio-emotional base that underlies expectations of shared 

ideals and values, and respect and support in the interpersonal relationships 

 

Psychological contract breach may occur if employees perceive that their firm, or its 

agents, have failed to deliver on what they perceive was promised, or vice versa. 

Employees or employers who perceive a breach are likely to respond negatively. 

Responses may occur in the form of reduced loyalty, commitment, and 

organizational citizenship behaviors. Perceptions that once psychological contract 

has been breached may arise shortly after the employee joins the company or even 

after years of satisfactory service. The impact may be localized and contained, but if 

morale is more generally affected, the performance of the organization may be 

http://en.wikipedia.org/wiki/Promise
http://en.wikipedia.org/wiki/Expectation_(epistemic)
http://en.wikipedia.org/wiki/Common_Law
http://en.wikipedia.org/wiki/Jurisdiction_(area)
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diminished. Further, if the activities of the organization are perceived as being unjust 

or immoral, e.g. aggressive downsizing or outsourcing causing significant 

unemployment, its public reputation and brand image may also be damaged. The 

following ae the characteristics of psychological contract 

 

(i) Subjectivity 

The contents of psychological contract is employees’ cognizance or subjective 

perceive in terms of their own obligation and organization’s obligation, but not the 

obligation itself. Due to the employees’ unique experiences and opinions on the 

relation between themselves and organization, psychological contract may be differ 

from the economic contract as well as the understanding and explanation of the 

others or the third side (organization agent). Different employees identify and breach 

psychological contract in different ways. It presents subjectivity. 

 

(ii) Dynamics 

The formal economic contract is stable. With the variance of work notion, the growth 

of the organization, and the development of employees’ needs, psychological 

contract is in a changing and emendatory state. Any changes on organization 

operation mode could influence the production of psychological contract. No matter 

the change is physical or social. The longer employees work in the organizations, the 

wider their psychological contract contains, the more latent content on expectations 

and responsibilities in the relation of employees and their organization has. 

(Baud·Machin,2000) 

 

 (iii) Informality and Implicitness 

In economic life, apart from the formal, open and dominant economic contract with 

obvious legal and regulative effects, there is another kind of important contract. It 

does not form by letters and written expression, but by various tacit and complicated 

agreements between employees and their organizations. Psychological contract has 

no definite promises as economic contract, but it influences people’s economic 

behavior deeply. 
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(iv) Bi-directionality and Non-equivalence 

Psychological contract is bidirectional. But the expectations and promises between 

employees and organizations in psychological contract do not correspond one by 

one. The confidence and loyalty that the employees have toward their enterprises can 

not be weighed. Organizations’ promises and employees’ expectations and 

contributions are also incapable to be corresponded. 

 

(v)   Incentive Function 

Schein (1980) has ever pointed out, “Psychological contract is powerful determinant 

of behavior in organizations, though it is with no clear written statement”. If 

psychological contract was breached, employees would reappraise and reconstruct 

more contracts in organizations. 

 

(vi) Adaptability 

Psychological contract has no fixed pattern and uniform standard. Just as the fact that 

effective incentive methods and countermeasures could not take effect in any 

circumstances in organizations, content of psychological contract is adjusting and 

changing along with organizations’ development in different periods and employees’ 

extending apperceive on psychological contract. There is no unchangeable 

psychological contract 

 

2.3 Psychological Contract Violation 

Modern society is characterized by diversification. The change, destruction and 

violation of psychological contract are unavoidable. If employees thought that they 

had fulfilled enterprises’ demands but enterprises had not undertaken their 

responsibilities as employees expected, psychological contract violation would 

appear. Many research scholars find that employees usually do not consider what 

they get less than enterprises promise them as psychological contract violation. 
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2.3.1 Breach of Contract  

Is a legal cause of action in which a binding agreement or bargained-for exchange is 

not honored by one or more of the parties to the contract by non-performance or 

interference with the other party's performance. If the party does not fulfill his 

contractual promise, or has given information to the other party that he will not 

perform his duty as mentioned in the contract or if by his action and conduct he 

seems to be unable to perform the contract, he is said to breach the contract Davis, 

E,M, Lansbury, R,D (1996). 

 

2.3.2 Employee Voice  

Refers to the participation of employees in influencing organisational decision 

making. Employees are given a voice through informal and formal means to 

minimise conflict, improve communication and encourage staff retention through 

motivation and fair treatment (Stone, 2005). Employee participation is a form of 

empowerment and motivation that leads to increased productivity and retention 

 

2.3.3  Job Satisfaction 

Job satisfaction is an individual’s general attitude about his or her job. The five major 

components of job satisfaction are  

(i)  Attitude toward work group  

(ii)  General working conditions  

(iii)  Attitude toward company 

(iv)   Monetary benefits and  

(v) Attitude toward supervision (Byars & Rue, 2003).  

 

Job satisfaction is a pleasurable or positive emotional state resulting from the 

appraisal of one’s job or job experience Locke (1976),  

 

Job  satisfaction  describes  how  content   an  individual  is with  his  or her  job 

(Ntebe, 2006) it is a relatively  recent   term  since  in previous  centuries the  jobs 

available   to a  particular  person were often  predetermined  by the  occupation of 

that person’s.  There  are  varieties   of  factors which  influence  a  person’s  level  of 

http://en.wikipedia.org/wiki/Legal
http://en.wikipedia.org/wiki/Cause_of_action
http://en.wikipedia.org/wiki/Binding_agreement
http://en.wikipedia.org/wiki/Employee_retention
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job  satisfaction; some  of the  factors include  the level  of pay  and  benefits ,the  

perceived  fairness of the  promotion  system within  a company  the  quality of 

working  conditions, leadership  and  social relationships, and  the job  itself (the  

variety  of tasks involved, the  interest  and  challenge  the job generates and the  

clarity  of the  job description /requirements.) 

 

According  to Robinson (ibid), the  happier  people  are  with  their  job,  the more 

satisfied  they are said  to be. In regard, job satisfaction is not the same as motivation 

although it is clearly linked. Other influence  on job  satisfaction include  the  

management style   and  culture ,employee involvement ,empowerment  and  

autonomous  work  groups. Generally, job satisfaction is a very important attitude 

which is frequently measured by organization as it determines job turnover 

(Armstrong, 2004). 

 

There are different kinds of job satisfaction. According to Byars & Rue (2003) 

satisfaction is actually a combination of intrinsic and extrinsic job satisfaction: 

Intrinsic job satisfaction is when workers consider only the kind of work they do, the 

tasks that make up the job and Extrinsic job satisfaction is when workers consider the 

conditions of work, such as their pay, coworkers, and supervisor. 

These two types of satisfaction are different, and it helps to look at jobs from both 

points of view. For example, if employees are dissatisfied with their current job, 

managers have to ask themselves,  

(i) "To what extent is it due to the kind of work employees are doing?" and " 

(ii) To what extent is it due to the conditions of their work?"  

 

If it is primarily the kind of work they are doing, it is intrinsic job dissatisfaction. 

This calls for a different solution, than if their dissatisfaction is extrinsic in nature. 

 

And, second, managers want to recognize that job satisfaction is influenced by job 

expectations  “what people look for or require from a job such as job security, pay, 

prestige, or independence. And  some people have higher expectations for work than 

others. What expectations do employees have for their work? How strong are they in 
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relation to job satisfaction?  'The Psychological Contract' is an increasingly relevant 

aspect of workplace relationships and wider human behavior. 

 

Descriptions and definitions of the Psychological Contract first emerged in the 

1960s, notably in the work of organizational and behavioral theorists Chris Argyris 

and Edgar Schein. Many other experts have contributed ideas to the subject since 

then, and continue to do so, either specifically focusing on the the Psychological 

Contract, or approaching it from a particular perspective, of which there are many. 

The Psychological Contract is a deep and varied concept and is open to a wide range 

of interpretations and theoretical studies.  

Primarily the Psychological Contract refers to the relationship between an employer 

and its employees, and specifically concerns mutual expectations of inputs and 

outcomes. 

 

The Psychological Contract is usually seen from the standpoint or feelings of 

employees, although a full appreciation requires it to be understood from both sides.  

Simply, in an employment context, the Psychological Contract is the fairness or 

balance typically as perceived by the employee) between: 

(i) How the employee is treated by the employer, and  

(ii) What the employee puts into the job. 

 

The words 'employees' or 'staff' or 'workforce' are equally appropriate in the above 

description. At a deeper level the concept becomes increasingly complex and 

significant in work and management - especially in change management and in large 

organizations. Interestingly the theory and principles of the Psychological Contract 

can also be applied beyond the employment situation to human relationships and 

wider society. Unlike many traditional theories of management and behaviour, the 

Psychological Contract and its surrounding ideas are still quite fluid; they are yet to 

be fully defined and understood, and are far from widely recognised and used in 

organizations.  
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The concept of 'psychological contracting' is even less well understood in other parts 

of society where people and organisations connect, despite its significance and 

potential usefulness.  It encourage you to advance the appreciation and application of 

its important  principles,. At the heart of the Psychological Contract is a philosophy - 

not a process or a tool or a formula. This reflects its deeply significant, changing and 

dynamic nature. The way we define and manage the Psychological Contract, and 

how we understand and apply its underpinning principles in our relationships - inside 

and outside of work - essentially defines our humanity.  Respect, compassion, trust, 

empathy, fairness, objectivity - qualities like these characterize the Psychological 

Contract, just as they characterize a civilized outlook to life as a whole 

 

2.3.4 The Importance of Employee Satisfaction 

Employee satisfaction is essential to the success of any business, a high rate of 

employee contentedness is directly related to a lower turnover rate thus keeping 

employees’ satisfied with their careers should be major priority for every employer. 

While this is a well known fact in management practices, economic downturns like 

the current one seem to cause employers to ignore it. 

There are numerous reasons why employees can become discouraged with their jobs 

and resign, including high stress, lack of communication within the company, lack of 

recognition, or limited opportunity for growth. Management should actively seek to 

improve these factors if they hope to lower their turnover rate. Even in an economic 

downturn, turnover is an expense best avoided. 

 

2.3.5 The Starting Point 

An employee who has no interest in his or her field, or the position in which he or 

she begins in a job, may initially put forth his or her best effort. However this 

employee will often become bored with the work because there is no intrinsic 

motivation to succeed, individual’s desire to show up to work and to do the job well. 

In this case, the employee may continue to come to work, but his or her efforts will 

be minimal. In contrast, an employee may be entirely too overwhelmed to handle the 

position; the responsibilities may prove to be too demanding.  
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In an instance like this, the employee will search for another position that offers the 

financial security he or she needs with job characteristics  that challenge them 

appropriately; thus increasing the initial company ‘turnover rate (Koslowsky & 

Krausz, 2002). 

