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Abstract: The primary aim of this study is to examine the impact of organizational change (OC) on the
psychological contract breach (PCB) of employees in Pakistan’s private banking sector. The study
highlights the key role of the transformational leadership approach, particularly when a bank experiences
OC and PCB. Using a cross-sectional research design and a sample of 288 private bank employees, we
carry out simple linear regression and a hierarchical regression analysis. The study also investigates the
mediating mechanism of PCB in relation to OC, employee turnover intention (ETI) and organizational
identification (OD) and examines the moderating role of transformational leadership in the banking
sector. Our findings support the study’s hypotheses. We conclude that transformational leadership plays
a key role in motivating employees and channeling their energies in the direction of OC, while PCB plays
a mediating role between OC and ETI and OD. Given the dearth of studies on PCB in South Asian
banks, the study contributes to the literature by targeting the private banking sector in Pakistan,
emphasizing employees” reactions to OC and PCB in commercial banks.

Keywords: Psychological contract breach, employee turnover intentions, job identification,
organizational change, private banks.

JEL Classification: M00, M12, 1.20, L89.



The Impact of Organizational Change on Psychological
Breaches of Contract in Pakistan’s Private Banking Sector:
The Moderating Role of Transformational Leadership

1. Introduction

An employee’s loyalty tends to become compromised when an
organization undergoes a colossal change (Anderson & Schalk, 1998; Aujla
& Mclarney, 2020; Danial & Nasir, 2020; Tseng & Wu, 2017). Such changes
often result in disloyalty among employees, particularly when their
expected undertaking—something they hold in high value—is not fulfilled.
In addition, the literature shows that, on the psychological front, employees
may experience numerous problems rooted in financial matters related to
hourly or daily wages, leave and the lack of medical facilities, etc. (Dahl,
2011). In addition, organizations do not always fulfil such promises after a
significant organizational change (OC), and such breaches in contracts yield
greater employee disloyalty (Gouri, 2018). A range of studies over time have
examined this particular issue (see Dixon-Fowler et al., 2020; Hussain &
Anwar, 2020; Mmammel et al., 2021; Jhatial et al., 2018). In addition, in the
last twenty years, various studies have attempted to resolve employees’
psychological issues at an organizational level (Braganza et al., 2021;
Carnevale & Hatak, 2020; Zhao et al., 2007).

Globally, organizations face issues regarding the changes they must
adopt, not only because of their environment but also owing to the nature of
their competition. Therefore, to survive in an increasingly competitive
environment, adaptations to their organizational structures and the effective
implementation of such changes are imperative to growth (Smollan, 2015).
Organizations increasingly need to adopt new technologies and working
methods to conform to updated market or government policies. It is
axiomatic that most organizations believe in the formula of ‘survival of the
tittest’ (March & Simon, 1958) and consequently engage in continuous
adjustment. A common perception is that organizations need to be flexible
enough to cope with both local and global challenges (Damawan & Azizah,
2020; Rashid & Ratten, 2021). When organizations decide to undergo
restructuring, for example, in their decision-making, hiring and firing
policies, and so forth, they essentially commit a psychological breach of
contract (PCB), often without accounting for or taking responsibility for it
(Turnley & Feldman, 1998).
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The causes of OC may stem from various reasons, such as
acquisitions, downsizing or mergers (Schein & Bennis, 1965). However, such
changes can ultimately influence the employee’s loyalty towards an
employer: this critical issue has been addressed by several scholars,
psychologists and management scientists (Rousseau, 1998, Thomas &
Anderson, 1998; Zhen et al., 2019). In this context, the literature reflects a
consensus that shows that PCB tends to exert a deep-rooted impact on
employees” mental health and well-being, ultimately impacting their level of
loyalty towards their organizations (Donohue & Tham, 2019; Duran et al.,
2019; Griep et al., 2021; Suazo, 2009).

Additionally, studies such as Islam et al. (2017) have considered PCB
as a moderating variable between perceived organizational support and
affective commitment. This study focuses on PCB and investigates the
influence of OC on PCB, which in turn explores the effect on organizational
identification (OD) and employee turnover intention (ETI) associated with
the mediating role of PCB in private banks. A major reason for using PCB as
a mediating factor has been the realization that PCB can affect OC, ETI, and
OD due to the problematic environment in the banking sector. Finally, we
examine the moderating role of transformational leadership (TL) between
OC and PCB, as leadership is capable of playing a positive role in reducing
the strength of the relationship between the two constructs.

It is imperative to mention that while this study concurs with existing
research, it also contributes to the literature. In the first instance, the existing
studies postulate the viewpoint of research conducted in developed countries
(Bravo et al., 2019; Cohen, 2015; Roberts & Douglas, 2020). However, Azeem
et al. (2020), while studying the role of PCB and ETI in Pakistan’s banking,
also show that the relationship had been addressed in a non-Asian context.
Researchers largely agree that the cultural context plays a significant role in
employees’ feelings of contract violation and their relevant outcomes
(Agarwal & Gupta, 2018; Cooke et al., 2018; Du & Vantilborgh, 2020; Newaz
et al., 2021). Moreover, in a study revolving around digital transformation in
the Indonesian banking industry and given the paucity of research in this
tield, particularly in developing countries, Winasis et al. (2020) suggest future
studies in the sector. Consequently, this paper focuses on employees of
Pakistani private banks, given the high level of change in information
communication and technology in the Pakistani context, paired with a high
turnover intention in the recent past (Aslam et al., 2018).

Additionally, this study focuses on the leadership approaches that
could be adopted, given the circumstances that might confront employees.
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Finally, it is critical to mention that the literature does not focus on TL,
especially concerning PCB and its potential consequences on employees’
attitudes (Akhtar & Rong, 2015). Interestingly, these studies have often
failed to unearth critical factors such as OD as an outcome of PCB. This
paper, therefore, explores new avenues of cognizance and extends the
scope of research in this area.

Finally, it is also helpful for human resource departments, as it can
aid in formulating policies to retain and entice potential employees in the
wake of rapidly changing technological, environmental or structural
alterations. This study plays a pivotal role in devising strategies to minimize
employee turnover in the Pakistani private banking sector. Thus, the core
objectives of this study include the examination and close observation of the
impact of OC on PCB. It also aims to determine the effect of PCB on OD and
ETI. Moreover, we also examine the mediating role of PCB between OC, OD
and ETI. Finally, we consider the moderating role of TL between OC and
PCB, particularly in the local private banking sector.

2. Literature Review and Hypotheses Development

Argyris (1962) coined the term ‘psychological breach” several years
ago. However, earlier studies in this regard may be traced back to the 1930s,
which discuss the concept of a psychological breach in several instances.
Among the earliest studies, Barnard (1938) emphasized the strong
relationship between an organization and its employees to yield superior
employee loyalty. Barnard floated this idea to increase organizational
productivity and output, primarily via the development of policies that
could safeguard the mutual interests of both organizations and employees.

In modern times, organizations recognize the need to win the trust
of their employees to perform at their optimal level and extend loyalty to
them (Millward & Herriot, 2000). For organizational growth to become a
reality, it is essential to develop effective human resource policies around
employees (Roehling, 1997). Ideally, human resource policies should be
concerned with financial and nonfinancial perquisites, including
increments, bonuses, moral support and recognition of the creative ideas of
the employees of an organization (Gordon, 2020).

