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ABSTRACT

The main purpose of this study is to identify the relationship between psychological
contract breach and intentions to quit at among the administration and technical
employees Sapura Secured Technologies (SST), Kuala Lumpur. Other objective is
to include perceived organizational support to examine the mediating towards the
relationships between psychological contract breach and intentions to quit. Data was
collected through a questionnaire survey of 200 respondents using the approach of
quantitative research methods. Analysis of the quantitative data suggests that there is
a relationship between psychological contract breach and intentions to quit among
the employees. The results suggested that there is a significant and positive
relationship. Besides, this research also examines the relationship of perceived
organizational support towards the intentions to quit. The finding showed that there
is significant and negative relationship. The longitudinal study is advisable for future
research.

Key terms: Psychological contract breach, Intentions to quit, perceived
organizational support
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ABSTRAK /

Tujuan utama kajian ini adalah untuk mengenal pasti hubungan di antara
perlanggaran kontrak psikologi dan keinginan untuk berhenti di kalangan kakitangan
pengurusan dan teknikal di Sapura Secured Technologies (SST), Kuala Lumpur.
Objektif lain dalam kajian ini ialah mengkaji hubungan pengantara iaitu sokongan
organisasi terhadap keinginan untuk berhenti dari organisasi. Data diperoleh melalui
soal selidik terhadap 200 responden menggunakan kaedah penyelidikan kuantitatif.
Analisis kuantitatif data mencadangkan bahawa terdapat hubungan di antara
perlanggaran kontrak psikologi dan keinginan untuk berhenti. Hubung kait di antara
dua faktor ini didapati signifikan dan positif. Selain itu, hubungkait di antara
sokongan organisasi terhadap keinginan untuk berhenti juga dikaji. Kajian
mendapati hubungan pengantara ini adalah signifikan tetapi negatif. Kajian yang
lebih menyeluruh adalah dicadangkan untuk kajian seterusnya.

Kata Kunci: Perlanggaran kontrak psikologi, Keinginan untuk berhenti, Sokongan
Organisasi




TABLE OF CONTENTS

PERMISSION TO USE
ACKNOWLEDGEMENTS
ABSTRACT

ABSTRAK

TABLE OF CONTENTS
LIST OF TABLES

LIST OF FIGURES

LIST OF ABREVIATIONS

CHAPTER 1: INTRODUCTION
1.1 Introduction
1.2 Background
1.3 Problem Statement
1.4 Research Questions
1.5 Research Objectives
1.6 Significance of the Study
1.7 Scope and Limitations of the Study
1.8 Definitions of Key Terms
1.9 Organization of the Dissertation
CHAPTER 2: LITERATURE REVIEW
2.1 Introduction
2.2 Psychological Contract
2.3Psychological Contract Breach

2.3.1 Theories Related to Psychological Contract Breach

vi

ii

iii

v

vi

Xi

Xii

10

13

16

16

20



2.3.1.1 Equity Theory
2.3.1.2 Social Exchange Theory
2.4 Perceived Organizational Support
2.5 Intentions to Quit
2.5.1 Mobley’s Model
2.6 Relationship between Psychological Contract Breach towards
Intention to Quit
2.7 Relationship between Perceived Organizational Support towards

Intention to Quit

CHAPTER 3: METHODOLOGY
3.1 Introduction
3.2 Theoretical Framework
3.3 Hypotheses Development
3.4 Research Design
3.4.1 Types of Study
3.4.2 Unit of Analysis
3.4.3 Population
3.4.4 Sampling Techniques
3.5 Operational Definition
3.6 Measurement and Instrument
3.6.1 Questionnaire Design
3.7 Pilot Study
3.8 Data Collection and Administration

3.9 Reliability Test

vii

23

24

25

27

28

31

33

37

37

38

38

39

40

40

41

44

45

45

47

48

50



3.10 Normality
3.11 Techniques of Data Analysis
3.11.1 Descriptive Analysis
3.11.2 Correlation Statistics
3.12 Summary of Test on Hypotheses
3.12 Conclusion
CHAPTER 4: RESULTS AND DISCUSSION
4.1 Introduction
4.2 Descriptive Statistics of Demographic Factor of the respondents
4.2.1 Age.
4.2.2 Gender
4.2.3 Level of Education
4.2.4 Length of Service
4.2.5 Current Position
4.2.6 Quitting from Job in the Last 5 Years
4.3 Goodness of Measure
4.3.1 Reliability Test
4.4 Descriptive Analysis
4.5 Hypotheses Testing
4.5.1 Hypotheses 1
4.5.2 Hypotheses 2
4.6 Summary of the Test Results

4.7 Conclusion

viil

51

51

51

52

53

54

55

55

55

56

57

57

58

59

60

60

61

62

62

63

65

65



CHAPTER 5: CONCLUSION AND RECOMMENDATIONS

5.1 Introduction 66

5.2 Recapitulation of Results 66

5.3 Research Objectives 66

5.3.1Research Objective 1 66

5.3.2 Research Objective 2 67

5.4 Implications and Improvement Recommendations 69

5.5 Future Research 69

5.6 Conclusion 70

REFERENCES 71

Appendix A: Letter to conduct a survey 80

Appendix B: Questionnaires 81

Appendix C: Reliability Test: Pilot Test 86

Appendix D: Reliability Test: Main Study 92

Appendix E: Normality Test 98
Appendix F: Multiple Regression Main Study | 101



Table 3.1

Table 3.2

Table 3.3

Table 3.4

Table 3.5

Table 3.6

Table 3.7

Table 3.8

Table 3.9

Table 4.1

Table 4.2

Table 4.3

Table 4.4

Table 4.5

Table 4.6

Table 4.7

Table 4.8

Table 4.9

Table 4.10

Table 4.11

Table 4.12

Table 4.13

LIST OF TABLES

Population of Employees

Return Rate of Questionnaire Returned
Distribution of Variables

Pilot Study Reliability Test

Date of Questions Sent and Returned
Coefficients Alpha Scales

Cronbach’s Alpha for Main Study
Interpretation of Strength of Correlation
Statistical Analysis