 

2.3.6 The Sources and Effect of Stress 

Stress is one of the leading causes of employees’ discontentment withier job. 

Branham (2005) 

It    seems clear that one quarter to one half of all workers are feeling some level of 

dysfunction due to stress, which is undoubtedly having a negative impact on their 

productivity and the probability that they will stay with their employers.”Stress can 

have many causes, including when companies cannot, or will not, supply the tools 

necessary to produce or work efficiently while on the job. This produces higher 

stress levels because these workers are expected to perform at certain rates, yet they 

are unable to do so. This results in lower productivity and higher turnover because 

quotas cannot be met by the employees on staff.  Knowing  that management is able 

to provide the tools essential for the position is crucial to the employee trusting the 

intentions of their employer.  Another source of stress is the now common practice of 

employers which attempts to cut costs by eliminating positions and disbursing the 

workload to other employees.  

 

The issue that arises is that tasks will not be performed effectively or efficiently 

because the employees become more concerned with having an overbearing 

workload. Consequently, the efforts of these employees fail to reach their own, or 

their employers’ standards.  These actions, and employee responses to them, result in 

employees who attempt to finish incomplete work assignments during personal time, 

such as lunch breaks, in an effort to keep their jobs(Branham, 2005). When a 

company expects their employees to perform outside normal working hours, it 

detracts from those employees relaxation time. Personal time is essential in 

maintaining relationships, personal well being, and sanity.  The extra strain of 

needing to finish an unreasonable amount of work to keep the job dramatically 

increases employee anxiety. Employees that struggle to finish their tasks become 
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less likely to attempt advancement and more likely to begin the search for a new job 

elsewhere. Those who do not attempt to complete all of the assignments are 

eventually terminated. The termination of some employees also causes stress to the 

remaining employees, those remaining begin to wonder whether they are going to be 

the next people “on the chopping block” the excessive strain can have a very 

detrimental effect, employers that are untrustworthy are a burden to their employees 

and may cause stress. distrust can result from a variety of situations (Branham, 

2005). 

 

 Harassment, in any form, may cause a new level of stress for the employee. It 

becomes increasingly difficult to do are spectacle job at work when one is 

consistently faced with an uncomfortable working environment. This anxiety is 

caused by trying to avoid troublesome confrontations and situations. Workers may 

agonize about the consequences they would face if the harassment were to be 

reported, as well as the repercussions of not reporting it. 

 

2.3.7 Other Sources of Employee Dissatisfaction 

Dissatisfaction with the job may come from sources other than stress or poor fit 

between employee and job. Employers that are deemed unethical by their workers 

may be viewed as such because they appear to care exclusively about company 

revenues, rather than the employees that are working for them. This perception of an 

employer may lead to job dissatisfaction, and raise the company’s turnover rate. 

Dissatisfaction may also arise, with the same result in turnover, when the work 

environment fails to have any flexibility or any source of amusement for the 

employees; the tone of the business will become stressful or tedious (Kaye & Jordan-

Evans, 1999). 

 

Lack of communication in the workforce is a major contributor to dissatisfaction. 

This is usually the result of managerial staff that is isolated and does not know how 

to relate to their employees on a personal or professional level (Branham, 2005).  
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Bad communication leaves employees feeling disconnected from the organization. 

This is detrimental to the well being of the company because when an employee feels 

neglected, he or she will tend to perform at a lower level. This employee becomes 

unsure of his or her position within the company, and wonders what his or her 

purpose is within the workplace. Employees may be unaware of how their 

performance measures up to that of their co-workers and have no sense of how they 

can improve. Without communication, it becomes difficult for employees to make 

any progress in their efficiency. Employees want to know that their employers 

recognize their achievements in the workplace. They need to feel appreciated, as 

workers and as people (Branham, 2005). 

 

 Often companies become more focused on production and revenues, rather than with 

their own employees, or even their customers. In the case of employees, the 

employees may rarely be praised for the quality of their performance. 

 If a company does performance appraisals, the results may be given in such a harsh 

tone that, rather than motivating an employee, it intimidates and an employee may 

feel uncomfortable in the workplace, rather than encouraged to achieve more. It may 

be common for upper management in some workplaces, to take the ideas of lower 

level employees lightly, which leaves these employees feeling neglected and 

worthless. It becomes difficult for workers to see a bright future while working for 

the company. If an employee fails to see a future with the company, why would they 

work to produce results. Those employees who do work well to support the company 

may not be compensated for their efforts. Employers that choose to under-

compensate know that these employees will work hard for minimal pay, and these 

employers will compensate accordingly (Timpe,1986).  

 

2.4 The Relationship between Psychological Contract and Job Satisfaction 

Job satisfaction is a complex concept and difficult to measure objectively. The level 

of satisfaction is affected by a wide range of variables relating to individuals, social, 

cultural and organizational and environmental factors. All these factors affect the job 

satisfaction of certain individuals in a given set of circumstances but not necessarily 

in others. 
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According to Byars & Rue (2003), argue that a satisfied worker will automatically be 

a good worker. In other words if the management could keep all the workers happy, 

good job satisfaction would automatically follow. Keeping employees happy 

involves adherence to psychological contracts. 

 

Psychological Contract Breach can seriously damage the employment relationship. 

According to Rousseau (1989), the perception of Psychological Contract Breach not 

only leads to negative feelings about the unmet expectations associated with specific 

promises, but also to more general feelings about the employee-employer 

relationship in terms of not being valued and respected by the employing 

organization.  

 

The perception of Psychological Contract Breach signals to the employee that the 

employer is not committed to him/her, does not value the employee's contribution, 

and may not intend to continue the employment relationship (Coyle-Shapiro & 

Conway 2005). Although it may not be possible always to avoid breach of the 

psychological contract, employees are more likely to be forgiving when managers 

explain what has gone wrong and how they intend to deal with it. Here, the contract 

might need to be renegotiated. If not properly renegotiated it will result into 

employee dissatisfaction hence lack of commitment and responsiveness to the 

organisation. 

 

Psychological contract breach has been found to be negatively related to a wide 

variety of employee workplace attitudes and behaviors. For example, Psychological 

Contract Breach has been found to be negatively related to job satisfaction (for 

instance  Robinson & Rousseau 1994, Tekleab et al. 2005, Turnley & Feldman 

1998), commitment (e.g. Bunderson 2001, Coyle-Shapiro & Kessler 2000, Lester et 

al. 2002, Raja et al. 2004), trust ( Robinson 1996), in-role performance ( Robinson 

1996, Turnley & Feldman 1999), and organizational citizenship behaviors ( 

Robinson & Morrison 1995, Turnley & Feldman 2000, Suazo et al. 2005). These 

authors consider trust and in-role performance as the most critical aspect of 

psychological contract that are likely to affect employee job satisfaction. 
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Psychological Contract Breach has also been found to lead to increased distrust 

(Johnson & O'Leary-Kelly 2003), turnover (Bunderson, 2001), and intentions to quit 

(Raja et al. 2004 and Suazo et al. 2005). These goes in line with the situation that is 

revealed at the Registrar of Political Parties Office where employees are seen to be 

dissatisfied and are showing intention to leave their current positions although they 

are not admitting the real cause. 

Zhao et al. (2007), in a recent meta-analysis, employed affective events theory to 

explain the relations between psychological contracts and attitudes and behaviors. 

 

 According to affective events theory, a negative event at the workplace causes 

negative emotional reactions, such as anger or frustration (Morrison & Robinson 

1997, Weiss & Cropanzano 1996). These emotions color the cognitive evaluations of 

one's job in such a way that experience of negative emotions will cause more 

negative job attitudes (Thoresen et al. 2003). Since at the Registrar of Political 

Parties Office some employees seem to be frustrated and others being busy perusing 

magazine for the sake of looking the new vacancies, should this situation be caused 

by in-adherence to psychological contract? The answer is not certain the research 

findings will show the real cause for such matter. 

 

Consequences of Psychological Contract Violation Studies have also reported 

negative effects of psychological contract violations. Violation of the transactional 

obligations of the psychological contract (e.g., pay, benefits and promotion) results in 

a decrease in job satisfaction, while violation of relational obligations (for example 

loyalty and support) results in a lowering of organizational commitment (Anderson 

& Schalk 1998, Guzzo & Noonan 1994, Robinson et al. 1994, Rousseau 1990). 

 Low levels of commitment have been associated with increased incidences of 

absenteeism, tardiness and turnover which elevate expenses and lower productivity 

(Cooper-Hakim & Viswesvaran 2005, Farrell & Stamm 1988, Mathieu & Zajac 

1990). It is interesting to note that an empirical study (Raja et al. 2004) has examined 

whether the relationship between psychological contract breach and work-related 

outcomes might be mediated by the employees' experience of psychological contract 
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violation. In the same case the findings of Raja et al (2004) will help the researcher 

to give recommendations where results will look similar to this study 

 

According to Morrison and Robinson (1997) argues that psychological contract 

violation mediates the relationship between perceptions of breach and attitudinal and 

behavioral outcomes. The mediating role of violation can be explained using 

affective events theory (Weiss & Cropanzano 1996, Zhao et al. 2007), wherein 

experiences at work are supposed to evoke affective reactions that, in turn, influence 

attitudes and behaviors. 

 

Psychological contract violation fully mediates the relationship between 

psychological contract breach and job satisfaction and intent to quit and partially 

mediates the relationship between psychological contract breach and affective 

organizational commitment. A major research was conducted recently in six 

European countries and Israel, with data collected from 5288 employees (1981 

temporaries and 3307 permanent employees) working in 202 companies of 

education, industries and retail sectors. Results of the study have shown that some 

variables had an important influence on workers' job satisfaction. Feelings of 

violation of promises made by the company reduced the job satisfaction. Other 

variables showed a moderate relationship with job satisfaction. Workers receiving 

support from their supervisor, having high autonomy at work and promising and 

fulfilling more promises to their company show higher satisfaction. The more 

promises made and fulfilled by the employee to the company, the more committed 

was the worker. Intention to quit was strongly related to violation of employer 

obligations and employee prospect variables (Psycones 2006).  

 

Therefore according to Psycones each psychological contract carries its own weight 

and should be treated differently. Those that receive more weight should receive 

more attention than those with low weight. 

 

How an employee actually responds to a psychological contract violation is likely to 

be strongly influenced by the situational context surrounding that violation (Turnley 
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& Feldman 1999). An individual's response to Psychological Contract Violation is 

likely to be affected by the quality of the job alternatives available (Rusbult et al. 

1998, Withey & Cooper 1989). Individuals who can easily find similar employment 

elsewhere may be less willing to continue working for an organization that cannot be 

trusted to keep its promises. In contrast, workers without attractive alternatives may 

feel that they have no option but to maintain the existing relationships with their 

employers despite the psychological contract violations (Rousseau 1995).  