Prior studies in this context have suggested using the observational
perception mode, which highlights the mutual relationship between
organizations and their employees and emphasizes the significance of the
balance in a reciprocal ratio of benefits (March & Simon, 1958). In addition,
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such studies have affirmed that employees’ psychological breach of
contract or psychological contract breach (PCB) plays a pivotal role in
developing and retaining employee loyalty or disloyalty towards an
organization (Morrison & Robinson, 1997).

In an earlier study, Blau (1964) suggests social exchange theory,
emphasizing the give-and-take relationship between organizations and
employees. Such exchanges usually center on adopting cultural, social and
psychological aspects. These exchanges are not as simple as monetary terms;
they rely on intangible factors. Furthermore, other researchers also discuss
different dimensions of reciprocal relationships; these relationships
essentially involve the creative ideas and the moral values instilled in their
employees as they interact with other patrons of the organizations they work
for (Kutaula et al., 2020; Taylor & Tekleab, 2004; Sandhya & Sulphey, 2020).

In 1998, Rousseau published his writings based on other empirical
studies conducted in this discipline. He developed a theoretical framework
for PCB and thus contributed significantly to the literature, virtually
becoming a role model for others. This is evident in the transition from a
classical to a modern approach, as shown in Table 1. He essentially developed
a modern approach that was a mirror image of the traditional one. Examined
in detail, we see that the contemporary approach is a blend of contract
relation theory, social exchange theory and human psychology. Several
scholars have referred to this modern approach, terming it the employees’
psychological contract (Anderson & Schalk, 1998; Coyle-Shapiro & Kessler,
2000). However, Rousseau’s modern approach has also been criticized,
primarily on the basis that Rousseau only emphasized employees’ interests
and overlooked or undermined the concerns of employers. As a result, other
scholars have incorporated the interests of organizations and their employees
in considering the psychological contract extended within an organization
(Cullinane & Dundon, 2006; Guest, 2004; Taylor & Tekleab, 2004).

Table 1: Evolution of PCB from Classical to a Modern Approach

1930-80 Primitive researchers coin Nelson (1991)
classical approach Blau (1964)
March and Simon (1958)
Schein and Bennis (1965)
1989 Rousseau invents modern Rousseau and McLean Parks (1993)
approach Rousseau (1998)

Rousseau and Tijoriwala (1998)
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When examining OC, system theory exhibits the best approach, as it
highlights the interrelatedness of the different aspects of the employing
organization. This means that if one part of the organization experiences a
change, it affects the other parts of the organization. Therefore, equal
importance must be given to all the departments of an organization, mainly
when introducing agents of change (Rhydderch et al., 2004).

Burns (1978) is considered a pioneer in the proposition of
transformational leadership theory. Its objective was to identify and
differentiate between leaders who tend to have a motivational relationship
with their followers and those who focus on maintaining an exchange with
the TL interaction, primarily to obtain maximum output. TL is a cognizant,
ethical and transcendent process of equivalent powers between leaders and
followers to achieve a common goal or fundamental transformation.
Therefore, transformational leaders essentially encourage their followers to
foster and nurture their creativity and realize their level of self-actualization
to enhance the overall interests of the team, group and ultimately the entire
organization. They transform organizational change and create a positive
outlook for managers and their associates (Burch & Guarana, 2014).
Therefore, TL acts as a moderating factor that can play a positive role in
mitigating the effects of OC on PCB.

2.1. Organizational Change and Psychological Breach of Contract

A psychological contract is an exchange between two parties and
one’s perceptions about the rules binding upon both parties involved in
this exchange (Kiazad & Kraimer, 2014). Jain (2020) states that mutuality
and reciprocity act as pivotal points of the psychological contract that are
essentially binding on both parties involved. In another study, Epitropaki
(2013) termed downsizing, mergers and acquisitions as mandatory
changes for an organization’s growth process. Epitropaki emphasized the
importance of change in an organization to create an appropriate fit with
the environmental changes that result in its ultimate survival amid tough
competition.

In another study, Cohen (2015) links the concept of organizational
change with employees’ psychological change. Cohen posits that a change
in the work environment of employees does not always need to bring the
desired results to achieve the core objective of an organization. This means
that there is an equal possibility of an employee being able to address any
new challenges presented. However, a model developed by Freese and
Schalk (2011) emphasizes that employees perceive organizational change as
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a deviation from the actual binding contract; in turn, employees might feel
fear and apprehension, leading to their psychological breach of contract.

Babalola et al. (2016) summarize three ways to bring about changes
in organizations. The first is commitment behavior, which suggests that
organizational changes occur with a level of acceptance by employees so that
they do not lose the feeling of loyalty and commitment to their employer.
The second is the feeling of abandonment, which is essentially where
organizational change is beyond the acceptable level of employees, resulting
in emotional trauma, depression, and anxiety, and ultimately, employees
resort to quitting their job or resigning (Azeem et al., 2020; Lee et al., 2015).
Finally, the last of these changes are visible in the strategy. Sometimes
psychological contracts will produce positive outcomes, particularly when
change is mandatory. In this case, the organization usually shares
information and provides support opportunities to its employees, which
may balance the effects of the psychological contract at the workplace
(Freese & Schalk, 2011).

Similarly, research shows that hostile organizational changes bring
about a feeling of instability among workers. Van den Heuvel et al. (2016)
observe that such instability often invites job insecurity and ultimately
results in employee disloyalty towards an organization. In another instance,
Bal (2017) defined PCB as employees’ cognitive requirements and needs that
the organization fails to meet as a part of its obligations in a psychological
contract. In PCB, employees perceive to what extent an organization is
sincere in fulfilling its contracts and to what level their needs are met.
Moreover, when an organization undergoes downsizing, it triggers a
survival syndrome among its employees (Mujtaba & Senathip, 2020). Such
events can unsettle employees’ sincerity and loyalty towards an
organization (Wegman & Hoffman, 2020). As per the above discussion, a
positive link between OC and PCB is proposed in the following hypothesis.

Hypothesis 1: There is a positive link between OC and PCB.
2.2. Psychological Breach of Contract and Organization Identification

The literature demonstrates that psychological contracts depend on
different parameters. These factors include career development, bonuses,
pay, job security, and so on, that employees expect from an organization
(Yang et al., 2020). Employees’ perceptions about organizational actions
raise the question of whether organizations meet their promises (Van Gilst
et al., 2020) and to what level employees are satisfied. Researchers have
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discovered a reciprocal relationship between PCB and employees” urge to
quit their jobs (Conway et al., 2014; Nica et al., 2016). Employees often face a
clash between the organization’s promises and its actual accomplishments,
which results in a change in their behaviors (Guchait et al., 2015).

The perception of identification within the organization explains to
what extent a member of a society identifies with that particular society (Tufan
& Wendt, 2020). OD is defined as one’s perception of identifying oneself as a
part of an organization (Riketta, 2005). It is noteworthy that OD should not be
confused with the job title. It is simply one’s perception that allows one to
connect oneself to an organization, where one is employed to perform specific
predefined tasks to fit the job description in line with organizational goals
(Conroy et al., 2017). Past studies have shown a relationship between OD and
PCB. The literature suggests that when an employee’s psychological contract
is breached, especially if they are no longer associated with that organization,
their sense of connection to it is apt to decrease. Considering these
associations, the following two hypotheses are postulated.