Frequency Distribution by Age Group
Frequency Distribution by Gender

Frequency Distribution by Level of Education
Frequency Distribution by Length of Service
Frequency Distribution by Current Position
Frequency Distribution by Quitting from job in the last 5 years
Reliability Value (n=142)

Descriptive Analysis for Major Variables (n=142)
Results of Correlation Analysis (n-142)
Multiple Regression Analysis (n=142)
Multiple Regression Analysis (n=142)
Multiple Regression Analysis (n=142)

The Summary of Hypotheses Results

42

43

47

48

49

50

50

52

53

56

56

57

58

59

60

60

61

62

62

63

64

65



LIST OF FIGURES

Figure 1.1 An extended Psychological Contract Breach
Figure 1.2 Mobley’s Turnover Intention Model

Figure 3.1 Theoretical Framework

xi

20

30

37



CHAPTER ONE
INTRODUCTION

1.1 Introduction

Nowadays, competitive business environment is very important in order to keep
talents that enable the organization to be successful. A dynamic system is designed
as a whole limits for the flexibility of the business. Employees are viewed as the
heart of the organization, where they are most important asset for most organizations.
One of the most important service-based in organizations in Malaysia is
telecommunication industry. This industry is concern on the availability of excellent
quality for their employees to deliver, operate, maintain and well-manage their
products for a competitive advantage. The performance, attitude and behaviour of

employees ensure the successfulness and achievement of the organization.

Organizational support is the most important concepts that could retain the talented
employees in the organization and these is a key factor in increasing job satisfaction,
organizational commitment and decrease their intentions to leave the organization.
This research investigates the relationship of psychological contract and perceived
organizational support with intention to quit among the employees at
telecommunication sector. The traditional employment features such as job security,
promotion based on seniority and stable career path have all been endangered due to
the changes of the organization landscapes. Employees are important asset to the
organization and the successful organization depends on good relationship between

the employee and employer which subsequently develop a harmonious working



environment. In today’s highly competitive business environment, organizations
must have strategies for retaining their best people. If the employees are satisfied
with their workplace, the tendency for them to continuously stay with their
organizations will be high. Apart from that, it might also the some positive
organizational behaviour such as improved performance, decreased absenteeism,
enhanced organizational commitment, and increased organizational citizenship

behaviour (Meyer, Allen, & Smith, 1993).

This research focuses on the telecommunication industry in Malaysia where
researcher believes organizations in this sector need to retain their talents who will be
better able to provide the best services to their loyal customers. However, the main

concern is what are the employees expect from their employer?

Here, researcher examines the expectations of the employees’ believe such as
appreciation in the organization and sharing common values between organization
and employees. Human Resource Manager must ensure that their employees feel that
they are being appreciated and thus satisfy with their works. Satisfied employees are
more likely to make themselves attach with the organization. It has been proven that,
employees who are supported by their organization feel that they are valuable and
thus may motivate them to improve their positive behaviour and attitudes towards the
organization. Here, perceived organizational support has an impact on continuous

commitment from the employee to their employer, either positively or negatively.

According to Malaysian Employers Federation, there are 5.5 million of employees

who work at private sector. Each of the employees contributes their skills and



knowledge to the organizations. Some of them are hoping to get the
acknowledgement from the company for their achievement. The other factor that
affect the employment relationship is when the management give a pressure to the
employees, and it will increase the intention to quit among them (Nor Liza,
Noradamzah, Rasidah Arshad, Rosmah Mat Isa & Rohayu Abd Ghani, 2011). An
organization can be defined as a social community in creating, sharing and

transferring explicit and tacit knowledge (Nor Liza, et. al., 2011).

Psychological contract is an individual’s belief in terms of conditions in an exchange
relationship between employee and employer (Rousseau, 1989). In the other word,
this exchange is focusing on mutual obligations between an employee and the
employer. Psychological contract breach can be defined as no recorded and formal
written document contract between the employee and employer because sometime it
is discussed openly and are accepted by both parties (Suazo, 2011). For example,
employees have high expectations such as career opportunities, training and
development, promotion, job security and respectful treatment within the working
environment from the organization. In return, employer expects their employees to
show their loyalty, willing to work extra hours, multitasking or giving the innovative
ideas. Since the agreement is not done through written document, it is possible that
the employer might unfulfill or amend it at the later stage of an employee’s tenure.
According to Md. Hassan (2011), psychological contract breach happens between
the employee and employer when the employee believes that organization has failed
to fulfil their part of obligation Even though organizations may endow in long-term
relationships with their employees, still, psychological contract breach can reflect on

the impact of work performance (Bal, Chiaburu, & Jansen, 2010).



This study identifies the relationship of psychological contract breach and perceived

organizational support towards employee’s intention to quit.

1.2 Background of the Study

This research aims to find the answers to the various questions especially when
researcher had relating to the nature of the psychological contract of administration
and technical employees specifically. While working as an administrator at this
company, which is responsible for managing operation and maintenance team at
various regional in Malaysia, a variety of attitudes and behaviours are uncovered
among staff members. Numerous studies on the relationship between employees and
their organization have been done in the past years. However, less study related on
the psychological contract between private employees in Malaysia had been done.
This research will cover the studies on psychological contract breach and perceived
organizational support to the implications towards employee’s intentions among the
employees at Sapura Secured Technologies. This company main area is
telecommunication provider especially for defence and military in government

sector.