 

Robinson & Morrison (2000) also examine psychological contract violation through 

the lens of contextual influences; they find a significant increase in violation reports 

in instances of low organizational performance, lack of formal socialization process, 

lack of or inappropriate job previews, increased number of job options/offers (before 

choosing the job studied) and in instances where the employee has a history of 

psychological contract violation in previous employments. 

 

Another related issue is that of employees' trust in the organization and in 

organizational leadership. Trust in management tends to get weaker or even lost 

when psychological contract is violated. Employees feel a sense of betrayal and 

anger if they feel their organization has failed to keep its promises. Thus, the social 

exchange between employer and employee is no longer based on a solid foundation 

of trust, which has been shown to have a number of benefits for organizations, 

including positive effects on attitudes, perceptions, behaviors, and performance 

outcomes (Dirks & Ferrin 2001). Social fabric of the organization gets impacted by 

the negative behavior of its employees.  

 

Empirical evidence suggests that when employees perceive an imbalance in the 

exchange relationship with the employer, wherein the employee feels that he/she is 

giving more than he/she is receiving from the organization, the employee will reduce 

his organizational citizenship behaviors (Organ 1988, 1990, Organ et al. 2006). 

 

In addition, non-committed employees may describe the organisation in negative 

terms to outsiders, inhibiting the organisation's ability to recruit high-quality 
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employees (Mowday et al. 1982). It is important to note that transactional breach was 

not related to feelings of violation. In a qualitative study by Herriot, Manning, and 

Kidd (1997) it was found that the relational component of psychological contract was 

more frequently mentioned than was the transactional component and therefore 

seemed more important. 

 

Similarly, a recent meta analysis (Zhao et al. 2007) revealed that the relationship 

between relational breach and job satisfaction, turnover intentions, and 

organizational citizenship behaviors was stronger than was the relationship between 

transactional breach and these variables. Because of the similarity of the 

consequences of job dissatisfaction, organisational commitment and psychological 

contract violations, Turnley and Feldman (2000) suggest that satisfaction partially 

mediates the relationship between violation and commitment. 

 

Given that the business conditions facing most organisations are continuing to evolve 

rapidly, psychological contracts must also be flexible enough to allow the company 

to adapt (for example, in response to changing markets, technology, etc.). It may also 

mean that firms need to be flexible and creative when unexpected events or drastic 

changes cause losses for employees. Looking for creative ways to offset such losses 

(e.g., generous severance packages, additional training, and extensive worker 

involvement in developing responses to change pressures) can pay dividends for the 

firm by reducing the likelihood that workers will feel that their psychological 

contracts have been violated (Rousseau 2004). 

 

Given the competitive pressures confronting most organizations and the resulting 

need for organizational changes, it may not be possible to fulfill every promise made 

to a job at hand (Robinson & Rousseau 1994, Rousseau 1995).  

In such circumstances, organizations should strive to reduce the feelings of violation 

by providing adequate explanation for the causes of breach and redressing the loss to 

the employee by other means (Morrison & Robinson 1997). Revenge can be a 

counterproductive way of coping with perceived transgressions, as it can lead to 

further retaliation and an escalation of conflict (Bradfield & Aquino 1999). Managers 
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can promote trust with their constituents by expressing recognition, displaying 

sensitivity to their needs and concerns, and establishing effective communication 

channels (Handley et al. 2006). 

 

Change management often focuses on the process. In uncertain times like ours, it is 

important to concentrate not only on the business results (what the people are able to 

accomplish), but also on the people processes (how people achieve). This might 

imply adopting a partnership approach between the employers and employees. A 

partnership would be a means for strengthening the psychological contract between 

organizations and employees. Researchers and employers need to work together to 

consider how mutuality in psychological contracts can be formalized and clarified in 

ways which lead to a "dual agenda" of work-personal life integration and 

organizational effectiveness (Rapoport et al 2002).  

 

To avoid decreases of trust, satisfaction, and commitment among employees, 

organizations should design and implement human resource policies and practices in 

such a way that psychological contract breach is prevented. This can be obtained 

through realistic job previews (Rousseau 1995), and tailoring human resource 

practices to age-related needs. The psychological contract is clearly an important 

ingredient in the business relationship between employers and employees and can be 

a powerful determinant of workplace behavior and attitudes, if handled properly. It is 

a new business reality which provides a potentially fruitful construct with which to 

make sense of and explore employment relationships. 

 

2.4.1 Causes of Job Dissatisfaction 

According  to Poll (1997), about  70 percent  of the  workforce  is thinking about, or 

actively looking  for, a new job at  any given time in this regard, many people are  

dissatisfied with  their  jobs and want  another opportunity, but they  may not know 

exactly  why they are unhappy. Some are terminated for poor performance at 

workplace after failing to meet targets during productions or when providing 

services. Other employees are dissatisfied because are victims of mergers, 

reorganization or budget cuts. Many people view losing a job as an opportunity to re-
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evaluate their careers and look for new opportunities that hold more promise for 

success (Paisley 1997). 

 

Its similar situation for those already employed   but considering a change .since they 

are not under great pressure to find a new position, many of these take the time to 

assess what they want out of their next job. According to Swathappa (ibid, two- 

thirds of  job  dissatisfaction  is caused by  problems with the  boss  while almost one  

third  is  caused by problems with the work  environment; less  than  five  percent  is 

caused by the work  itself. generally ,this  is a dilemma misemployment  whereby  

people  might be doing  the right  work but for the wrong boss and/ or wrong 

company  may cause job  dissatisfactions among skilled and committed  workers. 

 

Swathappa  (2003)  argues  that most job  seekers and  career changers look 

exclusively  at work: what  do I  want  to do? He  continues  highlight that few  of the  

literally millions of  workers facing  a job  change  in the  current five year period 

will explore what kind  of boss or work environment  they need, much less how to 

find  them. Thus, according  to Paisley  (1997), when  you ask  people  why they  

want  to leave  a job, or what  they would  change  about  their  old jobs, many 

answers  sound  the same : my  boss  didn’t  recognize my  potential  and wouldn’t  

give  me  new challenges. 

 

2.4.2  Models of Job Satisfaction 

Edwin’s Model (1976) is arguably the most famous job satisfaction model. the  main  

premise  of this  theory is that  satisfaction  is determined by a  discrepancy  between   

what  one wants  in a job  and what  one has in a job.  Furthermore ,the  theory  states  

that  how  much one  values a given  facet  of work (for example ,the  degree  of 

autonomy in a  position).when  a  person  values  a  particular  facet of a job, his 

satisfaction is more   greatly  influenced positively when  expectations  are  met  and  

negatively when  expectation  are  not  met. To  illustrate  this situation: if  employee 

A values autonomy  in a  position).When  a  person   values  a  particular  facet  of  a 

job, his satisfaction is more  greatly  influenced positively when  expectations are 

met and  negatively  when expectation are not  met .To   illustrate  this  situation , if  
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employee   would  be more  satisfied  in a  position  that  offers  a high degree of  

autonomy  and less satisfied  in a position with  little  or no  autonomy  compared  to  

employee B.   

 

This theory also  states that  too much  of a  particular facet   produce  stronger 

feeling  of  dissatisfaction   the  more a  worker values  that facet. 

Another well-known job satisfaction theory is the dispositional Theory. it is a very  

general  theory  that  suggests  that people  have  innate  dispositions  that case  them 

to have tendencies towards a certain  level  of satisfaction, regardless  of one’s  job. 

This approach becomes a notable explanation of job satisfaction in light of evidence 

that job satisfaction tends to be stable over time and across careers and jobs. It has   

been  also  observed  that  identical  twins  have  similar  levels  of job  satisfaction .a  

significant model  that  narrowed the  scope  of the  Dispositional  Theory  was the  

Core  Self- evaluation   Model, proposed  by  Timothy (1998) who  argues that  there 

are  four core  self-evaluation  that  determine  one’s  disposition  towards job 

satisfaction: self –esteem ,general ,locus of control, and  neuroticism. 

 

This  model  state that  higher  levels of  self-esteem (the  value  one places  on his  

self) and  general  self-efficacy  (the  belief  in one’s own  competence) lead  to 

higher work satisfaction.  

 

Having an internal   locus of control (believing one has control over her own life, as 

opposed to outside forces having control), leads to higher job satisfaction. Finally, 

lower levels of neuroticism (the tendency to have negative emotions) lead to higher 

job satisfaction.  Hertzberg’s  two  factor  theory ,is another  famous  theory  that  

explains  job satisfactions .This  theory     states  that satisfactions and  dissatisfaction 

are driven  by  different  factors- motivation  and  hygiene . Motivators  are  aspects  

of the  job  that make  people  want  to perform and  provide people  with 

satisfaction. Hygiene refers to the aspects of a job that do not make people satisfied 

(such a pay) but their absence would cause dissatisfaction. 
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2.4.3 Measuring Job Satisfaction 

The  are many  methods  for  measuring job satisfaction and The  most  common 

method  is  the  Likert  scales  typically  allow for  five, seven, or nine  responses to 

questions, statements  on  surveys  with the  highest and lowest score indicating 

extreme degree of  either  agreement with  the  middle  score   showing  neutrality. 

Sometimes even number of options is used to force direction towards positive or 

negative in one’s choice.  

 

Other  less  common  methods  of for gauging  satisfaction  includes:- Yes/No 

questions  True/False questions, point systems, checklist  and  forced choice  answer. 

The  Job  Descriptive  Index (JDI),created  by Smith, Kendall and  Hulin (1969), is a  

specific  questions  of  job satisfaction that has  been  widely  used. It measures one's 

satisfaction in five facets, pay, promotions and promotion opportunities, coworkers, 

supervision, and the work itself. The scale is simple, participants answer either Yes, 

No, or cant’ decide  in response to whether given statements accurately one’s job. 

 

General, the job is an overall measurement of job satisfaction. Therefore, it  is an 

improvement to the  job descriptive index since  it focus  too much  on individual  

facets and  not enough  on work satisfactions in general (Mtweve,2004). Other Job 

Satisfaction Survey (JSS), and the faces Scales. the Minnesota Satisfaction 

Questionnaire (MSQ)  measures job  satisfaction  on 20 facets and has  a long  form 

with 100 questions (5 items from each facet) and a  short form with 20 facets and has 

a long  form with 100 questions (5 items from each  facet each  facet) and a  short  

form with 20  facets and has a long  with 100 questions  (5 items  from  each facet ) 

and a short  from  with 20 questions (I item from each  facet ). The JSS is a 36 item 

questionnaire that measures nine facets of job satisfaction.  