Hypothesis 2: There is a negative link between PCB and OD.
Hypothesis 3: PCB mediates the relationship between OC and OD.
2.3. Psychological Breach of Contract and Employees’ Turnover Intentions

PCB can be related to adverse outcomes such as job dissatisfaction
and may enhance a sense of job insecurity. This could force employees to quit
and consider other, more stable and financially secure opportunities.
However, their purpose of identification with their current organization is
likely to decrease when they start thinking about alternatives. As a result,
they will not consider themselves part of such organizations (Tomprou &
Bankins, 2019). Research shows that when employees do not perceive
themselves as part of a company, their sense of identification with the parent
organization lessens and can bring a sense of detachment. Ultimately, this
can result in them resigning from their currentjob (Lee et al., 2015), essentially
choosing job withdrawals to avoid the negative consequences of PCB.

Several researchers have concluded that PCB automatically acts as a
consequence when employees decide to leave a particular job. However, in
such circumstances, they need to have another job to fall back on, thus basing
their decision on the availability of other job opportunities, secure financial
conditions, the rate of joblessness, and other social and psychological
pressures (Dick, 2022; Jackson & Jackson, 2019; Morrison, 1994).
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This is not necessarily a surprising reaction, as it is natural, especially
when employees feel that they are being exposed to hostile work conditions
and job insecurity (Peng et al.,, 2016). A breach of contract produces
negativity in the workplace and needs to be appropriately addressed;
otherwise, it would most likely result in increased job turnover (Xiong et al.,
2017). However, some studies have shown that if employees face a dearth of
appropriate job options in the market due to government policies or high
unemployment, they might not quit the parent organization. Instead, they
might strive to accommodate and adapt to the organizational changes
required (Fapohunda, 2019). In this theoretical context, the relationships
among PCB, ETI and OC are proposed in the following hypotheses.

Hypothesis 4: There is a positive link between PCB and ETI.
Hypothesis 5: PCB mediates the relationship between OC and ETI.
2.4. Transformational Leadership as a Moderator

Prior studies have shown that the most integral person in an
organization is the supervisor, who must take effective and actionable
steps for the organization’s progress. The role of the leader is pivotal in
this, especially when an organization brings about a change. Hence,
supervisors’ responsibility is to curb their employees” negativity, which
often arises due to organizational change. The literature shows that the
skills and qualities of leaders play a pivotal role in handling employee
negativity, primarily by sharing all the information and motivating them
to understand the changing business environment (Osisiogu, 2017).
Leaders of organizations can motivate employees to change and adapt to
the organization’s changes through their management skills. The leader is
a representative and caretaker of his organizational policies and must
understand PCB’s communication.

A previous stream of studies elaborates upon leader-member
exchange theory (LMX), which successfully explains the leader-subordinate
reciprocal relationship (Sparrowe & Liden, 1997). LMX divides management
styles into two groups: first, the group where managers share all the
necessary information in detail. Second is the group where there is no
sharing of information and, consequently, a lack of trust (Wang et al., 2015).

LMX also believes in cooperative working conditions, where there
is an element of respect and trust between supervisors and their
subordinates. Such mutual trust produces a superior product (Lee et al.,
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2019). Similarly, the transformational leadership approach (TL) plays a
vital role in the worst work conditions. Transformational leaders praise
their employees’ performance and invoke negotiation and communication
with them to win their trust. The moderating influence of TL is proposed
in the following hypotheses:

Hypothesis 6: TL moderates the relationship between OC and PCB such
that the positive relationship will be weaker in the case of
high TL.

Hypothesis 7a: The mediating effect of OC on ETI through PCB is
moderated by TL such that the relationship will be weaker
in the presence of high TL.

Hypothesis 7b: The mediating effect of OC on OD through PCB is
moderated by TL such that the relationship will be
stronger in the presence of high TL.

Figure 1 illustrates the study’s research model as per the discussion
of the above hypotheses.
Figure 1: Conceptual Model
H5 H7a
Employees’
Employees’ Turnover
Organizational H1 Psychological Hd Intention (ETI)
Change (OC) Y | Contract
Breach (PCB)
H2
Hé6 H3 Organization
Identification
OD
Transformational H7b ©D

Leadership (TL)
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3. Research Methodology
3.1. Sample

This study uses a cross-sectional survey research design. The unit of
analysis is the employees of four private Pakistani banks. Our reason for
choosing private banks is because the changes in these particular banks have
recently occurred after the adoption of technological advancements. In
Pakistan, people have little awareness of research; therefore, banks are often
reluctant to share their employees’ information. Given this limitation, we
collected data using face-to-face survey questionnaires developed for this
study. We approached respondents based on their accessibility.

The sample size was selected based on Hair et al. (2010), who
recommend that the minimum sample size should be the number of items
times ten, which in this case is 250. To achieve the generalizability of the data,
four hundred questionnaires were distributed among the employees of these
banks, i.e., 100 questionnaires were distributed to different branches of each
bank, out of which a total of 288 questionnaires were successfully collected.
Keeping ethical considerations in mind, we obtained informed consent from
the participants prior to their becoming part of the research, and anonymity
for each was duly ensured.

3.2. Measures

The five-point Likert scale, ranging from strongly agree to strongly
disagree, was used in the current study to evaluate all the variables except
for the control variables effectively. The control variables are measured
through nominal and ordinal scales. Moreover, all the constructs were
adapted to the scales after being extracted from different studies.
Furthermore, the study uses a scale developed by Robinson and Morrison
(2000) to measure PCB. We have adopted eight items from this particular
scale. Five items have been adapted from MLQ Bass and Avolio (2000) to
measure transformational leadership. In addition, we used six items from
Mael and Ashforth’s (1992) scale to judge the organization’s identification.
Three items have been adapted from a study by Cummann et al. (1979) to
determine employee turnover intentions. To evaluate the extent of
organizational change, three items have been used from the scale developed
by Turnley and Feldman (1999).
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4. Data Analysis

Regression analysis was employed to analyze quantitative data.
Moreover, we used hierarchical regression methodology to analyze the
moderating effect of transformational leadership (TL). Hierarchical
regression has been referred to primarily because the moderation-
interaction effect comes into play when the relationship shrinks substantially
(Baron & Kenny, 1986). To ensure composite reliability and construct
validity (both convergent and discriminant), confirmatory factor analysis
(CFA) was conducted using AMOS. The hierarchal regression analysis test
was employed using Statistical Packages for Social Sciences (SPSS).

4.1. Demographics

Table 2 shows that the majority of the collected data consist of male
respondents, i.e., a total of 64.6 percent of the data consisted of male
respondents, whereas only 35.4 percent of the respondents were female.
Furthermore, most of the responses (74.7 percent) came from cash tellers,
credit officers, cash officers and other lower-level bank employees. In
addition, most respondents (75.7 percent) held a master’s degree, while only
8 percent acquired an MPhil degree later. Finally, approximately 39.9 percent
of the age group of respondents consisted of 26- to 30-year-old individuals,
and just 1 percent consisted of those between 46 and 50 years of age.

Table 2: Demographics
Variables N (%)
Gender
Male 186 (64.6%)
Female 102 (35.4%)
Age
<25 61 (21.2%)
26-30 115 (39.9%)
31-35 54 (18.8%)
36-40 18 (6.3%)
41-45 37 (12.8%)
46-50 3 (1.0%)
Education
Bachelor’s 47 (16.3%)
Master’s 218 (75.7%)
MPhil 23 (8.0%)
Designation
General manger 43 (14.9%)
Operational manager 30 (10.4%)

Other (credit, sales, cash officers, etc.) 215 (74.7%)
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4.2. Confirmatory Factor Analysis

Inferential analysis usually begins with the development and testing
of the measurement model through confirmatory factor analysis (CFA). The
measurement model further increases the applicability of the model in this
context. Various measures are used to test the fitness of the measurement
model. First, we find the CMIN/DF value to be 2.74, which is well below the
threshold value of 3 (Mclver & Carmines, 1981). Moreover, the goodness of
fitness index (GFI) value is found to be 0.902, which should ideally be at least
0.90 to achieve the minimum value (Tanaka & Huba, 1985).