Most important aspect in telecommunication in on their technology innovation that
may affects the competitive environment. According to Malaysian Investment
Development Authority (2012), cellular telecommunication services in Malaysia
cover up to 96 percent of populated areas, with more than 35.7 million subscriptions.
In Malaysia, the major telecommunication network operators are Telekom Malaysia,

Maxis, Celcom ad Digi Communications. While the emerging competitors are YTL



Communication, U Mobile, Timedotcom, Astro, PacketOne Wimax and others small

and medium sized enterprises such as Sapura.

A psychological contract is basically what the employee expects from the
organization and what the organizations expect from their employees. The most
important aspect in the employer-employee relationship in modern business is
psychological in nature, researcher believe that perceived expectations and
obligations can drives towards employee’s job behaviour significantly (Md. Hassan,
2011). The nature of psychological contract can have a strong influence on
organisational outcomes. Psychological contract is a condition when there are is a
unwritten and implicit contract held by the organization about what they should
offer, and what the employees should be obligated to provide, in the exchange of the
relationship (O’Donohue, Sheehan, Hecker, & Holland, 2007). The approach
towards the psychological contract is that the belief is informally agreed by the
employee and the employer, it exist only based on the employee’s perception (Md.

Hassan, 2011).

1.3 Problem Statement

The concept of psychological contract is now of worldwide interest and significance
thought it has as yet generated perhaps more questions than answers. It is very
important for the organization to take psychological contract breach as important
issues in managing their employees. Psychological contract breach happened when
employee believe they received less than what was promised by the employer

(Suazo, 2011). This situation and issue is reality and happen in many organization, it



will give a result in several negative job behaviour, decreased in employee trust and
possibility to leave the organization, which it may affect the overall organizational

performance (Md. Hassan, 2011).

There has been less study done on the psychological contract breach concerning
private sector employees in Malaysia, and as a result there is less current literature on
this area of interest. It was found that employees who were more committed to their
organizations had lower intention to leave than those with lower organizational
commitment. Baek-Kyoo and Park (2010), studied on a relationship of turnover,
organizational commitment, job satisfaction and turnover intention. From the result,
they believe that employee’s satisfaction is occurred when employer are able to
provide a god and healthy working environment. Career satisfaction and

organizational commitment is the main reason of employee’s turnover intention.

Employee turnover is a critical problem to the organization in term of loss of their
talent, recruitment and training cost. According to Malaysian Employers Federation
(MEF), a survey conducted between June 2010 and July 2010 on executive position
with 143 companies across the nationwide showed that Malaysian companies on
attrition rate of are between 9.6 percent. In the survey with the industries, the highest
annual averages of turnover rate in the non-manufacturing sector are Information
Technology and Communication (75.72 percent), Associations and Societies (33
percent), and Hotel and Restaurant (32.4 percent). There are higher cost for the
organization in expenses such as training and loss of productivity. Intention to quit is

one of the antecedents of employee’s turnover. Researchers found out that employee



who are committed to their organization have lower intention to quit from the

company.

In this study, researcher would like to highlight the issue of psychological contract
breach and perceived organizational support among the employees which raised into
the human resource issues such as intention to quit. These problems happened almost

in every organization and every employee and employer involved with it.

Therefore, problem statement that may arise is how psychological contract breach
and perceived organizational support may cause the intentions to quit within

employees at Sapura Secured Technologies.

1.4 Research questions

In order to accomplish a research, a constructed research question is necessary as a
path of the research. The researcher would like to examine the implications that may
arise by psychological contract breach and perceived organizational towards
intentions to quit. There are two research questions that have been prepared to

accomplish the purpose of this research.

i. Is there a relationship between psychological contract breach and intentions
to quit?
ii. Is there a relationship between perceived organizational support and

intentions to quit?



15 Research Objectives

The aim of this research is to examine the relationship between psychological
contract breach and perceived organizational support towards employee’s intention
to quit among executive and technical employees at Sapura Secured Technologies. It
will give a greater understanding for the organization on the current issues.
Therefore, the specific objectives of this research work are as follow in order to
understand specific relationship between the variables. The following objectives of

this study are as below;

i. To examine the relationship between psychological contract breach and
intentions to quit.
ii. To examine the relationship between perceived organizational support and

intentions to quit.

1.6 Significance of the Study

The researcher wishes to establish that there is a relationship between psychological
contract breach and perceived organizational support with employee’s intentions to

quit.

The significance of the research from the employee’s perspectives depends on how
they identify the implications and it happened due to lack of knowledge in the
psychological contract. Here, the literature will help to improve the employment

relationship with their employers.



This significance from this study will assist organizations in order to identify and
develop in increasing employee and employer relationship into harmonious working
condition. From the finding, Human Resource Professionals can use it to assist them
to gain knowledge on the issue happen in their organization and at the same time

they will increase the employee’s job satisfaction.

This study is aimed in order to help the employees in identifying the main factors
that will help them in being committed and loyal to the organization. The factor will
make the employees will feel satisfied and directly, it will make them stay longer in
the organization. The longer employee stays with an organization, the more valuable

they will be in terms of seniority, skill and knowledge.

With this study, the researcher also hopes to add value to prove that psychological
contract breach is a serious issue in the organization where each person in the

organization involved with this matter.

1.7 Scope and limitations

The scope of study covers the employees from Sapura Secured Technologies who are
based at central region. They are come from various position either executive or
technical post. The study focuses on the relationship of psychological contract breach

and perceived organizational support with employee’s intentions to quit.



The limitations are firstly, the findings of the study are limited to the sample only
from employees at Sapura Secured Technologies. It may limit the generalizability of

the findings that may not represent the whole judgemental.