 

Finally ,the  Faces Scale  of job satisfaction, one  of the  first scales  used widely, 

measured  overall  job satisfaction ,one  of the  first scales  used  widely, measured  

overall job satisfaction  with just  one item which participants  respond to by 

choosing  a face. 
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2.4.4 Managing Job Satisfaction in Order To Retain Employee at a Work 

Increasing  job satisfaction  is important  since  it is  concerned  with  humanitarian  

value and it is  associated  with  financial benefit (Bardwell  and Len,  2001)  Edward  

Thorndike (1918) explored  the  relationship between  work  and  satisfaction  in the  

Journal of Applied  Psychology. This typically includes measurements of job 

satisfaction in all employees. Assumptions with regard to employees on job 

satisfaction include: 

(i) Believe that the organization will be satisfying in the long run. 

(ii) Care about  the  quality  of their work 

(iii) Are  more  committed to the  organization 

(iv) Have  higher  retention  rates and  

(v) Are more productive. 

 

The terms like” morale” often includes elements of satisfaction, commitment, desire 

to quit, communication as well. A major business magazine quoted a CEO who 

consistently confused job satisfaction with complacency. a lack  of  conceptual  

clarity  makes it difficult  to learn  anything  useful or  precise. 

 

One area of disagreement is whether job satisfaction has multiple dimensions. 

researchers  like  Porter  and  Lawler define  job satisfaction as a  one-dimensional  

construct; that is you are  generally  satisfied or dissatisfied   with  your  job. In 

contrast ,Smith, Kendall, and Hulin  argue  that job satisfaction  is multidimensional ; 

that  is, you may  be more  or less satisfied with   your job  your  supervisor, your  

pay  and your  workplace (Monday and Noe, 1984). 

 

In this  regard,  for the  purpose  of our  employee survey work, we  follow  porter 

and Lawler  and  define  job satisfaction as people’s affective (emotional) response  

to their  current  job  conditions. We also carefully distinguish job satisfaction; it is a 

consequence of job satisfaction.  

As  an  independent  factor, desire to stay  is also  affected by other factors such as  

employee’s  security, expectations  about  their  future success in the  organization. 
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Negative is stronger than positive. Dissatisfaction seems  to be  more motivating  

than satisfaction in a similar way, people  often  react  more immediately  and visibly  

to pain  than  to a pleasant  stimulus. frequently, there is not a simple   relationship 

between satisfaction and  its consequents for  example ;the greater  the  

dissatisfaction, the  greater the motivation  to   quit .once  people  are  basically  

satisfied, they are not  longer motivated to quit.  

 

How will their behavior be different if they are wildly satisfied with their job? They 

will still not be motivated to quit. Thus, once employees are satisfied  with their  

jobs, being  wildly satisfied  may not produce significantly  different behavior .this 

effect can cause  mangers to  underestimate  just  how  motivating ,job satisfaction is 

produce  significantly  different  behavior .this  effect   can  cause  managers to  

underestimate just how motivating job satisfaction real is. 

  

2.4.5 Increasing Employee Job Satisfaction 

According  to Mtweve (2004), managers often assume that  employees respond  

primarily to salary, cash awards, bonuses, or working conditions, however, research 

studies have shown that  employee satisfaction and motivation  is generally related  

to the  nature  of the  work  itself  and to opportunities for achievement, recognition, 

responsibility, growth, and advancement (Massawe, 2004). The following 

management practices can have a significant impact on employee job satisfaction and 

organizational effectiveness: 

(i) Use the full range of employee knowledge   and skills by providing 

opportunities for challenging assignments. 

(ii) Consider   reassignment so that employee strengths align with position 

requirements. 

(iii) Involve employees in real goal setting, planning and problem solving. 

 

(iv) Provide meaningful work, restructure positions if necessary and possible 

.consult your HR Advisor for assistance.  

(v) Provide public recognition of efforts and achievements, for example at 

regular staff meetings.  
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(vi) Show respect for diverse ideas and opinions. 

(vii) Give employees additional responsibilities and the freedom to take action. 

(viii) Explain why assignments are important to the accomplishment of mission 

and/or how they serve the public good. 

 

2.5 Conceptualization (Conceptual Framework) 

Conceptualization is the act of creating or formulating something by thinking up a 

particular ideas or actions intended to deal with a problem or situation. It is an 

abstract, simplified view of the world that we wish to represent for some purpose 

(Burns and Bush, 1995).Job satisfaction in organizations is influenced by the 

fulfillment of psychological contract within the organisations. 

 

In this study the researcher has narrowed down to assess whether psychological 

Contract violation has any influence on employee job performance. For employees to 

be satisfied adherence to psychological contract has large influence on employees’ 

job satisfaction.  To know whether Psychological Contract affects employee job 

satisfaction the researcher has established the conceptual framework. 

The framework advocates that if employees expectations on psychological contract 

will exceed the perceived psychological contract, this implies that an employee will 

be dissatisfied with job and when expectations is equal to perception or is less than 

perception then an employee will be satisfied or delighted.  

 

The diagram below suggests that if expectations of the obligations of the 

psychological contract will exceed perception then employees will not be satisfied 

with their job. On the other hand if perception will be greater than expectations then 

employees will be satisfied with their job. 
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Figure 2.1: Conceptual Framework 
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Source: Developed by the researcher, 2014 

 

 

2.6 Empirical Literature Review 

In this section tried to relate the study with the same or similar studies done by other 

researchers. The researcher concentrated on viewing different studies done related to 

the problems psychological contract violation. This includes different reports that 

have been published locally and internationally. According to Daivid J.Mac Donald 

(2000) of  Manchester School of Management, UMIST, Manchester, UK who 

conducted a study on the psychological contract, organizational commitment and job 

satisfaction of temporary staff in the United Kingdom and observed that The 

proportion of the workforce on temporary contracts of employment is increasing, as 

organisations use non‐permanent staff as a flexible resource. Rousseau and 

Wade‐Benzoni (1965) suggested such temporary staff have a different psychological 
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contract with the organisation than their permanent counterparts. Temporary staff, it 

is argued, will have a transactional contract, with the emphasis upon the economic 

elements of the contract while permanent staff will have a more relational contract, 

involving commitment to the organisation, and an interest in a satisfying job. These 

differences, it is argued, will influence staff attitudes and behaviour. The article tests 

these suggestions on employees of a large holiday sector organisation. The results 

present a consistent picture, at variance with the above suggestions. The levels of 

relational and transactional contracts of permanent and temporary staff did not differ 

significantly. In addition they had higher, rather than lower, levels of job satisfaction 

and commitment to the organisation. 

According to the study conducted by Friedlander and Margulies (1969), it was 

discovered that management & friendly staff relationship contribute to the level of 

job satisfaction Robbins (2001) advocates that working conditions will influence job 

satisfaction, as employees are concerned with a comfortable physical work 

environment. In turn this will render a more positive level of job satisfaction. 

Also a  research conducted in six European countries and Israel, with data from 202 

companies and more than 5000 permanent and temporary employees, analysed work 

outcomes as jobs satisfaction, organisational commitments, intention to leave the 

company and performance. Job satisfaction appeared strongly related with being in 

job and profession of choice, skill utilisation, organisational support and violation of 

company obligations. Organisational commitment show strong relationships with 

supervisory and organisational support, and number of promises made by workers 

and their degree of fulfilment. Intention to quit the company are bigger when 

workers perceive violations of psychological contracts, when they are not in their job 

of choice, when feel insecure at job and when perceive lower organisational support. 

Finally, self perceptions of workers’ performance are strongly related with promises 

made by workers to the company, with job characteristics as autonomy, role clarity 

and skills utilisation, and with fulfilment of companies’ promises and reduced 

fairness. Data suggest some implications for management, as paying attention to 

psychological contract, organisational support, job characteristics and employment 

prospects, companies can improve workers’ attitudes and well-being at work` 
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2.7 Research /Gap 

After reading several studies on the impact of psychological contract on employee 

job satisfaction it has been revealed that no study has been done here in Tanzania 

with regard to the impact of Psychological contract in Tanzania. All studies have 

been carried out abroad thus missing the link with Tanzanian environment. Moreover 

the studies have not clearly indicated which psychological contracts carries more 

weight (are most likely to affect job satisfaction) than others. 

 

Thus this study found factors related to psychological contract that have impact on 

job satisfaction. It is from this line of thinking the researcher committed her efforts to 

explore the influence of psychological contract on employee job satisfaction. 

 

2.8  Synthesis 

Basing on theoretical/conceptual and empirical studies we have seen that 

psychological contract have great influence on employee job performance. However 

the available studies do not clearly indicate which obligations seem to carry more 

weight than others. They are generally focusing on the impact of psychological 

contract on job satisfaction/employee retention and employee behaviour. 

 Out of these conceptual and theoretical studies the research has developed 

conceptual framework that will help to determine the psychological contract 

obligations that are seen to be more critical to affect employee job satisfaction. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.0 Introduction 

This chapter deals with the research design, data collection procedures, population of 

the study, data analysis, area of the study as well as the sampling strategy. Category 

of information to be collected and methods for data collection were discussed. The 

challenges related to the methods were also discussed. The dependent variable were 

‘Psychological Contract’ while the independent variable was ‘employee job 

satisfaction. 

 

3.1 Research Design 

Research design is the plan and structure of the investigation so conceived as to 

obtain answers to research questions. It is a set of advance decisions that make up the 

master plan specifying the methods and procedures for collecting and analyzing the 

needed information (Burns and Bush 1995). Moreover Kothari (2009) define 

research design as the arrangement of conditions for collection and analysis of data 

in a manner that aims to combine relevance to the research purpose with economy in 

procedure. It is a blueprint for the collection, measurement and analysis of data. For 

the purpose of this study research questions were answered using qualitative and 

quantitative research design. 

 

Quantitative research design was used to deal with closed ended questions in the 

questionnaire to record numerical data and finally was analysed using statistics to 

generate numerical data. In contrast qualitative research design will be used to deal 

with open ended questions and its analysis based on contents given hence content 

analysis. Since the questionnaire was designed having two categories; open ended 

questions and closed ended questions the application of the two research design is 

inevitable.  
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The structured questionnaire that is mainly composed of closed ended questions with 

few open ended questions will be administered to both managerial and ordinary 

employees. This called for quantitative research design (statistical data analysis -

closed ended questions) and open ended questions employed qualitative techniques 

(content analysis). Where personal interview was used as a method of data 

collection, qualitative research design was employed to analyse contents given by 

respondents. 

 

3.2 The Area of Study 

The area of the study was the Registrar of Political Parties Office. 

The researcher is aware with the office hence making it easy to collect data needed 

for the study. Moreover the researcher opts to conduct at the Registrar of Political 

Parties Office because a big number of employees are showing intention to leave 

their current positions hence the sense of dissatisfaction.  