On the third measure of the normed fitness index (NFI), the value
stands at 0.904, thus achieving the minimum threshold value of 0.90 (Hair et
al., 2017), and the Tuckerdewis index (TLI) was taken into consideration,
with a value of 0.924 (Bentler & Bonnet, 1980). Concerning the CFI, the
minimum suggestive value, which should be 0.940 (Hooper et al., 2008), is
in this case 0.942. Last, the RMSEA value stands at 0.072, which should
ideally be up to 0.080 (Browne & Cudeck, 1993).

To test the convergent validity, three criteria must ideally be met. The
first is that the standardized factor loadings (SFL) must be beyond 0.70,
which meets the criterion in this study. Second, all the constructs” composite
reliability values must be well beyond the threshold value of 0.70 (Nunnally
& Bernstein, 1994). Moreover, we have OC with a CR of 0.794, PCB at 0.934,
ETI with a value of 0.949, OD with a value of 0.909, and TL with a value of
0.871. Finally, the average variance extracted (AVE) should be at least 0.50
to confirm the convergent validity (Hair et al., 2006), which, as shown in
Table 3, contains the values of 0.564, 0.641, 0.863, 0.625 and 0.576 for the OC,
PCB, ETI, OD and TL, respectively. Hence, we conclude that this model
meets the threshold of convergent validity.

Table 3: Reliability and Convergent Validity

Latent construct Item code SFL CR AVE
Organizational change ocC1 0.831 0.794 0.564
0oC2 0.703
OC3 0.712
Psychological breach of contract PCB1 0.786 0.934 0.641
PCB2 0.751
PCB3 0.747
PCB4 0.802
PCB5 0.801
PCB6 0.855
PCB7 0.823

PCBS8 0.832
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Latent construct Item code SFL CR AVE
Employee turnover intention ETI1 0.982 0.949 0.863
ETI2 0.830
ETI3 0.967
Organizational identification OD1 0.756 0.909 0.625
OD2 0.745
OD3 0.786
OD4 0.903
OD5 0.809
OD6 0.732
Transformational leadership TL1 0.787 0.871 0.576
TL2 0.736
TL3 0.751
TL4 0.717
TL5 0.800

Note: SFL = standardized factor loadings, CR = composite reliability, AVE = average
variance extracted.

Discriminant validity refers to the “extent to which the items
measuring one construct are distinct from the items measuring the other
constructs” (Hair et al., 2006). All the values of discriminant validity can be
achieved when all the correlations among the latent constructs are less than
the square roots of AVE (Fornell & Larcker, 1981).

It is evident in Table 4 that all the correlational values are less than
the square roots of all the AVEs. Therefore, we can conclude that this study
also effectively fulfils the discriminant validity criteria. This means that the
participants could distinguish among the latent constructs present in the
study. Moreover, the table also shows that the mean values of OC, PCB, ETI,
OD and TL are 3.47,2.89, 2.97, 3.12 and 3.34, respectively. Thus, most of the
responses were around the mean value of 3, whereas the dispersion around
the mean was at a maximum value of 0.84 for OC and at the lowest value of
0.71 for ETL

Table 4: Descriptive Statistics and Discriminant Validity

Mean SD oC PCB ETI oD TL
ocC 3.47 0.84 0.751*
PCB 2.89 0.77 0.391%%* 0.800*
ETI 2.97 0.71 0.077 0.474%%* 0.929*
OD 3.12 0.79 0.221%*  -0.334*** -0.383***  0.790*
TL 3.34 0.81 0.062 S0.421%%%  LQ.447F%F  (0.541%F* 0.759*

Note: * = square root of AVE should be less than all the correlations, **p <0.01, **p <0.001.
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In the first step of our analysis, PCB is entered as a dependent
variable, and the demographics of the employees, including gender, age,
education, and designation, have been entered as independent variables.
The demographics taken into consideration have been used as the control
variables. This is primarily because these demographics can effectively
influence the relationship between the latent constructs, e.g., due to
differences in the age of males and females or because of educational levels
or differences in ranks and designations. Table 5 shows that only the
employees’ designation significantly influences the PCB.

Table 5: Hierarchal Regression Results

Model 1 Model 2 Model 3

Dependent Variable PCB OD ETI
B B B

Step 1
Gender -0.051 0.023 -0.006
Education 0.061 0.117* -0.090*
Age -0.013 0.305** -0.328**
Designation -0.237** 0.394** -0.391**
R2 0.18* 0.19* 0.20**
Step 2
Gender -0.047 0.019 -0.005
Education 0.069 0.128* -0.098*
Age -0.016 0.326** -0.348**
Designation -0.241** 0.381** -0.385**
OoC 0.380** -0.323** 0.297**
TL -0.353**
R2 0.26** 0.24** 0.23**
Step 3
Gender -0.041 0.020 -0.008
Education 0.072 0.122* -0.104*
Age -0.012 0.321** -0.352**
Designation -0.247** 0.376** -0.378**
PCB -0.239** 0.195**
OC x TL -0.425%**
R2 0.34** 0.30** 0.27**

Note: OC = organizational change, PCB = psychological breach of contract, ETI = employee
turnover intention, OD = organizational identification, TL= transformational leadership, *p
<0.05; **p < 0.01, **p < 0.001

Moreover, the standardized coefficient = -0.237, with a p value =
0.003, shows a significant impact on PCB. In the second step, Table 5 shows
that organizational change significantly influences the PCB, as the p value
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equals 0.002. Moreover, the value of the standardized coefficient is Beta =
0.380, which also shows a positive relationship between OC and PCB. Hence,
hypothesis 1 is supported. Furthermore, TL has a negative and significant
impact on PCB (standardized coefficient =-0.353, p value < 0.001).

In model 2, OD is entered as the dependent variable, and
demographics are entered as the independent variables. The results indicate
that employees’ age, designation, and education have a positive and
significant impact on the employees’ identification of the top organizations
(OD) that take into consideration the well-being of their employees. On the
other hand, employees” gender has no significant influence on OD. In the
second step, similar relationships have been observed as far as control
variables are concerned, and OC has a negative relationship with OD. In the
third step, we compare PCB against OD. Table 5 indicates that PCB
negatively and significantly impacts the organization’s identification. The
value of the standardized coefficient = -0.239, and the p value = 0.000. This
demonstrates a negative relationship between PCB and OCB and supports
hypothesis 2. In model 3, Table 5 shows that only gender has an
insignificant impact on turnover intentions, whereas the employee’s age,
education and designation have a significant but negative impact on ETI.
Similar results are observed in step 2, and the addition of OC has a positive
effect on ETIL. Furthermore, in step 3, the impact of PCB on ETI is explored.
The value of the standardized coefficient is 0.195, and the p value = 0.001.
Therefore, this shows that PCB positively and significantly impacts
employees’ turnover intentions. These findings thus support hypothesis 4.