Secondly, the data gathered only form one type of instrument which was a set of
questionnaire. In this research, only three factors that will be studied which are

psychological contract breach, intentions to quit and perceived organization support.

Third, researcher is faced with the problem of lack of experience in handling and

conducting a good dissertation.

There are still many factors affected by psychological contract breach that are not

taken into account in this research.

1.8 Definition of key terms

1.8.1 Psychological Contract

According to Rousseau (2004), psychological contract can be defined as a
mutual agreement or beliefs based upon promises expressed or implied,

regarding an exchange agreement between an individual and organization.

1.8.2 Psychological Contract Breach

Rousseau (2004), defined psychological contract breach as one’s perception
that another has failed to fulfil adequately the promised obligation of the

psychological contract.

10



1.8.3 Job Satisfaction

Job satisfaction is considered to be an attitude, an emotional and
psychological response to a feeling of achievement of fulfilment of personal

motivations (Matthewman, Rose &Hetherington 2009).

1.8.4 Organization Commitment

Organizational commitment has been defined as the relative strength of an
individual’s identification with and involvement in an organization (Furnham,

2005).

1.8.,5 Intentions to Quit

Intentions to quit can be defined as a psychological process that many
employees will go through when they are considering alternative employment
options due to some measure of dissatisfaction with their current employment

situation (Sadeep & Manjari, 2010).

1.8.6 Perceived Organizational Support

Eisenberger, R., Fasolo, P., and Davis-LaMastro, V. (1990), defined
perceived organizational support as ‘global belief that employees concern the
extent to which the organization values their contributions and cares about

their well-being.

11



1.8.7 Organization Support Theory

Eisenberger (1986), define organizational support theory as a socioemotional
needs that give benefits to the increased of work effort, employees from a
general perception concerning the extent to which the organization values

their contribution and most importantly in cares about employees well-being.

1.8.8 Equity Theory

Equity theory can defined as the sense of fairness commonly for motivation,
is dependent on the comparison the employees make between their reward
ratio and with enjoy ration by other consideration to be in similar situation

(Matthewman, et. al., 2009).

1.8.9 Social Exchange Theory

This theory view relationships as a series of social performances and
exchanges and acknowledges that the basic motivation to enter into any
relationship whether dyad or group is the expectation of obtaining something

from the relationship, some kind of reward (Matthewman, et. al., 2009).

12



1.9 ORGANIZATION OF THE THESIS

The whole research is composed of five chapters and has been arranged in
accordance with the following chapters starting from chapters one to five as

illustrated below:

Chapter One

The introduction started in this chapter by discussing the concept of the
psychological contract began, in many countries, especially in the Malaysia
perspectives. Besides, researcher also discuss about the problem statements regarding
on this issue. A various research questions arising regarding on the psychological
contract, follow by the uncovering of the attitudes, behaviours and expectations from
the employees. Furthermore, the main objective of this dissertation was explained.
Next, the justification of this research was illustrated by discussing the
rationalization and limitations for undertaking this research. In the next chapter is a
research literature review, where it is intended to have a comprehensive discussion
on the relevant psychological contract breach and effect towards job satisfaction,
organization commitment, intentions to quit and perceived organization support and
to review current literature on psychological contract in an effort to investigate the

research questions.

Chapter Two:

This chapter presents a broader literature review of the psychological contract, and
discusses the contextualizing of the focus of research and brings out the gap in the

psychological contract literature. Researcher will focus on the relationship of

13



psychological contract breach with the employee’s intentions to quit and perceived
organization support. Here, will give a various definitions and concepts from others
scholar’s view regarding the issues in psychological contract breach and violation
and why the subject is important. Finally, the impact of the psychological contract

breach and employee response to it is explored

Chapter Three:

This is the research methodological chapter. In this chapter, the description of the
method is utilized. It is where the theoretical framework, research design,
measurement and data analysis was conducted. This chapter demonstrates how the
research design was conducted and shows its compatibility with the research
methodology. A primary concern is to discuss the place where research fieldworks
will be undertaken. Later, a strategy is explained with the extent to which the
methodology adopted is able to explore the phenomenon. Then, the concept of

quantitative is discussed.

Chapter Four:

Chapter four presents the analysis result of the study. A set of questionnaires were
distributed to 200 technical and administration employees in the selected
organization. All the respondents had work experience ranging from one to five
years. A structured questionnaires consisting of scales on psychological contract
breach, intention to quit and perceived organization support was used to collect the
data. It includes the result of respondent’s characteristics, the result of Pearson

Correlation and Multiple Regression.

14



Chapter Five:

This is the final chapter which will be presented the research findings and discussion.
Then, the conclusion of this research outlining the implications of the findings
between the employees are been discuss. The limitations of this research are also
outlined, and the contributions this research has made are assessed. Finally,

recommendations of potential areas for future research are offered.

15



CHAPTER 2

LITERATURE REVIEW

2.1 Introduction

This chapter reviews the literature on psychological contract, psychological contract
breach, intentions to quit and perceived organizational support. The literature review

focuses on

1. The psychological contract breach and intentions to quit

2. The perceived organizational support and intentions to quit.

It begins by presenting some empirical studies on the topic which includes the
definition of psychological contract and psychological contract breach. Besides, a

theory related will be discussed for in depth information.

2.2  Psychological Contract

The concept of the psychological contract has becomes more and more mysterious,
particularly over the past ten years ago. The relationship between the individual and
the organization may be described as the psychological contract. Recently, the issue
of psychological contract and implications towards the employees and employer
become familiar with the researcher. However, there still less research conducts with
technical staff especially in Malaysia. There are a numbers of researches done in
psychological contracts that has focused on the way employees respond to the issues
of psychological contract breach in which employees believe that they have received

lower incentives than they expected or promised.