 

3.3 Population of the study 

A population is a group of individuals, objects or items from which samples are 

taken for measurements (Ghauri, 2002). It also refers to the larger group from which 

the sample is taken.  The population of the study was expected to be 50 employees 

working at the Registrar of Political Parties Office. 

 

3.4  Sample Size and Sampling Procedure 

3.4.1  A sample 

A Sample is a part of target population, carefully selected to represent the population. 

In sample a researcher tries to determine who and how many people to interview, 

what and how many events to observe, or what and how many records to inspect 

(Cooper and Schindler, 2003).  

 

According to Webster (1985), define sample as a finite part of a statistical population 

whose properties are studied to gain information about the whole. When dealing with 

people it can be defined as a set of respondents selected from a larger population for 

the purpose of a survey. Since the Registrar of Political Parties Office has only 50 
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employees, the researcher found that there was no need to identify the sample for the 

study. A survey method was employed thus 50 employees were included in this 

study, although the response rate was 40 employees.  

 

3.5 Data Collection Methods/ Research Instruments 

This part describes the specifics of gathering data. Data are facts presented to the 

researcher from the study’s environment. Data may be further characterized by 

abstractness, verifiability, elusiveness and closeness to the phenomenon (Cooper and 

Schindler, 2003). In this study two types of data were collected; primary data and 

secondary data. Primary data are the information collected directly from respondents.   

Primary data were collected using questionnaires and personal interview. Secondary 

data to be collected includes Diaries, Reports and Minutes. 

 

3.6 Data Collection Instruments 

Three instruments are used for data collection. The application of more than one 

instrument is considered beneficial to the study; first as it increases the reliability of 

data collected and also can help in offsetting weaknesses of each of the instrument 

used hence improved internal validity. Therefore methods triangulation was used as 

an approach for data collection. Data were collected using the following methods; 

 

Questionnaire 

A questionnaire is a list of questions drafted by the researcher to be filled by the 

respondent. The questionnaire contained both close ended and open ended questions 

and the variables therein were measured using Likert scale method. A questionnaire 

comprised employees’ expectations and perceptions on psychological contract and 

was administered to low employees cadre (non managerial staff). 

 

Personal Interview   

Personal interview is a two way conversation initiated by the interviewer to obtain 

information from a participant (Schindler and Cooper, 2003). Personal interviews 

will be administered to all managerial staff for the sake of probing more information 

that will be necessary for report writing. Issues to be interviewed included, 
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psychological contract obligations, fulfillment of the obligations and discrepancies in 

the fulfillment of these obligations. An interview kit was developed and administered 

to managerial staff. It was assumed by the researcher that all managerial staff are too 

busy to fill questionnaire hence interview could fit them. 

 

Observation  

Observation is the process that involves listening, reading, smelling and touching.  It 

includes the full range of monitoring behavioral and non behavioral activities and 

conditions (Ghauri, 2003). In this method the researcher observed nonverbal 

analysis, linguistic analysis, extra linguistic analysis and spatial analysis. The 

researcher also observed records analysis, physical condition analysis, physical 

process analysis and attitudes of employers and employees.  

 

Data coding, entry, analysis and interpretation 

The purpose of this subpart is to describe methods of converting social science data 

into a machine readable form that can be read and manipulated by computers. Since 

data collected in this study were qualitative in nature they need to be quantified using 

the process called coding (Babbie 1986). They needed to be converted into numerical 

form (quantitative data) which later was entered into computers for easy analysis. 

 

Data Coding: involves assigning numbers or other symbols to answers so the 

responses can be grouped into a limited number of classes or categories. The 

classification of data into limited categories sacrifices some data detail but is 

necessary for efficient analysis. 

 

Coding helps the researcher to reduce several thousand of replies to a few categories 

containing the critical information needed for analysis. In coding categories are the 

partitioning of a set; and categorization is the process of using rules to partition a 

body of data. In most cases the researcher will be using numbers (numeric) to 

represent certain information, for example 1 representing male and 2 representing 

female. 
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3.7 Data Entry 

Data entry converts information gathered through secondary or primary methods to a 

medium for reviewing and manipulation. Keyboarding remains a mainstay for 

researchers who need to create a data file immediately and store it in a minimal space 

on a variety of media.  

Data collected from questionnaires and interviews were coded into a quantitative 

form that later were entered using keyboard into the Excel program. As Silverman 

cites Circourd (1964) that in a bureaucratic technological societies, “Numbers talk”. 

However some qualitative data such as opinions and suggestion from participants 

will be left in qualitative form to avoid the possibility of ignoring disparity observed 

and responses which in one way or another might be difficult to code.  Moreover 

quantitative data might hide some behavioural aspects which might be revealed 

during interview processes, thus combining the two types of data is inevitable.  

 

3.7.1 Data Analysis and Interpretation 

Data analysis is the examination of what has been collected in survey or experiment 

and making deductions and inferences. In data analysis the Excel program was used 

to analyze data and frequency tables, will be used to interpret information. 

Since we have seen that data appeared in two forms, qualitative and quantitative; 

quantitative data were analyzed using Excel program thus making it more readable 

and easily interpreted. Quantitative data are characterized by value free, hard, 

objective, and abstract and hypothesis testing.  

The quantitative data that were analyzed involved the random samples taken and 

measurable variables. The aim was to set of cumulative generalization based on the 

critical sifting of data.   

Qualitative data analysis is a reasonable representation as a whole. It is a merely 

description of what has been happening in the field. It does not involve numbers as 

some researchers say that “no good qualitative researcher should dirty their hands 

with numbers. They avoid playing with numbers. In most cases qualitative research 

is too subjective, flexible, political and speculative. The analysis of qualitative data 

will involve the process of presenting data from the field and analyzing basing on the 

preset assumption.  
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CHAPTER FOUR 

 

RESEARCH FINDINGS, DATA ANALYSIS AND INTERPRETATION 

 

4.0 Introduction 

This chapter presents the research analysis and findings based on the research 

objectives and questions as given to selected respondents at the Registrar of Political 

Parties Office. It further presents findings from those who resigned from 

management level. The researcher has attempted to incorporate comments raised and 

perception observed during administering questionnaires, discussions and interviews. 

The analysis is based on the collected information and inferences made by the 

researcher on the basis of the proposed research questionnaire as well as objective of 

the study. 

The main objective of this study was to investigate issues that influence of 

psychological violation on employee job satisfaction.  

 

4.1  Characteristics of Respondents 

Age of Respondents 

Age is one of the factors that affect the performance of employees. Age is an 

important criterion in employment. The study in table 4.1 below shows that, majority 

of the respondents 17 (44.74%) are aged between 25 to 40 years while 6 (15%) are 

below 25 years. Those exceeding 40 years of age are 15 (39.47%) of all respondents.  

 

Table 4.1:  Respondents by Age Distribution (N=40) 

Age Frequency Percentage 

0 – 25 years 6 15.79 

25 - 40 years 17 44.74 

40 –60 years 15 39.47 

Total 38 100 

Source: Field Data, 2014 
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However, the study further shows  in table 4.1 above that, the Registrar of political 

party office employed 32(84.21 %)   of age between 25 years and above 40 years this 

means that there is mature people who are working.  

 

4.2 Distribution of Respondents by Sex 

 

Table 4.2: Respondents by Sex (N=40) 

Sex Frequency Percentage 

Female 14 38.89 

Male 22 61.11 

Total 36 100.00 

Source: Field Data, 2014 

   

The table 4.2 above shows that the percentage of respondents interviewed 61.11 % 

was male and 38.89 % were female respondents as shown in table above.  

 The Registrar of Political Party office is endowed with many male employees 

therefore no wonder because there is few numbers of employees who take maternity 

leave. 

 

Furthermore the table above shows that, male  employees has worked above the 

performance more than females hence causes effectiveness  and efficiency utilization 

of human resources  due to the availability of them at the office.  

 

4.3 Level of Education 

The level of respondents’ in education is very important factor in the study. The 

study shows that,   17.4 % are Diploma holders, and 22.86 % are degree holders 

while 60 % are masters’ holders as shown in table 4.3 below.  
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Table 4.3: Respondents’ Distribution by Academic Qualification (N= 40) 

Education Level Frequency Percentage 

Diploma 

 

6 17.14 

Degree 

 

8 22.86 

Masters 

 

21 60.00 

          

Total 35 100.00 

Source: Field Data, 2014 

 

The study further shows that, the employees at the Registrar of Political parties office 

are well educated as shown in table 4.3 above with at least first degree is 82.66 %. 

This indicates that, most of the highly educated employee has high level of judgment 

and good in decision making process. Hence the services provided by Registrar of 

Political Parties office attract more stakeholders for better services. 

 

4.4  Respondents’ by Profession Level 

The profession/cadre of the respondents indicates that, among 40 respondents, the 

qualified Professional employees are 33(89.19%) as per Excel program output. 

Moreover, unqualified amounts to 10.81%, of all respondents. 

 

    Table 4.4: Respondents’ Distribution by Academic Qualification (N= 40) 

Professional Frequency Percentage 

Qualified 33 89.19 

Not Qualified 4 10.81 

Total 37 100.00 

Source: Field Data, 2014 

 

Findings from this study shows that the high services provided by Registrar of 

Political Parties  office is associated with the professional qualification  respectively 

with level of education as shown in table 4.3 and table 4.4 above. The efficiency and 

effectiveness of the services delivered by employee is noted due to level of education 

and qualification that of  employees.  
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4.5 Psychological Contract at the Registrar of Political Party Office 

 

 Table 4.5: Respondents by Psychological Contract (N=40) 

Psychological Contract Frequency Percentage 

Strongly  Agree 11 28.95 

Strongly Disagree 27 71.05 

Total 38 100.00 

Source: Field Data, 2014 

 

The psychological contract is   major vital variable of the research. The   findings  on 

table 4.5 above show that 27(71.05 %) deployed that are strongly disagree with 

implementation of the agreements on contract that they signed for the position 

employed contrary to reality as happened at the Registrar Office. 

The results of research are in line with  Rousseau, (1995)  who explained that “ 

Psychological contracts” as beliefs, based upon promises expressed or implied, 

regarding an exchange agreement between an individual and, in organizations, the 

employing organisation and its agents.  

 

Furthermore the psychological contract of any organization relationship consists of 

“an employee’s beliefs concerning the terms and conditions of a reciprocal exchange 

agreement between that focal person and another party” (Rousseau, 1989). However 

Rousseau (1995) explained Psychological contracts as beliefs, based upon promises 

expressed or implied, regarding an exchange agreement between an individual and, 

in organizations, the employing organisation and its agents.  