To explore the moderation effect, the interaction term (TL*OC) has
been entered as an independent variable, and PCB is taken as the
dependent variable, as shown in Model 1. Transformational leadership
(TL), as a moderating variable, has a negative and significant influence on
the OC and PCB relationship (standardized coefficient= -0.425, p value <
0.001). For a low slope, i.e., -1 SD (TL), the results showed a high
significance level (standardized coefficient = -0.822, p value < 0.001.
However, at a high slope, i.e., +1 SD (TL), the results remained insignificant
(standardized coefficient = -0.028). The results show a significant impact of
the moderating variable (TL) between OC and PCB. This essentially means
that the TL weakens the relationship between OC and PCB at mean and
low slopes. These findings provide support for hypothesis 6.
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From Figure 2, we also note the convergence of the low level of TL.
A high level of TL shows that an element of moderation is present in the
model.

Figure 2: Graphical Representation of the Moderation Effect
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From Table 6, we see the indirect effects of PCB to be significant at a
value of 0.11 for EC and ETI. This essentially means that complete mediation
existed in the model, hence supporting hypothesis 5. Moreover, for the
indirect relationship between OC and OD, the PCB is significant at a value
of -0.12, which means that the PCB fully mediates the relationship between
these two variables, therefore supporting hypothesis 3.

Table 6: Results of Mediation Analysis

Variables ETI oD
Indirect effects through PCB 0.11** -0.12%*
R2 0.37 0.44

Note: ** = significant at 0.05.

To examine H7a and H7b, the researchers used a statistical
technique called moderated mediation analysis, which involved running
regression analyses and bootstrapping using PROCESS software (Model 7)
developed by Hayes (2013). This kind of analysis is supported by other
well-known studies as well (Igbal et al., 2020; Nyadzayo & Khajehzadeh,
2016). The results are presented in Table 7 and show the effect of the
moderator (TL) on the relationship between the independent variable (OC)
and the mediator (PCB) and the dependent variables (ETI and OD). The
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analysis revealed that for individuals with higher levels of TL, the effect of
OC on ETI through PCB was negative and significant (-0.0172), indicating
that the mediating effect of PCB was weaker for these individuals.
Therefore, H7a was supported. However, for the effect of OC on OD
through PCB, the results showed a positive effect for TL (0.0132), but the
confidence interval for the difference between the effects did not exclude
zero, suggesting that the indirect effect of OC on OD through PCB did not
vary significantly across TL. Thus, H7b was not supported.

Table 7: Results of Moderated Mediation Analysis

Index Bootstrap SE  Bootstrap LLCI Bootstrap ULCI
ETI -0.0172** 0.011 -0.0408 -0.003
OD 0.0132 0.015 -0.0150 0.0456

Note: ** = significant at 0.05.
5. Discussion

Previous studies show that whenever an organization undergoes
any major changes, it is frequently accompanied by employees’
psychological breach of contract. The extant literature makes it clear that
PCB experiences an increase due to the uneasiness and job insecurity that
develops among employees. Therefore, it is common to find a breach of
contract among employees, particularly in response to organizational
changes. This article also reveals that PCB has an impact on OC. In this
context, the empirical analysis results show that the p value = 0.002, which
is less than 0.05, which concludes that whenever a company fails to meet its
promises and obligations, it leads to employees” PCB.

If an organization considers restructuring, scholars have studied the
pivotal role of leaders in effectively reducing PCB. Supervisors” efforts can
bring about the desired results when developing an instinct for adopting a
balanced approach towards their subordinates. Studies show that
supervisors and their roles are critical, especially when a company
experiences a change such as organizational restructuring (Osisiogu, 2017;
Owie, 2019; Velasco & Sansone, 2019). Therefore, the empirical findings of
this article show how supervisors transform the situation and channel their
employees’ energies in the direction of the company’s goals. Furthermore,
the qualities of effective and efficient leaders play a decisive role in
modifying the perceptions of their subordinates. Consequently, we can
affirm that TL influences the perceptions of employees and helps reduce the
impact of PCB within company requirements.
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An organization may change through mergers, acquisitions, and
environmental disruptions. Therefore, it should always be ready to face the
employee’s reactions — positive or negative. In this scenario, the most
effective solution is to identify a leader with the appropriate skills who can
turn the possible negative results into more desirable ones. These leadership
skills, such as interactive behavior and effective sharing of information with
employees, can modify employees” perceptions, and they can ultimately
better confront the situation (Thamrin, 2012). This study shows that the
leadership approach’s impact is significantly positive in Pakistan’s private
banks. We conclude, therefore, that transformational leadership is the
ultimate solution that can be used to modify employees’ perceptions and, as
a result, reduce their negativity.

Employees” turnover intentions and identification with an
organization are two attitudes that we have examined in this study. The
most crucial attitude of employees is their identification with an
organization, that is, the extent to which they consider themselves a part of
an organization. Prior literature in this context suggests that the relationship
between organizational identification and employees’ approach towards
their job is a positive phenomenon (He & Brown, 2013). On the other hand,
when a company experiences a change, it tends to impact the employees’
perception negatively and results in PCB. Therefore, it is clear from our
findings that when a bank faces organizational change, it may be violating
the psychological contract, which eventually negatively impacts its
employees. This ultimately results in decreased employees’ sense of
identification towards the bank.

This study further reveals that PCB tends to influence the employee
turnover rate. The paper demonstrates an exchange relationship between
employees’ turnover intentions and their psychological breach of contact.
The literature written in this context shows that the relationship between the
company and its employees represents a psychological bond. This bond
carries commitment, loyalty and assurance, thus benefiting both parties
(Behery et al., 2016). Consequently, a violation of the psychological contract
breaks the employees’ bond, resulting in a decrease in loyalty. This distrust
can further lead to an increase in their turnover rate.

The findings of this paper also show similar results. Our empirical
findings show that when PCB takes place in a bank, it can influence the
employee turnover rate. As a result, when employees see that the bank’s
commitments are not met and they back out of their responsibilities, it is
common among employees to undergo psychological trauma that results
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in them leaving their jobs for other companies, which offers some stability
in this respect. Past studies also confirm similar results, which show that
PCB becomes a decisive point for employees; it carries the loss of employee
commitment and loyalty (Sandhya & Sulphey, 2020). Moreover, the
findings of this study are also consistent with Blau’s social exchange
theory. It is a common practice in Pakistani private banks that whenever a
violation of a contract occurs, employees perceive it as a disgrace to their
honor. They are then likely to detach themselves from the bank
psychologically. Noticeable reactions from employees include the loss of
job identification and finally resigning.

Last, this study also revealed that the relationship between OC and
ETI through PCB is influenced by the level of TL. Specifically, while OC was
found to increase PCB and enhance ETI, this effect was weaker for
individuals with a higher level of TL. However, we did not observe a similar
moderated mediation relationship between TL and the link between OC,
PCB, and OD for employees in the banking sector. This suggests that there
may be other factors that impact the relationship between OC and OD
through PCB that require further investigation. The results imply that the
relationship between OC and OD via PCB may not be holistically explored,
and other factors may need to be considered, such as personality traits or
situational factors.

6. Conclusions

The purpose of our study is twofold. First, it examines the impact of
OC on violations of employees” psychological contracts in the local private
banking sector. Second, it highlights the crucial role of the transformational
leadership approach, particularly when a bank experiences OC and PCB.
This paper collected data from 288 employees of four private Pakistani
banks. The analysis results showed that organizational restructuring usually
led to employees” violation of the psychological contract, which brought
negativity and distrust among the employees.

Moreover, employees are more likely to lose their commitment and
loyalty towards the organization. To counter this issue, the leader’s role
becomes vital. Leaders must have the ability to reduce such negativity
among employees and, at the same time, mobilize their energies. If
employees have faith in their leaders, they face less negativity and take
organizational restructuring as part of the organization’s routine activities.
At the same time, we must also acknowledge that organizations currently
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conduct their business in an uncertain environment, particularly in a
developing country such as Pakistan.