16



Nowadays, every year there are increasing numbers of university graduates and many
of them are willing to work in professional sector. Thus the issue of psychological
contract become an important issue to the employer and employee. The graduate
students have less knowledge on this issue and this issue become serious topic in the
working environment. There is a gap where less research conduct in Malaysia either
in public or private sector. It is important for both employee and employer to
understand on this issue and the consequences towards it. Researcher believes that
relationship towards employer-employee relationship is when what the employee
expect from the organization and what the organization expect from them. Most of

the expectation may not found in the conventional contract employment

“Employees and employers need to agree on the contributions that employees will

make to the organizations and vice versa” (Rousseau, 2004)

The term psychological contract was applied in the early 1960, but became more
well-known in the early 1990 (Suazo, 2002). It can be defined as the awareness of
employee — employer relationship on the mutual obligations on each other. The
contracts will often be informal, unwritten and vague. For example, there are such
promises made during the recruitment process or in performance appraisal by the
employer but it is unrecorded. The employee had seen it as the promises and
expectations made by the employer as they believe that they are part of the

relationship with the employer.

Psychological contract is as a set of expectations held by individuals specifying what
the employee and organization expect to give and receive from each other in the

working relationship (Furnham, A., 2005). In the other word, it is establishing an

17



exchange of promises and contributions between employer and employee. It may
take many forms such as employees tend to be long, open-ended and dynamic, and
take into consideration diffuse responsibilities. Once the employees enter the
organization, most of them have some sort of psychological contract with their
employer. However, some of them have vague information and my not know that
their employer broke down the contract. The concept of psychological contract is
easy to understand but difficult to define. From the perspective of employee
psychological contract is promissory that researcher believe it was made by the
employer to the employee when they entering the organization. However, they were
no written contract towards the promises. There are vary definitions but mostly
researcher defined it as promissory, implicit, reciprocal, and perceptual that is based
on expectations. In the other word, management believe that psychological contract
can be discriminated from the legal contract of employment, so that they promised of

an uncertain expression in the reality of employment relationship.

Besides, psychological contract has been identified as a useful concept for manage
day to day relationships between employers and employees subsequently
consequences including work attitudes and performance. Researcher believe that if
the organization succeeds in giving an inclusive on the working relationship, the
psychological contract can still can lead to job satisfaction, higher levels of
commitment and more intentions to remain. However, if employees notice that the
organization has failed to fulfil one or more of their obligations, indirectly the
psychological contract breach may occur. There are a variety of studies on the
relationships between breaches of psychological contract and lower job satisfaction,
organization commitment, organization citizenship behaviour, turnover intentions

and turnover behaviour.
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According to Rousseau (1998), the psychological contract is a give-and-take
situation as both employee and employer are beliefs of mutual obligations existing in
context of the employee and employer relationship. Employees are more concerned
on the exchange agreement with their organizations. Besides, it binds the employee
and employer relationship to underlying effective work performance, increase
employee commitment and loyalty towards the organization’s goal. Guest (1998),

had proposed a model of psychological contract and the consequences.

There are two types of psychological contracts either transactional or relational
contracts. Transactional contracts are applied on a short-term basis that focuses on
the concrete content of the contract (George, 2009). Typically, transactional contracts
are based on a pay incentive as a primary with employees focus more on extrinsic
outcomes, such as pay or benefits, and less on intrinsic outcomes, such as the job
satisfaction or acceptance in the workplace. Relational contracts are used on a long-
term basis and emphasize the degree of social exchange between workers and
employers (George & Jones, 2005). Relational contract include emotional
involvement and more open-ended relationship where employees guarantee their
loyalty to the organization if there is an exchange for security, career development

and membership in the organization.
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Figure 1.1: An extended Psychological Contract. Based on Guest (1998)
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Source: Adapted from George, C. (2009) The psychological contract: managing and

developing professional groups.

2.3  Psychological Contract Breach

Many researchers found out that when employers are failed to deliver or broke the

promises, there are negative

impacts on employee’s job

satisfaction and

psychological contract as a whole. In this case, employers are responsible for the

breaches because they are the failed to fulfil the promised contract or sometimes

performance reviews are badly handled.
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Psychological contract breach happened when there is vague or implicit contract is
that the employer may not know when they have broken the contract. When an
employee believes they have been unfairly overlooked for promotion, the
psychological contract that has been established may undergo a radical version
(Furnham, 2005). A broken psychological contract may lead to employee feeling less
committed to the organization. Previously, many studies revealed the relationship
between psychological contract breach and organization commitment, turnover or
intentions to leave or remain, job satisfaction and performance revealed that when
the organization less meets the expectations of its employee, there are more
consequences towards it. Schalk and Robert (2007), found out that a psychological
contract breach is related to lower commitment to the job and organization, less

identification with the organization and higher turnover intentions.

A study by Robinson (1996) revealed there are a negative relationship between
psychological contract breaches and organizational citizenship behaviour, job
performance and intentions to stay with the organization and a positive relationship
with turnover. Some scholar defined psychological contract as an implicit because it
is unspoken, unwritten and only becomes noticeable when breached is occurred
(George, 2009). Research has found that breach of the psychological contract
between employer and employee can decrease job satisfaction, lowered
organizational citizenship behaviour, low perceived organizational support and high
intention to leave. Psychological contract specifies what individual believe they owe
to the organizations and what they believe they will get in return. While,
psychological contract breach occurs when an employee perceives that the

organization has not live up to its promises or obligations.
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In the other word, psychological contract breach happened when an organization
failed to fulfil the obligations and promises towards their employees. Past research
recognized that employees who believed that their obligations to them were
unfulfilled, they will display a negative impact towards their work outcomes, such as
lower work performances and attitudes (lower level on job satisfaction,
organizational commitment, trust in the organization, and a greater intent to leave the
organization). Researcher believes that employees who received more than they
expected in terms of promises delivered, they tend to increase their work

performance, and show a continuous commitment to the organization.