                     

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        

Also Mullins, (2010) defined that psychological contract as unwritten document that 

implies a series of mutual expectations and satisfaction of needs arising from the 

people-organization relationships. Psychological contracts motivate workers to fulfil 

commitments made to employers when workers are confident that employers will 

reciprocate and fulfil their end of the bargain. 
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Hence the researcher observed that more employee at the Registrar Officer are 

terminating job because of the psychological contract that ascertain into their mind  

and result them to make decision of terminating the job and looking for other areas 

like Non government organization, International organization  and other private 

company  in order to full fill their jobs. 

 

4.6 Job Satisfaction  

Result from Excel program revealed that 13.16% of respondents strongly agree that 

they are satisfied with job they perform while 86.84 % of the respondents strongly 

disagree with the job satisfaction environment as shown in table 4.6 below. 

 

 Table 4.6 Respondents by Job Satisfaction (N=40) 

Job Satisfaction Frequency Percentage 

Strongly  Agree 5 13.16 

Strongly Disagree 33 86.84 

Total 38 100.00 

Source: Field Data, 2014 

 

According to Steers& etail (1982) stated that job satisfaction is an attitudinal variable 

that reflects how people feel about their jobs. It emphasizes the specific task 

environment where an employee performs his/her duties and reflects the more 

immediate reactions to specific tangible aspects of the work environment. 

 

Also Robinson & Rousseau, (1994) defined that there are many facets of job 

satisfaction, with common classifications being pay, promotion, benefits, 

supervision, coworkers, job conditions, the nature of the work itself, communication 

and job security. When an employee experiences a discrepancy between what was 

expected and what was received in one or more of these facets, the employee may 

experience a decrease in job satisfaction especially if these facets were viewed as 

important by the employee. The management of Registrar of Political Parties Office 

is responsible for creating employees job satisfaction in order to maintain their 
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employee. Researcher observed that many employees at Registrar Office are 

terminating their jobs due to failure of maintaining the good environment of job. 

 

4.7 Psychological Contract Obligations 

The respondents were asked to states on the level of psychological contract 

obligation at the Registrar Officer whether they strongly agree or strongly disagree. 

The impact of this question was to explore the feeling of employees on whether the 

benefit and services they are promised by employer before employment is the actual 

they receive after employment contract. 

 

 Table 4.7 Respondents by Level of psychological contract obligation (N=40) 

Contract  Obligation Frequency Percentage 

Strongly Agree 2 5.26 

Strongly Disagree 36 94.74 

Total 38 100.00 

Source: Field Data, 2014 

 

Results as depicted in table 4.7 above, shows that 2 respondents equal to 5.26 % 

stated that they are strongly agree with psychological contract obligation contrary to 

36 respondents which is equal to 94.74 %  who said that they are strongly disagree 

with contract obligation provided by the Registrar Officers. This repeals that the is 

very low fulfillment of provision of enough resources, openness and honest 

communication, safe working environment and involvement in decision making at 

Registrar Office. 

 

In line with this  Mason, D. L. (2003) stated that  “Obligations are bond of moral 

duty (whether of necessity or  choosing) that ties two or more parties together. 

Liability or duty to do something or refrain from doing something under the terms of 

a contract, such as the obligation of a borrower (the obligor) to pay back the lender 

(the obligee) under the terms of the loan agreement safe working conditions, 

involvement in decision making, Competent management, Trust. 

 

http://www.businessdictionary.com/definition/bond.html
http://www.businessdictionary.com/definition/moral.html
http://www.businessdictionary.com/definition/duty.html
http://www.businessdictionary.com/definition/necessity.html
http://www.businessdictionary.com/definition/party.html
http://www.businessdictionary.com/definition/term.html
http://www.businessdictionary.com/definition/contract.html
http://www.businessdictionary.com/definition/borrower.html
http://www.businessdictionary.com/definition/obligor.html
http://www.businessdictionary.com/definition/pay.html
http://www.businessdictionary.com/definition/lender.html
http://www.businessdictionary.com/definition/obligee.html
http://www.businessdictionary.com/definition/loan-agreement.html
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4.8     Employees’ Expectations from Psychological Contract Obligation. 

According to   Mason, D. L. (2003) stated that  “Obligations are bond of moral duty 

(whether of necessity or  choosing) that ties two or more parties together. Liability or 

duty to do something or refrain from doing something under the terms of a contract, 

such as the obligation of a borrower (the obligor) to pay back the lender (the obligee) 

under the terms of the loan agreement.      

                                                                                                                                                                                                                                                                                                                                                    

The respondents were asked on expectations of psychological contract obligation 

which include timely and accurate payment of remuneration, equal training 

opportunities, respect, open and honest communication, as well as a fair and 

constructive feedback from supervisors. The researcher aimed to observe if there was 

any employee who was able to met with employers and have a conversation with 

each other on expectations. 

 

Table 4.8: Respondents of Employee Expectation (N=40) 

Employees Expectation Frequency Percentage 

Strongly  Agree 5 15.15 

Strongly Disagree 28 84.85 

Total 33 100.00 

Source: Field Data, 2014 

 

Result revealed that 15.15% of respondents, were strongly agree while 84.85 % of 

the respondents were strongly disagree on the actual implementation of  the 

expectation on what the contract of the employment state. This implies that Registrar 

Officer does not comply with the contract they offer to their employees as the result 

is shown in table 4.8 above of the respondents. 

  

(i) Satisfaction with the Working Environment 

 A work environment can be identified as the place where one works. In the literal 

sense - it is the surroundings of the place of occupation. Mullins, L. J. (2005).  It also 

means a sort of mental state while on the job.   The work environment involves the 

http://www.businessdictionary.com/definition/bond.html
http://www.businessdictionary.com/definition/moral.html
http://www.businessdictionary.com/definition/duty.html
http://www.businessdictionary.com/definition/necessity.html
http://www.businessdictionary.com/definition/party.html
http://www.businessdictionary.com/definition/term.html
http://www.businessdictionary.com/definition/contract.html
http://www.businessdictionary.com/definition/borrower.html
http://www.businessdictionary.com/definition/obligor.html
http://www.businessdictionary.com/definition/pay.html
http://www.businessdictionary.com/definition/lender.html
http://www.businessdictionary.com/definition/obligee.html
http://www.businessdictionary.com/definition/loan-agreement.html
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physical geographical location including the immediate surroundings of the 

workplace. 

 

Respondents were asked to express their level of satisfaction in the job environment. 

The results showed that 25.81% of 8 respondents were somehow satisfied, 54.84 % 

of 17 respondents were not satisfied, while those who were extremely satisfied 

accounted for 19.35 % as depicted in the table 4.9 below. This meant that 80.65% of 

all respondents were not satisfied with the working environment cumulatively. 

 

Table 4.9: Respondents on Working Environment (N=40) 

Working Environment Frequency Percentage 

Satisfied 6 19.35 

Not satisfied 17 54.84 

Somehow satisfied 8 25.81 

Total 31 100.00 

Source: Field Data, 2014 

 

Those who were not satisfied qualitatively disclosed that working environment was 

not conducive; salaries are very minimal and not delivered on time, shortage of 

working facilities and that there were minimal opportunities for promotion. However 

they further commented that the government should improve the working 

environment to meet the standards; including salaries, fringe benefits and 

opportunities for promotion should be made clear so that workers can do their 

activities in a conducive environment. 

 

Furthermore the results indicate that employees look for attractive working 

environment as well as critical aspect to fulfill job satisfaction. Contrary to Registrar 

of Political Party Office employees are not satisfied with the working environment. 

In relation with the above, Mullins, L. J. (2005) stated that the physical environment 

consists of elements that relate to the workplace occupiers’ ability to physically 

connect with their office environment. The behavioral environment consists of 
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components that relate to how well the office occupiers connect with each other, and 

the impact the office environment can have on the behavior of the individual.  

 

A favorable work environment for employee is a must. To create a productive work 

environment, and  understand what motivates people is very important in the 

organization. 

 

(ii) Employees Expectations on Management competence  

Competency management is the way in which the organisation manages the 

competencies of the organisation,. It is mainly concerned with management of skills, 

knowledge and personal attribute. 

 

Table 4.10 Respondents on View of Employee on Management (N=40) 

Management Frequency Percentage 

Strongly  disagree 4 12.12 

Strongly agree 29 87.88 

Total 33 100.00 

Source: Field Data, 2014 

 

Result revealed that 12.12% (4) of respondents strongly disagree that they are 

satisfied with the management competency on performing their duties while 87.88 % 

(29) of the respondents strongly agreed with the competency of the Registrar 

Management as shown in table 4.6 above. 

 

This evidence shows that, the competency of any management result in job 

satisfaction to their subordinate contrary to Registrar of Political Parties  Offic where 

by employees believe that management have broken promises or failed to deliver 

services to employees at a high level. 

In table 4.9 above showed the employees are not satisfied with working environment 

regardless to table 4.10 above on competency is high. This situation shows that 

management has failed to full the obligated contract to employee which resulted to 

many employee to turn over the job. 
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 (iii) Respondents on Openness  and honest communication  

According to Stark (2010) argues that good managers, supervisors, and leaders take 

specific actions to create a climate that is conducive to open and honest 

communication. With this climate, people feel free to give their input and ideas,  

 

Table 4.11: Respondents on Openness and Honest Communication (N=40) 

Openness and honest Frequency Percentage 

Satisfied 30 93.75. 

Not satisfied 2 6.25 

Total 32 100.00 

Source: Field Data, 2014 

 

The research findings show that 93.75 % (30) strongly satisfied and agreed that 

openness and honest communication contributes to employees’ job satisfaction while 

not satisfied 6.25 % in table 4.11 above.   The researcher  argues that good managers, 

supervisors, and leaders take specific actions to create a climate that is conducive for 

openness  and honest communication where employee feel free to give their input 

and ideas, information is shared freely, conflicts are openly discussed and worked 

through, and employers are more willing to express innovative ideas and to take 

risks, basing on the influence of psychological contract violation on employees jobs 

satisfaction the following were the results noted. 

 

Arguing the above findings Argenti, (1998);, Rodwell, Kienzle & Shadur, (1998); 

Singh,( 1998) stated that a  Clear and honest discussion of mutual obligations will 

facilitate the understanding of expectations, organizational culture, employee 

development, compensation and benefits. If the organization gives adequate 

explanation and justification for unmet promises, it will heighten the employee’s 

level of trust and credibility in the organization. This, in turn, will lead to the 

employee being less likely to perceive an unmet promise in the first place, and they 

will be more likely to retain their trust and credibility in the face of an actual or 

perceived violation. 
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(iv) Respondents on Employees Expectation on Meaningful work  

People work for many reasons – some are obvious (I am paid to work), some are not 

as obvious (work is where my friends are). Research evidence and case studies 

testify to the reality that understanding how people approach work and what they get 

from it is vital to learning how to achieve the best possible outcomes for individuals 

and organizations. Few other avenues offer as much promise for accomplishing 

valued outcomes as creating meaning in work – both in terms of individual 

flourishing, citizenship, commitment, and engagement and in terms of long-term, 

sustainable innovation, culture maintenance, and performance in organizations 

(Steger, 2012).  