7. Research Implications

Pakistan’s political, legal and social situation is highly uncertain and
often volatile. Therefore, organizations should practice an element of
carefulness in making specific promises to their employees and be realistic.
Banks must communicate policies and commitments to employees
transparently during recruitment and prepare them for any change that
unfolds due to the transformations experienced in the business environment
or government policies.

As far as managerial implications are concerned, this study adds to
the knowledge of managers working in the banking sector by focusing on
the positive aspects of OC, as they can act as change catalysts and may
contribute to less PCB. Managers in private banks can also work on reducing
PCB to control the ETI, which may further escalate the OD. In addition,
managers must also act as transformational leaders to prevent the disastrous
impacts of PCB and consequently focus more on the positive aspects of OC
in the banking sector. In summary, this study provides an overall framework
for managers to cope with the elements that may occur due to unforeseen
events in the Pakistani private banking sector.

8. Study Limitations and Future Research Directions

This study has certain limitations owing to the constraints of
resources. Our findings have limited generalizability due to the small
sample size. Moreover, the study targets employees only in the private
sector. Hence, future scholars must conduct comparative studies between
the employees of public and private banks. Additionally, this paper focuses
only on the PCB and leadership approach.

In contrast, other factors, including job satisfaction, organizational
citizenship behavior (OCB), and employee engagement, have not gained the
required attention in this study. Last, the paper adopts a cross-sectional
design and collects data at only one point in time. Therefore, future
researchers may use the longitudinal design methodology to measure
employees’ psychological breach of contract over a longer period.



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 129

References

Agarwal Upasna, A. & Gupta, V. (2018). Relationships between job
characteristics, work engagement, conscientiousness and
managers’ turnover intentions: A moderated-mediation analysis.
Personnel Review, 47(2), 353-377.

Akhtar, M. N., & Rong, L. L. (2015). The impact of organizational change
on job satisfaction, and intention to quit: A mediating role of

psychological contract violation. European Scientific Journal, 11(29),
1-10.

Anderson, N., & Schalk, R. (1998). The psychological contract in retrospect
and prospect. Journal of Organizational Behavior, 19(1), 637-647.

Argyris, C. (1962). Interpersonal competence and organizational
effectiveness. Dorsey Press.

Aslam, U., Mugadas, F., Imran, M. K., & Saboor, A. (2018). Emerging
organizational parameters and their roles in implementation of

organizational change. Journal of Organizational Change Management,
31(5), 1084-1104.

Aujla, S., & Mclarney, C. (2020). The effects of organizational change on
employee = commitment. IUP  Journal — of  Organizational
Behavior, 19(1), 7-22.

Azeem, M. U., Bajwa, S. U., Shahzad, K., & Aslam, H. (2020). Psychological
contract violation and turnover intention: The role of job

dissatisfaction and work disengagement. Employee Relations, 42(6),
1291-1308.

Babalola, M. T., Stouten, J., & Euwema, M. (2016). Frequent change and
turnover intention: The moderating role of ethical leadership.
Journal of Business Ethics, 134(2), 311-322.

Bal, P. M. (2017) Age and the psychological contract. In N. A. Pachana (Ed.),
Encyclopedia of geropsychology. Springer.

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable
distinction in social psychological research: Conceptual, strategic,
and statistical considerations. Journal of Personality and Social
Psychology, 51(6), 1173-1182.



130 Organizational Change and Psychological Breaches of Contract

Bass, B. M., & Avolio, B. J. (2000). MLQ, multifactor leadership
questionnaire sampler set: Technical report, leader form, rater
form, and scoring key for MLQ form 5x-short. Mind Garden.

Behery, M., Abdallah, S., Parakandi, M., & Kukunuru, S. (2016).
Psychological contracts and intention to leave with mediation effect
of organizational commitment and employee satisfaction at times

of recession. Review of International Business and Strategy, 26(2), 184—
203.

Bentler, P. M., & Bonnet, D. G. (1980). Significance tests and goodness of fit
in the analysis of covariance structures. Psychological Bulletin, 88(3),
588-606.

Barnard, C. I. (1938). The functions of the executive. Harvard University Press.

Blau, P. M. (1964). Exchange and power in social life. Wiley Publications.

Braganza, A., Chen, W., Canhoto, A., & Sap, S. (2021). Productive
employment and decent work: The impact of Al adoption on
psychological contracts, job engagement and employee
trust. Journal of Business Research, 131, 485-494.

Bravo, G. A., Won, D., & Chiu, W. (2019). Psychological contract, job
satisfaction, commitment, and turnover intention: Exploring the
moderating role of psychological contract breach in National
Collegiate Athletic Association coaches. International Journal of
Sports Science & Coaching, 14(3), 273-284.

Browne, M. W., & Cudeck, R. (1993). Alternative ways of assessing model
fit. In K. A. Bollen & J. S. Long (Eds.), Testing structural equation
models (pp. 136-162). Sage Publications.

Burch, T. C., & Guarana, C. L. (2014). The comparative influences of
transformational leadership and leader-member exchange on
follower engagement. Journal of Leadership Studies, 8(3), 6-25.

Burns, J. M. (1978). Leadership. Harper and Row.

Carnevale, J. B., & Hatak, I. (2020). Employee adjustment and well-being in
the era of COVID-19: Implications for human resource
management. Journal of Business Research, 116, 183-187.



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 131

Cohen, A. (2015). Psychological contract breach. In Fairness in the workplace
(pp. 43-50). Palgrave Macmillan.

Conroy, S., Henle, C. A., Shore, L., & Stelman, S. (2017). Where there is
light, there is dark: A review of the detrimental outcomes of high
organizational identification. Journal of Organizational Behavior,
38(2), 184-203.

Conway, N., Kiefer, T., Hartley, J., & Briner, R. B. (2014). Doing more with
less? Employee reactions to psychological contract breach via target
similarity or spillover during public sector organizational change.
British Journal of Management, 25(4), 737-754.

Cooke, F. L., Wang, D., & Wang, J. (2018). State capitalism in construction:
Staffing practices and labor relations of Chinese construction firms
in Africa. Journal of Industrial Relations, 60(1), 77-100.

Coyle-Shapiro, J., & Kessler, 1. (2000). Consequences of the psychological
contract for the employment relationship: A large scale survey.
Journal of Management Studies, 37(7), 903-930.

Cullinane, N., & Dundon, T. (2006). The psychological contract: A critical
review. International Journal of Management Reviews, 8(2), 113-129.

Cummann, C., Fichman, M., Jenkins, D., & Klesh, J. (1979). The Michigan
organizational assessment questionnaire. University of Michigan.

Dahl, M. S. (2011). Organizational change and employee stress.
Management Science, 57(2), 240-256.

Damawan, A. H., & Azizah, S. (2020, January). Resistance to change:
Causes and strategies as an organizational challenge. In 5th ASEAN
Conference on Psychology, Counselling, and Humanities (ACPCH 2019)
(pp- 49-53). Atlantis Press.

Danial, M., & Nasir, Q. A. (2020). Effect of psychological contract on
employee’s performance with employee engagement as mediator.
Journal of Research in Psychology, 2(2), 24-34.

Dick, D. K. (2022). Effects of psychological contract breach on work
engagement and intention to quit (unpublished doctoral thesis).
University of Johannesburg.