The effects on the employee’s achievement and work outcomes may be subjected to
the perceptions and reactions on how promises are fulfilled or unfulfilled by the
employer. Each employee may have different reaction towards the promises made
and conveyed by the employers. Breach has been found to have a direct and indirect
negative impact influence in job behaviour. Here, research will focus on intentions to
quit among the employees at Sapura Secured Technologies based in central region of

Malaysia.

Psychological contract breach is expected to be negatively related to intention to stay
with organization. When employers do not fulfil their promises and obligations, the
employee’s may respond by altering their contributions to the organization by

reducing their efforts and performance (Bal, Chiaburu, & Jansen, 2010).
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2.3.1 Theories Related to Psychological Contract Breach

There are two similar theories that can be perceived with psychological contract
breach which are equity theory and social exchange theory. Equity theory states
that individual determine equity by comparing their contribution (investment)
and their rewards (outcomes) to those of their comparisons (Morand &
Merriman, 2012). While social exchange theory proposes that exchange to
minimize costs and maximize benefits for either tangible or intangible goods.
Researcher found out that both theories have a relationship between employees

and the employers based on what the employees expect in return.

2.3.1.1 Equity Theory

Equity theory focus on the social comparisons resulting from interactions or
exchange among people makes it relevant to many aspects of behaviour in
organization, especially those involving the effects of compensation on
individual level of motivation for task performance (Ryan & Deci, 2000). The
main role in equity theory is that employees are motivated to secure what
they perceive to be a fair return for their efforts (McKenna, 2000). Equity
theory is emphasizing the role that perceived cost is not just a rewards, but
together with motivational processes. The theory is founded on as assumption
that employee are likely to be motivated to perform particular behaviours to
the extent that they are perceived to be just (Haslam, 2004). The sense of
inequity could motivate people to do more or less work depending on the
nature of inequity. In the other word, the greater of inequity, the stronger

level of motivation. Here, it clearly stated that equity theory indicates
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individual to respond to a positive action with another positive action such as
rewarding kind actions. While, psychological contract also based on the belief
in an obligation of reciprocity. Both psychological contract and equity theory
are concerned with the formula of give and take from both employee and
employer relationship. However, equity theory believes that there should be
proportional balance between what the individual give and what they will get
back in future. While, psychological contract do not consider that there
should be a balance in the inputs and outcomes of the relationships, only that

the other party promised should be fulfilled.

The psychological contract is a scope of expectations of rights and privileges,
duties and obligations, which is occur of informal agreement, but still have an

important influence on employee’s behaviour (Furnham, 2005).

2.3.1.2 Social Exchange Theory

Social exchange theory can be defined as the mutual benefit that has been
agreed with parties, employee and employer (Robinson, 1994). Social
exchange theory proposes that employees are motivated to increase their
work productivity when their employment contract is based upon a fair social
exchange. Social exchange theory gives a clear understanding on the
importance of employees’ motivation and achievement of organizational
goals. The approaches to organizational behaviour incorporate employee’s
motives to carry out the activities within the mutual obligations between

employees and employers. The idea is that, when employees enter the
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2.4

organizations they voluntarily do as they please, say exactly what they think
and act as necessarily in return for certain rewards (Haslam, 2004).
Psychological contract involve the employees that recognize that their
organization may provided them with more incentives than they expected
such as job security, career development and better welfare package.
Employee believes when they have met the obligations to their employer,
they may increase their sense of obligation to the employer (Turnley, Bolino,
Lester, & Bloodgood, 2003). Negative imbalances can create the inequalities
on the employment relationship. It involves a process of both giving and

receiving by the individual and their organization.

Social exchange theory is an exchange process to maximize benefits and
minimize cost in social behaviour (Cherry, 2012). According to this theory,
when the social relationship is broken, people will terminate or abandon that
relationship. As an employer, need to understand that a good relationship give

a lot of benefits to both such as companionship and social support.

Perceived Organizational Support

Perceived organization support can be expressed as perception of importance by the

organization in contributing the employees (Colakoglu, Culha & Atay, 2010).

According to Eisenberger, Fasolo and Valeria (1990), perceived organizational

support can be labelled as willingness of the organization to reward their diligent

employees to which the organization cares about employee’s well-being and

contributions. Employee may expect the perception such as considering employee
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goodness by the organization, appreciation and sharing common values between
employee and employer. Employee who is supported by the organization may feel
that they are valuable towards the organization and feel the sense of belonging. To
this effect, they may satisfy with their job and stay with the organization for a long

time.

According to Waung (1995), new employee’s have a positive perception about the
perceived organizational support that related with high commitment to the
organization and indirectly it will lower the cases of intentions to quit. Besides, it is
very important to understand that, perceived organization support had a big impact in
remaining the employee. Waung (1995), believed that perceived organizational
support can be as a mediating factor towards the organization commitment and

intentions to quit.

Perceived organizational support created a reason of positive employee’s attitude and
behaviour by creating a harmonious job conditions and provide necessary human
resource practice (Eisenberger, Huntington, Hutchison, & Sowa, 1986). The main
role of perceived organizational support is fair treatment, supervisory support and
rewards also a favourable job conditions. It will help to strengthen the employee-
employer relationship and as the result employees will give greater efforts for

fulfilling the organization’s goals.