 

Table 4.12: Respondents on  Meaningful work (N=40) 

Work Expectation Frequency Percentage 

Strongly  disagree 10 26.32 

Strongly agree 28 73.68 

Total 38 100.00 

Source: Field Data, 2014 

 

Findings  shown in table 4.12 above shows that 73.68% (28) strongly agreed while 

26 % (10) strongly disagree, this implies that meaningful work is a good predictor of 

desirable job satisfaction for employees at their job area .Moreover findings from 

personal interview indicate that meaningful work must possess the following 

characteristics; work should be done according to qualifications, professional. 

Considering that the employee is the most source of information when psychological 

contract breach or violation appears in any organization. 

 Furthermore employees’ expectations on meaningful work elaborated that the 

respondent for similar reasons: they are the ones who can tell about their thoughts on 

a meaningful work in the company they work for. 

 

 

 

 



51 

(v) Employees Involvement in Decision Making  

Participation that has been defined as “a process which allows employees to exert 

some influence over their work and the conditions under which they work” (Heller, 

et al. (1998), 

 

Table 4.13: Respondents on Decision Making (N=40) 

Decision Making Frequency Percentage 

Agreed 36 94.74 

Disagreed 2 5.26 

Total 38 100.00 

Source: Field Data, 2014 

 

Decision making is the study of identifying and choosing alternatives based on the 

values and preferences of the decision making. It is one of the central activities of 

management and is a huge part of any process of implementation. In this study the 

researcher wanted to know whether the Registrar of Political Parties Office 

Management involves ordinary employees in decision making. 

Result shown in table 4.13 above reveals that 94.74 % (36) agreed, while 5.26 % (2) 

disagreed. This meant that the involvement of employees in decision making 

influences job satisfaction as well as organization improvement. 

 

(vi) Employees Perception on Constructive Feedback 

Accordingly to Singh, R. (1998), “feedback is crucial to any organization 

development and growth. In the competitive environment that businesses operate 

today constructive feedback is extremely critical for continuous improvement. Again 

for an individual, feedback is essentially as a means of achieving the desired goal, be 

it professional excellence or personal growth. The very fact that we can’t see 

ourselves and hence see ourselves through the eyes of others underlines the 

importance of feedback at an individual level. 
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Table 4.14: Respondents on Feedback Perception (N=40) 

Feedback  Frequency Percentage 

Agreed 18 548.65 

Disagreed 19  51.35 

Total 37 100.00 

Source: Field Data, 2014 

 

Data from the Excel program as shown in table 4.14 above shows that 51 %( 19) 

Disagreed that constructive feedback influences employees job satisfaction and there 

is no feedback at Registrar of Political Parties Office, while 48.65 % (18) agreed ,this 

imply that in the organization under the study there is no proper feedback 

mechanism. This hinders the efficiency and les to psychological contract violation. 

Further findings reveal that the management is slow on delivering   constructive 

feedback to its employees. It should be noted that employees will not know what is 

required from them and change will be very difficult. Feedback gives several 

opportunities including; increasing awareness of themselves, determine the 

consequences of their behaviour and changing or modifying their behaviour. 

 

 Now, the efficiency of any form of feedback depends on the manner in which it is 

delivered as well as the manner in which it is received. Furthermore, the nature of the 

feedback also determines whether the very purpose of the two-way communication is 

met or not. In a nutshell, for an effective communication the feedback needs to be 

constructive, delivered in an effective way and received in an open manner. Any 

feedback which is destructive or delivered ineffectively or even received in a closed 

manner, defeats the very purpose of the interaction. 

 

(vii) Employees expectation on Trust and Respect 

 Trust may be defined as a positive expectation that another will not—through words, 

actions, or decisions—act opportunistically (Boon and Holmes, 1991). It is also a 

history-dependent process based on relevant but limited samples of experience 

(Rotter, 1980). 
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Table 4.15: Respondents on Trust and Respect (N=40) 

Trust and Respect Frequency Percentage 

Agreed 36 94.74 

Disagreed 2 5.26 

Total 38 100.00 

Source: Field Data, 2014 

 

Robinson and Rousseau (1994) examined trust as an important outcome variable 

regarding psychological contracts. Robinson (1996) defined trust as “one’s 

expectations, assumptions, or beliefs about the likelihood that another’s future 

actions would be beneficial, favorable, or at least not detrimental to one’s interest”. 

Previous researcher has shown that trust in an organization is essential for successful 

socialization teamwork and cooperation (Lämäs & Pučėtaitė, 2006; Robinson, Dirks 

& Ozcelik, 2006). 

 

In this study the researcher wanted to know whether the Registrar of Political parties 

trusts his /her employees and the results are as follows: Data from the SSPS as shown 

in table 4.15 above shows that 94.74 %( 36) agreed that there is trust and respect this 

is according to distribution of work, while 5.26 % (2) disagreed ,this imply that in the  

Registrar of Political parties office there is trust . According to the result it shows 

that there is trust and respect at Registrar  of political parties due to the distribution 

of work according to employees specialization and qualification also there is proper 

trust mechanism especially on decision on making and distribution of work.  

Trust and respect also assists in the development of organizational citizenship 

contribute in the workplace that go beyond role requirements  

 

(ix) Equal Opportunities  

Equal Opportunity is a stipulation that all people should be treated similarly, 

unhampered by artificial barriers or prejudices or preferences, except when particular 

distinctions can be explicitly justified.  (Vries, 2011)  
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Table 4.16: Respondents on Equal Opportunities (N=40) 

Equal Opportunity Frequency Percentage 

Agreed 36 90 

Disagreed 2 10 

Total 38 100.00 

Source: Field Data, 2014 

 

Responses from the study indicated that 90%(36 respondents) agreet that equal 

opportunity influences employee job satisfaction while 10 %(2) respondents) 

strongly disagreed. These results reveal that the majority of employees expected to 

be treated on equal bases despite the differences in occupation. 

 

(x) Employees’ Expectations on Competitive Salary  

The study of Mondrow (2011) that was conducted at USA shows that pay may help 

to determine if an applicant accepts a job offer, salary has little effect on one's job 

satisfaction. He further added that an individual can be satisfied with the amount of 

pay he/she is receiving but intrinsic rewards and culture-fit have been found to be 

better predictors of job satisfaction.  

 

Table 4.17: Respondents on Competative Salary (N=40) 

Competative salary Frequency Percentage 

Agreed 36 90 

Disagreed 2 10 

Total 38 100.00 

 

In this study when the researcher asked on whether pay has a significant impact on 

job satisfaction the following were the results; 90% of 36 respondents thought that 

competitive pay could lead to high job satisfaction level while 10%  of 2 respondents 

strongly disagreed.  This shows that at Registrar of Political parties office in order 

satisfies    its employees it  has to increase payment in overtime work and other 

bonus .                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                             
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In conclusion, we recommend that organizations ensure that human resource 

strategies, policies and procedures are reflective of distributive, procedural and 

interactional justice, and that organizations communicate honestly and openly with 

employees, in order to minimize misunderstandings that may result in perceived 

violations of psychological contract. These principles of workplace justice and 

effective communication need to become embedded in the organization’s culture and 

be reflected throughout all human resource activities. 
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CHAPTER FIVE 

 

CONCLUSION AND RECOMMENDATION 

 

5.0 Introduction 

This chapter presents conclusion and recommendations based on study findings, 

analysis and discussion.  The chapter is concluded by brief summary of 

recommendations. 

 

5.1 Summary  

Research is long systematic possess through different stages and therefore it is said to 

be a chain linked. The end of one process at a certain stage gives a way to the 

beginning of another process of the different stage. The presentation analysis and 

interpretation of data pave a way to meaningful summary; conclusion to be made or 

drawn from the research findings and ultimately recommendations is made to the 

ultimate final stage of the research finding.  

 

The research was meant to study and examined “Research Topic to determine the 

influence of Psychological Contract violation on employees’ job satisfaction, the 

case study being Registrar of Political Parties Office. The general objective of this 

study was to determine the impact of Psychological Contract violation on employees’ 

job satisfaction. More specifically the study intended to measure:   

(i) Which psychological contract obligations are seen as most important?   

(ii) How employees perceive the obligations of employers with regards to 

psychological contract?  

(iii) Is there any impact of discrepancies between the importance of and 

fulfillment of specific psychological contract obligations on employee 

satisfaction? 

 

The study lasted for 12 weeks starting from June 2014 up to September 2014. The 

researcher chose this topic because of its centrality in exploiting of Human resources.  
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The researcher used Case study method; selected study area was the Office of the 

Registrar of Political Parties. The method of data collection used by researcher was 

questionnaires and interview, whereby sample of 40 respondents were used to 

provide the required data and information to this research. Out of this sample, 6 

respondents were heads of departments and 13 were supervisors. The remaining 21 

respondents were in the subordinate category. Simple random samplings were used 

to pick the sample.  

 

Findings yield several important implications for employers. First, employers should 

be aware of psychological contracts and how the violation and fulfillment of these 

contracts can influence employee outcomes. Further, the moderating role of contract 

type and trust provide employers with further information regarding how different 

contract types or levels of trust can play a role in effect of violations and fulfillment. 

In addition, it is important for employers to understand how reactions to negative 

events may differ from positive events along with the idea that ‘positive is good, but 

negative is worse’.  

 

The most critical identified psychological contract obligations at the Registrar of 

Political Parties office were Trust and Respect, Provision of enough resources, 

Competitive salary, Meaningful work, competent management, Open and honest 

communication, Equal opportunities, Safe working environment, Involvement in 

decision making and Constructive feedback. Employers should be cognizant of the 

consequences of positive as compared to negative events within the workplace, as it 

may be more beneficial to focus on reducing negative events (which have a more 

severe consequence) instead of only creating positive events. Additional research 

will help employers understand these relationships and attempt to apply these 

theories to their selection, training, retention and management practices. Along with 

the influence of research on employers’ techniques, researchers will want to continue 

to test and apply theories within a workplace context to better aid employers in their 

efforts to ensure a healthy, happy, efficient workplace. 
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This research provides evidence for the idea that ‘positive is good, but negative is 

worse’ such that employees may experience more extreme negative reactions to 

negative events as compared to their positive reactions to positive events. In addition, 

the moderating effect for contract type falls within ‘the higher they are the greater 

they fall’ assertion, while the opposite was true for trust, where ‘the lower they are 

the greater they fall’ held true. The current study also found differences in the 

number of violations reported by employees with low trust as compared to high trust 

and further research should examine the influence of the initial level of trust on the 

effect of violation. Generally we can argue that employees at the Registrar of 

Political Parties Office are not satisfied with the way management is dealing with 

psychological contract obligations. All of the psychological contract obligations 

show the negative satisfaction level.  