132 Organizational Change and Psychological Breaches of Contract

Dixon-Fowler, H., O'Leary-Kelly, A., Johnson, J., & Waite, M. (2020).
Sustainability and ideology-infused psychological contracts: An
organizational-and employee-level perspective. Human Resource
Management Review, 30(3), 100690.

Donohue, R., & Tham, T. L. (2019). Psychological contracts. In Contemporary
HRM issues in the 21st century (pp. 33-50). Emerald Publishing.

Duran, F., Bishopp, D., & Woodhams, J. (2019). Relationships between
psychological contract violation, stress and well-being in
tirefighters. International Journal of Workplace Health Management,
12(3), 120-133.

Du, J., & Vantilborgh, T. (2020). Cultural differences in the content of
employees’ psychological contract: A qualitative study comparing
Belgium and China. Psychologica Belgica, 60(1), 132.

Epitropaki, O. (2013). A multi-level investigation of psychological contract
breach and organizational identification through the lens of
perceived organizational membership: Testing a moderated-
mediated model. Journal of Organizational Behavior, 34(1), 65-86.

Fapohunda, O. (2019). Strategies for mitigating employee turnover in the
Nigerian financial services industry (unpublished doctoral thesis).
Walden University.

Fornell, C., & Larcker, D. F. (1981). Structural equation models with
unobservable variables and measurement error: Algebra and
statistics. Journal of Marketing Research, 18(3), 382-388.

Freese, C., & Schalk, R. (2011). How to measure the psychological contract?
A critical criteria-based review of measures. South African Journal of
Psychology, 38(2), 269-286.

Gordon, S. (2020). Organizational support versus supervisor support: The
impact on hospitality managers’ psychological contract and work
engagement. International Journal of Hospitality Management, 87,
102374.

Gouri, K. (2018). The Impact of Psychological Contract Breach on Exit,
Voice, Loyalty and Neglect (Evin Model) (Doctoral dissertation,
UTAR). .



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 133

Griep, Y., Bankins, S., Vander Elst, T., & De Witte, H. (2021). How
psychological contract breach affects long-term mental and
physical health: the longitudinal role of effort-reward
imbalance. Applied Psychology: Health and Well-Being, 13(2), 263-281.

Guchait, P., Cho, S., & Meurs, J. A. (2015). Psychological contracts,
perceived organizational and supervisor support: Investigating the
impact on intent to leave among hospitality employees in India.
Journal of Human Resources in Hospitality and Tourism, 14(3), 290-315.

Guest, D. E. (2004). The psychology of the employment relationship: An
analysis based on the psychological contract. Applied Psychology,
53(4), 541-555.

Hair, J. F., Black, W. C., Babin, B. ]., Anderson, R. E., & Tatham, R. L. (2006).
Multivariate data analysis (Vol. 6): Pearson Prentice Hall Upper
Saddle River.

He, H., & Brown, A. D. (2013). Organizational identity and organizational
identification: A review of the literature and suggestions for future
research. Group and Organization Management, 38(1), 3-35.

Hooper, D., Coughlan, J., & Mullen, M. (2008, June). Evaluating model fit:
A synthesis of the structural equation modelling literature. In 7th
European Conference on Research Methodology for Business and
Management Studies (pp. 195-200).

Hussain, A., & Anwar, B. (2020). The mediating effect of leader-member
exchange on the relationship between psychological contract

breach and employees responses. Pakistan Social Sciences Review,
4(1), 306-319.

Islam, T., Khan, M. M., Khawaja, F. N. and Ahmad, Z. (2017). Nurses’
reciprocation of perceived organizational support: the moderating

role of psychological contract breach. International Journal of Human
Rights in Healthcare, 10(2), 123-131.

Igbal, Q., Ahmad, N. H., Nasim, A., & Khan, S. A. R. (2020). A moderated-
mediation analysis of psychological empowerment: Sustainable
leadership and sustainable performance. Journal of Cleaner
Production, 262, 1-12.



134 Organizational Change and Psychological Breaches of Contract

Jackson, N., & Jackson, N. (2019). Organizational Justice in Mergers and
Acquisitions: Antecedents and Outcomes. Palgrave Macmillan.

Jain, U. (2020). Integration Workplace Practices for Generation Z-an e-Delphi
Study (unpublished doctoral thesis). Walden University.

Jhatial, A. A., Jamali, N. M., Chandio, J. A., & Banbhan, A. A. (2018).
Psychological contract: Measuring the impact of employers’
inducements and expectations on employees” work-life balance
and loyalty. Grassroots, 47(1), 15-28.

Kiazad, K., Kraimer, M., & Seibert, S. (2014). A job embeddedness
perspective on responses to psychological contract fulfillment.
Academy of Management Proceedings, 1, 12362-12365.

Kutaula, S., Gillani, A., & Budhwar, P. S. (2020). An analysis of
employment relationships in Asia using psychological contract
theory: A review and research agenda. Human Resource Management
Review, 30(4), 1-22.

Lee, A., Thomas, G., Martin, R., Guillaume, Y., & Marstand, A. F. (2019).
Beyond relationship quality: The role of leader-member exchange
importance in leader—follower dyads. Journal of Occupational and
Organizational Psychology, 92(4), 736-763.

Lee, E. S, Park, T. Y., & Koo, B. (2015). Identifying organizational
identification as a basis for attitudes and behaviors: A meta-analytic
review. Psychological Bulletin, 141(5), 1049.

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial
test of the reformulated model of organizational identification.
Journal of Organizational Behavior, 13(2), 103-123.

March, J. G., & Simon, H. A. (1958). Organizations. Wiley Publications.

Mclver, J.,, & Carmines, E. G. (1981). Unidimensional scaling. Sage
Publications.

Millward, L. J., & Herriot, P. (2000). The psychological contract in the
United Kingdom. In D. M. Rousseau & R. Schalk (Eds.),

Psychological contracts in employment: Cross-national perspective (pp.
231-249). Sage Publications.



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 135

Mmamel, U., Abugu, J., llechukwu, L., Ogbo, A., Onodugo, V., Ofoegbu,
G., & Okwo, H. U. (2021). Exploring employer—employee
relationship: A psychological contract breach-exit voice and loyalty
effect mediated by the dark triad. South African Journal of Business
Management, 52(1), a2079.

Morrison, D. E. (1994). Psychological contracts and change. Human
Resource Management, 33(3), 353-372.

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed:
A model of how psychological contract violation develops.
Academy of Management Review, 22(1), 226-256.

Mujtaba, B. G., & Senathip, T. (2020). Layoffs and downsizing implications
for the leadership role of human resources. Journal of Service Science
and Management, 13(2), 209-228.

Newaz, M. T., Wang, D., Davis, P., Wang, X., Jefferies, M., & Sheng, Z.
(2021). A cross-cultural validation of the psychological contract of
safety on construction sites. Safety science, 141, 105360.

Nica, E., Manole, C., & Briscariu, R. (2016). The detrimental consequences
of perceived job insecurity on health and psychological well-being.
Psychosociological Issues in Human Resource Management, 4(1), 175—
181.

Nunnally, J. C., & Bernstein, 1. H. (1994). Psychometric theory (3rd ed.).
McGraw-Hill.

Nyadzayo, M. W., & Khajehzadeh, S. (2016). The antecedents of customer
loyalty: A moderated mediation model of customer relationship
management quality and brand image. Journal of Retailing and
Consumer Services, 30, 262-270.

Osisiogu, C. A. (2017). Transformational leadership strategies for
addressing voluntary employee turnover (unpublished doctoral
thesis). Walden University.