The social exchange theory maintains the relationship of employer-employee to
maximise the benefits. It is important to understand the factor of employee’s

motivation and the achievement of organizational goals. Here, it will generate the
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feelings of belonging towards the organization, which in turn employees may repay

the organization through the norm of reciprocity (Eisenberger, et.al., 1990).

2.5 Intentions to Quit

The term intentions have a very broad definition by many researchers. Intention is
something that people intend to do (Longman dictionary, 2010). While Ajzen (1991),
in the theory of reasoned action describes an intention as person’s behaviour.
Intention is a person’s judgment to perform positive or negative behaviour. This
intention is determined by a specific behaviour, subjective norms and perceived

behavioural control.

According to Sadeep and Manjari (2010), intention to quit is a situation where the
employees plan to discontinue the relationship with their organization. When the
employees are planning to leave their organization, there are many consequences
happened such as absenteeism and lower job performance. It was happened when the
employees feel unhappy and dissatisfied with their work. There are many reasons
due to employee’s intention to quit especially when they feel the employer failed to

fulfil their needs and rewards for their work outcome.

As an employer, they need to understand, when an employee leaves the organization,
it will affect the other remaining employees in completing their duties and indirectly
will decrease their job satisfaction. It is important to satisfy the remaining employees
in order to decrease the intention of quit from their job (Chan, Sok, Chee-Leong &
Syuhaily, 2010).
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Social exchange theory and equity theory can provide a clear understanding of the
outcomes of intentions to quit. All the theories provide an explanation of employee’s
desire to quit from the organization based on the lack of rewards of their efforts by
the organization, poor supervisory, lack of justice and unmet expectations especially
in job promotion or security (Sandeep & Manjari, 2010). There are many researches
that found out there are significant gap that related to the consequences of intentions
to quit. The unhealthy organization is the factor that employees always think of to
quit from the organization. Employees who are stay with their organization against
their tendency may caused a poor quality of work and affect their morale of their
unexpected behaviours. Employee high intentions to quit may have deviant

behaviours that can be a negative impact to the organization.

Many researchers believe that psychological contract breach is the mainly reason of
employee’s intention to quit. A studied by Suazo (2009), found out that
psychological contract breach develop a sense of anger and betrayal because of
broken promises. So that, it was found that psychological contract breach to be

positively related with intentions to quit.

2.5.1 Mobley’s Model

According to Mobley’s model, there is a process that related to the intentions of
employees to quit from job. A systematic of turnover decision process is shown

in figure 1.2 in the next page.
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Here, the process of quitting or intention to quit from job mostly is based on the
satisfaction or dissatisfaction of the employees. Dissatisfaction factor is the main
factor of quitting from job. If the employees are able to find an alternative job,
they may think about the quitting and start to search the alternatives. After the
evaluation and comparison of alternatives with the present jobs, intentions to quit

will be stimulated. The last stage is decision on quit or stay form the organization
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Figure 1.2: Mobley’s Turnover Intention Model
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Source: Adapted from Mobley, W.H. (1977). Intermediate linkages in

the relationship between job satisfaction and employee turnover.
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2.6 Relationship between Psychological Contract Breach towards Intentions

to Quit

Attitudes at work are important for a number of reasons because it will affect job
satisfaction, cooperation with others, an image on the organization is presented to
client, work motivation and the employee’s psychological and physical well-being.
Work attitude may be shaped by strongly held social values and belief. When the
employee quit from the organization, they takes with them an attitude that affects
others employee personal as well as workplace environment. It is important for the
employer to understand the meaning of attitude because it is related on the way an
individual performs. Attitude is a reaction of positive and negative evaluation,
emotional feelings, and action tendencies with respect to an individual’s social
world. Previous research suggests that psychological contract breach can have a
negative impact on employee’s attitudes. Those attitudes that have typically been
associated with psychological breach is intention to quit. The consequences of breach
may be seen at the individual and organizational level. Individuals may experience
emotional reactions to breach including disappointment, anger and distress (George,
2009) that may make the employees to have the intention to quit from their job. In
this study, two areas of work attitudes will be discussed with psychological contract

breach; intentions to quit, and perceived organizational support.

The major outcome that will be examined in this study is intentions to quit by the
employees due to psychological contract breach. It is important to understand
psychological contracts breach as it is related to the organizational outcomes. The

type of psychological contract influences whether an employee decides to leave or
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stay with the organization (Meyer, Allen, & Smith, 1993), whether an employee
accepts the organization’s values and goals, and how much effort an employee will
put forth (Porter, Bigley, & Steers, 2003). Many researchers found out that there is
the relationship between psychological contract breach and organization
commitment, turnover intentions, job satisfaction and job performance revealed that
when organization do not meets the expectations towards the employees, the more
significant on the consequence. It can be concluded that when psychological contract
is highly positive, it is related with employee’s lower commitment to the job
organization and higher turnover intentions. Robinson (1994), concluded that the
psychological contract breaches was negatively related to trust, job satisfaction, and
intentions to stay and was positively related with turnover. There are many factors
that lead to employee from quitting from the organization. First, researcher suggested
that an employee would be expected to stay if they have no attractive alternatives.
There are employees who like to stay with their current organization if the labour

market was especially unfavourable or if they could not make as rewards elsewhere.

According to equity theory, when the psychological contract is fulfilled, employees
may respond positively towards the employment relationship. Hence, employees who
are satisfied with the incentives that have delivered by the employer may increase
their dependence with the organization. This will lead to a lower intention to quit
with the organization. Previous study shows that, psychological contract breach has
been found to be positively related to intentions to quit. In the study by Susanna and
Samuel (2003), found out that between Hong Kong Chinese employee there is
positive relationship between psychological contract breach and turnover intentions.