 

These results have implications for employers within the workplace. Awareness of 

psychological contracts and the influence that violation and fulfillment may have on 

employee outcomes can aid organizations in better understanding their employees. 

Efforts should also be made to  determine what types of contracts employees endorse 

and what the employee has experienced as violation and fulfillment. These efforts 

can help employers ensure that psychological contracts are fulfilled in order maintain 

positive employee outcomes. Efforts towards fulfilling and not  violating 

psychological contracts may lead to higher levels of retention, employees who are 

more satisfied, engage in OCB behaviors and are less stressed. These positive 

employee outcomes are valuable for organizations to strive towards and will also 

help contribute to increased productivity and retention, both which play an important 

role in the success of the organization through decreased costs and increased 

efficient. 

 

The effect of contract violation and fulfillment within the workplace is a complex 

issue and more research is needed to fully understand these complicated 

interrelationships.  
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Psychological contracts may change and evolve over time, and a longitudinal study 

could provide greater insight to contract type and the effect of violation and 

fulfillment over time. Researchers should also continue to examine contract violation 

and fulfillment in more public organisations.  

 

Of specific interest would be to further examine the way trust influences the effect of 

violation on employee outcomes. In addition, researchers should continue 

investigating organizational commitment and the role it plays within the workplace 

when an employee experiences a violation. Future studies should examine the role of 

each component of commitment as well as the combined commitment profiles. 

 

5.2 Conclusion  

5.2.1 Working Environment 

It has been found out that the work environment at Registrar of Political Parties is not 

conducive. Working facilities are not adequate, lack of trainings, and no skills 

development though few chances for management level officers. Salaries are 

minimal and not delivered on time bringing chaos to employees.  

 

Work load is another unpleasant working environment employees spend more time 

working than the normal time without consideration in terms of overtime allowances. 

Transfer to other work station is also another unpleasant condition though is pleasant 

to others. Staffs that do no support transfer, declared that it irritates them as they 

need time to settle along with their families, and difficult to cope with a new 

environment in a little while.  

 

The vision of the Tanzanian Ministry of  Labor, Youth and Sports Development is to 

have industrial harmony, health, and safe working environment, effective social 

welfare conditions for the people, enabling environment for human labor deployment 

and to promote labor standards and good working condition 

When looking at the performance process of any work organization, it is found that 

some people work harder than others. If all employees signed work contracts that 

require them to work hard, why do some exert greater effort in their work than 
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others? (Ngirwa, 2003). Answers to this question are largely dependent on the forces 

in the work environment that motivate employees to release their maximum energy 

on their jobs towards the achievement of the organization’s results. 

 

5.2.2 Psychological Contract violation 

It was found out that there was a poor implementation of contract according to the 

respondents who were asked to states on the level of psychological contract 

obligation at the Registrar Officer whether violated. The impact of this question was 

to explore the feeling of employees on whether the benefit and services they are 

promised by employer before employment is the actual they receive after 

employment contract. 

 

The Registrar office deals with political parties, and should be noted that back of the 

political parties there is a members of each party, therefore the Registrar office 

serves many people. It’s recommended by the researcher that the government should 

put effort to solve the psychological contract violation so as to improve employee job 

satisfaction. 

 

 5.2.3 Regularly Identify the Psychological Contract Obligations  

It was identified on psychological contract obligations that there should be done 

more professionally in conjunction with the line manager as well as the individuals 

involved together with the HR personnel. It is obvious that there is obligations which  

differ among individuals, but the dominating obligations should be taken into 

consideration. There at the Registrar Office this situation should taken into 

consideration in order to retain employees 

 

5.2.4 Determine Employees’ Expectations on Psychological Contract 

The researcher observed that in order for the organization to act according to 

employees expectations. Its is important for the management to know employees 

needs what and why?. The employees expectations should be understood clearly , 

realistic and be seen as reasonably attainable.  

  



61 

5.2.5 Establish an Effective System of Review and Evaluation 

An effective system of review and evaluation is the monitoring of progress, a 

supporting performance management system and maintenance of suitable 

performance of psychological contract. It should involve assessment by the 

employees’ expectations and perception on psychological contract obligations. The 

review process should include identification of those areas to which greater attention 

should be given in future performance of psychological contract. Whenever possible 

evaluation should be objective, measurable factors for example reduced staff 

turnover and absenteeism or sickness. Hence it is important the ultimate evaluation 

of psychological contract performance is the extent to which it contributes to 

improved organizational performance and effectiveness and the quality, job 

satisfaction and prospects of employees. 

 

5.3 Area for Further Study 

Rousseau believes that too much time has been spent examining the violation of the 

psychological contract and that research into fulfilment of the contract has been 

neglected. Specifically, the future of research will include trying to identify and 

understand those factors which give rise to 'mutuality', the agreement of 

commitments between employer and employee. Contemporary researchers and 

interested parties need to appreciate the fact that there is already a fair amount of 

mutuality in the workplace. Employees and managers do agree on more things then 

on which they disagree with regard to the nature of the terms of the contract and the 

commitment involved. Future research will hopefully shed light on the effect of 

psychological contract violation on employee performance and the impact of 

psychological contract violation on employee turnover.  

 

5.4 Contribution to Knowledge 

The findings and analysis of this study show that psychological contract obligations 

at the Registrar of Political Parties are not well implemented. All obligations 

received a negative score meaning dissatisfaction level. More than that the study has 

contributed that effective management should be backed up by implementation of 
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psychological contract obligations. As far as research study is concerned, the 

contribution of knowledge will be to the following area: 

 

5.4.1 To the Researcher 

Through research study made at the Registrar of Political Parties Office the 

researcher has widened her knowledge following the findings obtained due to ability 

of revealing the challenges and the solutions in relevant study. In that facet the 

researcher has accumulated a lot of knowledge and will be able to carry out another 

related study more efficiently in broader area of study. 

 

5.4.2 To the other Researcher Student 

This research report will help other Human resources professionals and other 

managers who will be undertaking the related study to acquire knowledge and 

making deeper investigation on the study by making sure that they are covering the 

gaps not covered by the researcher hence bringing new insight. 

 

5.5 Recommendations  

It is an undeniable fact that in recent times many organizations have come to the 

realization of the importance of the role of psychological contract obligations as they 

increases job satisfaction level within the organization. In order to reap the full 

benefits of psychological contract the Registrar of Political Parties should ensure that 

the good working environment, competent management, openness and honest 

meaningful work employees involvement on decision making, constructive feedback, 

trust and respect equal opportunity and competitive  salary are instituted at the work 

place:  

 

However such psychological contracts are subjected to change and development 

throughout the duration of employment but, due to their subjective nature, are 

potentially prone to violation by both sides. Organizations trying to improve quality 

or efficiency of employees' work by the use of industrial/organizational psychology 

can gain a great deal when taking into consideration the psychological contract and 

its abundant implications. We recommend that organisations ensure that human 
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resource strategies, policies and procedures are reflective of distributive, procedural 

and interactional justice, and that organisations communicate honestly and openly 

with employees, in order to minimise misunderstandings that may result in perceived 

violations. These principles of workplace justice and effective communication need 

to become embedded in the organisation’s culture and be reflected throughout all 

human resource activities. 
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APPENDICES  

 

Appendix 1: Questionnaire 

 

Dear respondents, 

 

I am Lucy Mtegele a student of Mzumbe University carrying out a study on the 

impact of Psychological Contract Violation on employee job satisfaction. I humbly 

request you to spare some few minutes of your time and answer these questions 

below. The study is strictly for academic purposes and will be treated with utmost 

confidentiality. Your cooperation is highly appreciated. 

 

SECTION A: RESPONDENT’S PROFILE 

 

Please tick (√) in the boxes provided  

 

Personal data 

  

1. Gender or the respondents 

(i) Male       (     )     

(ii) Female     (     ) 

 

2.  Respondents level of education 

(i) Certificate    (     ) 

(ii) Diploma     (     ) 

(iii) Degree     (     ) 

(iv) Masters     (     ) 

 

3.  Occupation…………………………………………………………………… 

 

4.  Department…………………………………………………………………… 
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SECTION B: Relationship between Psychological contract and employee job 

satisfaction at the Registrara of Political Parties Office 

 

Employees Expectations 

 

Give a score to each Expectation out of 2 points 

 

The following set statements relate to your expectations about your organization. For   

each statement, please show the extent to which you expect your company to show 

on each statement.  

 

IRECTIONS:  Indicate your true expectations by choosing a score from ‘1’ Strongly 

disagree to ‘2’ strongly agree. 

Questions  1 2 

5. I expect the Registrar to Trusts and respects me in all aspects   

6. I expect the Registrar to provide me with enough  resources to do the job   

7. I expect the Registrar to provide me with meaningful work   

8. I expect the Registrar to offer Competitive salary to all employees   

9. I expect the Registrar to have Competent management   

10. I expect the Registrar to provide Equal opportunity for all employees   

11. I expect the Registrar to be  Open and honest in  communication   

12. I expect the Registrar to offer Job training opportunities   

13. I expect the Registrar to create Safe work environment   

14. I expect the Registrar to involve employees in  decision making   

15. I expect the Registrar to give Constructive feedback on performance   
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Employees Perceptions 

Give a score to each Perception out of 2 points 

The following set statements relate to your feelings about the Registrar of Political 

Parties Office. For   each statement, please show the extent to which you believe 

your Management has the feature described by the statement.  

 

DIRECTIONS:  Indicate your true feeling about the actual experience (perception) 

by choosing a score from ‘1’ Strongly disagree to ‘2’ strongly agree.. 

Questions  1 2 

5. The Registrar Trusts and respects me in all aspects   

6. The Registrar  provides me with enough  resources to do the job   

7. The Registrar  provides me with meaningful work   

8. The Registrar offers Competitive salary to all employees   

9. The Registrar has Competent management   

10. The Registrar provides Equal opportunity for all employees   

11.The Registrar is  Open and honest in  communication   

13. The Registrar creates Safe work environment   

14. The Registrar involves employees in  decision making   

15. The Registrar gives Constructive feedback on performance   

 

16.  What other Psychological obligations do you consider as most critical to 

determine your performance? 

(i) ………………………………………………………………………… 

(ii) …………………………………………………………………………. 

(iii) ………………………………………………….……………………… 

(iv) ……………………………………….………………………………... 

(v) ……………………………………….………………………………. 

 

 

 

 