Owie, E. T. (2019). Organizational change and improved performance: The
role of transformational leadership. Humanities, Management, Arts,
Education and the Social Sciences, 7(4), 1-8.



136 Organizational Change and Psychological Breaches of Contract

Peng, J. C,, Jien, J. J., & Lin, J. (2016). Antecedents and consequences of
psychological contract breach. Journal of Managerial Psychology,
31(8), 1312-1326.

Rashid, S., & Ratten, V. (2021). Entrepreneurial ecosystems during COVID-
19: the survival of small businesses using dynamic
capabilities. World Journal of Entrepreneurship, Management and
Sustainable Development, 17(3), 457-476.

Rhydderch, M., Elwyn, G., Marshall, M., & Grol, R. P. T. M. (2004).
Organizational change theory and the use of indicators in general
practice. BMJ Quality and Safety, 13(3), 213-217.

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal
of Vocational Behavior, 66(2), 358-384.

Roberts, R. R., & Douglas, S. K. (2020). Psychological Contract Perception
and Contractual Employee Performance. Performance
Improvement, 59(10), 6-15.

Robinson, S. L., & Wolfe Morrison, E. (2000). The development of
psychological contract breach and violation: A longitudinal study.
Journal of Organizational Behavior, 21(5), 525-546.

Roehling, M. V. (1997). The origins and early development of the
psychological contract construct. Journal of Management History,
3(2), 204-217.

Rousseau, D. M. (1998). The ‘problem’ of the psychological contract
considered. Journal of Organizational Behavior, 19(S1), 665-671.

Rousseau, D. M., & McLean Parks, J. (1993). The contracts of individuals
and organizations. Research in Organizational Behavior, 15(1), 1-43.

Rousseau, D. M., & Tijoriwala, S. A. (1998). Assessing psychological
contracts: Issues, alternatives and measures. Journal of
Organizational Behavior, 19(S1), 679-695.

Sandhya, S., & Sulphey, M. M. (2020). Influence of empowerment,
psychological contract and employee engagement on voluntary
turnover intentions. International Journal of Productivity and
Performance Management, 70(2), 325-349.



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 137

Schein, E. H., & Bennis, W. G. (1965). Personal and organizational change
through group methods: The laboratory approach. Wiley.

Smollan, R. K. (2015). Causes of stress before, during and after
organizational change: A qualitative study. Journal of Organizational
Change Management, 28(2), 301-314.

Sparrowe, R. T., & Liden, R. C. (1997). Process and structure in leader-
member exchange. Academy of Management Review, 22(2), 522-552.

Suazo, M. M. (2009). The mediating role of psychological contract violation
on the relations between psychological contract breach and work-
related attitudes and behaviors. Journal of Managerial Psychology,
24(2), 136-160.

Tanaka, J. S., & Huba, G. J. (1985). A fit index for covariance structure
models under arbitrary GLS estimation. British Journal of
Mathematical and Statistical Psychology, 38(2), 197-201.

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., & Thiele, K. O. (2017).
Mirror, mirror on the wall: A comparative evaluation of composite-
based structural equation modelling methods. Journal of the
Academy of Marketing Science, 45(5), 616—632.

Taylor, M. S., & Tekleab, A. G. (2004). Taking stock of psychological
contract research: Assessing progress, addressing troublesome
issues, and setting research priorities. In J. Coyle-Shapiro, L. Shore,
M. Taylor, & L. Tetrick (Eds.), The employment relationship:
Examining psychological and contextual perspectives (pp. 253-283).
Oxford University Press.

Thamrin, H. M. (2012). The influence of transformational leadership and
organizational commitment on job satisfaction and employee
performance. International Journal of Innovation, Management and
Technology, 3(5), 566-572.

Thomas, H. D., & Anderson, N. (1998). Changes in newcomers’
psychological contracts during organizational socialization: A
study of recruits entering the British Army. Journal of Organizational
Behavior, 19(S1), 745-767.



138 Organizational Change and Psychological Breaches of Contract

Tomprou, M., & Bankins, S. (2019). Managing the aftermath of
psychological ~ contract violation: Employee-organizational
interplay, calling, and socio-cognitive coping in vulnerable work
populations. In Handbook of research on the psychological contract at
work (pp. 206-222). Edward Elgar.

Tseng, L. M., & Wu, J. Y. (2017). How can financial organizations improve
employee loyalty? The effects of ethical leadership, psychological
contract fulfillment and organizational identification. Leadership
and Organization Development Journal, 38(5), 679—-698.

Tufan, P., & Wendt, H. (2020). Organizational identification as a mediator
for the effects of psychological contract breaches on organizational
citizenship behavior: Insights from the perspective of ethnic
minority employees. European Management Journal, 38(1), 179-190.

Turnley, W. H., & Feldman, D. C. (1998). Psychological contract violations
during corporate restructuring. Human Resource Management, 37(1),
71-83.

Turnley, W. H., & Feldman, D. C. (1999). The impact of psychological
contract violations on exit, voice, loyalty, and neglect. Human
Relations, 52(7), 895-922.

Van den Heuvel, S., Freese, C., Schalk, R., & van Assen, M. (2017). How
change information influences attitudes toward change and
turnover intention. Leadership and Organization Development Journal,
38(3), 398—418.

Van Gilst, E., Schalk, R., Kluijtmans, T., & Poell, R. (2020). The role of
remediation in mitigating the negative consequences of
psychological contract breach: A qualitative study in the banking
sector. Journal of Change Management, 20(3), 264-282.

Velasco, M., & Sansone, C. (2019). Resistance to diversity and inclusion
change initiatives: Strategies for transformational leaders.
Organization Development Journal, 37(3), 9-20.

Wang, X. H., Fang, Y., Qureshi, I., & Janssen, O. (2015). Understanding
employee innovative behavior: Integrating the social network and

leader-member exchange perspectives. Journal of Organizational
Behavior, 36(3), 403-420.



Mubeen Khalid, Sulaman Saeed, Mukaram Ali Khan and Saba Shaukat 139

Wegman, L. A., & Hoffman, B. J. (2020). 21 Implications of the changing
nature of work for employee attitudes and work perceptions. In The
Cambridge handbook of the changing nature of work (pp. 446—466).
Cambridge University Press.

Winasis, S., Riyanto, S., & Ariyanto, E. (2020). Digital transformation in
Indonesian banking industry: Impact on employee engagement.
International Journal of Innovation, Creativity and Change, 12(4), 528—
543.

Xiong, Z., Jianmu, Y. E., & Pengju, W. A. N. G. (2017). Psychological
contract and turnover intention of dispatched employees:
Mediating effects of job satisfaction and organizational
commitment. Revista de Cercetare si Interventie Sociala, 56(1), 19-43.

Yang, C., Chen, Y., Roy, X. Z, & Mattila, A. S. (2020). Unfolding
deconstructive effects of negative shocks on psychological contract
violation, organizational cynicism, and turnover intention.
International Journal of Hospitality Management, 89, 102591.

Zhao, H. A. O., Wayne, S. J., Glibkowski, B. C., & Bravo, ]. (2007). The
impact of psychological contract breach on work-related outcomes:
A meta-analysis. Personnel Psychology, 60(3), 647-680.

Zhen, Y., Mansor, Z. D., & Abdullah, A. R. (2019, July). Psychological
contract and turnover intention: The moderating role of social
network. Proceedings of the 2019 10th International Conference on E-
business, Management and Economics (pp. 106-109).






	Blank Page