This study is supported by social exchange theory in the Chinese context. It
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highlighted that reciprocity is an important concept in Chinese culture where they
believe when one has did a good deed, there is a good expectation will be paid back
soon. In line with this finding, researcher believes that there are a strong evidence

relationship between perceived organization support and intentions to quit.

2.7  Relationship between Perceived Organization Supports toward

Intentions to Quit

In this study, a relationship on perceived organizational support towards intentions to
quit is being studied. Prior research, found that perceived organizational support is
negatively related to intentions to quit (Suazo, 2011). Perceived organizational
support is an important element to the maintenance of the relationship of employer-
employee because it is a vital element why employee might executes their jobs
effectively. Perceived organizational support can be defined as the favourable
treatment that the employee has received from their organization such as healthy
working conditions, merit pay, training development and career opportunities
(Winter, & Jackson, 2006). However, it does not involve the promises in the contract
to employees by the employer. Many researchers believed that perceived
organizational support positively increase the work conditions and employees may
feel that the organization values and respects them (Parzefall & Coyle-Shapiro,
2011). As a result, employees who have received more encouragements than what is
promised to them may view perceived organizational support as a favourable action
from the organization. Social exchange theory is also related to perceived
organizational support, where employees with high perceived organizational support

believe that the organization cares about them and values their contributions towards
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the organization. As a result, high perceived organizational support employees tend
to a greater attachment with the organization. Furthermore, higher perceived
organizational on employees have an expectancy that greater effort will lead to

greater reward.

Perceived organizational support is more concerns about employee’s commitment to
the organization when the employers are concerned about their needs. According to
organizational support theory (Eisenberger, et. al. 2002), assume that the relationship
between employee and employer is strengthened through the trade of positive
outcomes. It means that, perceived organizational support would require employees
to increase their positive outputs, attendance and punctuality (Eder & Eisenberg,
2008). Perceived organizational support was found to be related to employees felt
obligation to stay in the organization and employee-employer relationship will be

greater.

Perceived organizational support can be defined as employee’s perception in
concerning the organization values their contribution and cares about the well-being
(Aselage & Eisenberger, 2003). If managers are concerned with their employee’s
commitment to the organization, employees are focused on the organization’s

commitment to them.

Organizational support theory defined the development, nature and outcomes of such
perceived organizational support. Organization theory suggested to ‘employment as
the exchange of employees effort and loyalty for the organization’s provision of
socioemotional benefits where organization values their contributions and cares

about their well-being’ (Aselage & Eisenberger, 2003). Past research believed that
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perceived organizational support would increase employee’s obligation to help the
organization to reach the objectives, and their expectation that improved performance
would be rewarded. Employees are seen to act with the norm of reciprocity, trading
and dedication their effort to the organization for perceived organizational support
and its promises of future benefits. Employees with high levels of perceived
organizational support judge their jobs more favourably such as increased job
satisfaction and are more engage in their organization by increase their commitment

and reduced intention to quit.

In this research, it is suggested that perceived organizational support is also likely to
be negatively to intentions to quit. It means that, when employees feel fairly treated,
they are likely to be motivated, while if they feel unfairly, the sense of dissatisfaction
and demotivation are high and it caused the feeling to leave the organization. This is

related with the sense of fairness of equity theory.

According to organisational support theory, when an employees are perceived
organizational support from the organization, they may increase their positive
attitudes and behaviours towards the organizations (Eisenberger, et. al., 1986).
Researcher believes that if there is high level of perceived organizational theory, it
will reduce the feelings of leaving the organizations (Eisenberger, et.al., 1990). It
showed that perceived organizational support will encourage as strong feeling for the
employees to stay longer with the organizations. When employees with low
perceived organizational support, they will actively seeking for the alternatives job
and desire to leave the organizations is high. Employees believe that the

organizations do not value their contribution and it may low their job performance.

35



On the other hand, when an employees who feel that the organization is care for

them, their motivation in staying with the organization is high.

In the study by Newman, Thanacoody and Wendy (2012), showed that relationship

between organizational and intentions was established. The findings viewed that

resources provided by the organization, may lead to employee’s intention of stay.
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CHAPTER 3

METHODOLOGY

3.1 Introduction

This chapter contains the following sections relating to methodology with the
research framework and hypotheses development, research design, measurement and
instruments, data collection and administration, data analysis techniques and chapter

summary.

3.2 Theoretical Framework

Framework of the study in shown as below;

Independent Variable Dependent Variable
(1v) (DV)
Psychological
Contract Hi
Breach
Intentions to
Quit
Perceived
o) e H2
rganizational
Support

Figure 3.1: Theoretical Framework

The dependent variable for this study is intention to quit. The independent variables

are psychological contract breach and intention to quit.
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The relationship between psychological contract breach and intention to quit will be

represented with Hj.

H, in this study is representing the relationship between perceived organizational

support and intentions to quit.

3.3  Hypotheses Development

The proposed hypotheses of this study are as follows:
H; There is a relationship between psychological contract breach and

intentions to quit among

H> There is a relationship between perceived organizational support and

intentions to quit

3.4 Research Design

Research design is a specific outline or plan on how the research had been
investigated. Basically, research design will include how the data will be collected,
the types of instruments that will be used and how the process of analyzing the data
collected. In the other words, research design is important to obtain the evidence in
ensuring the research questions are able to be answered as clearly as possible. Here, a
descriptive research is being used because a structured, specified and the

characteristics of research questions can be measured accordingly.

Researcher distributed out a set of questionnaire to the organization through their

Head of Department and a cross-sectional study is used. This research will use the
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cross-sectional study. It is a particular research design and the used of questionnaire
is referring to the data collection form that is used to ask questions of research
participants. All the questions are relevant and understandable to the purpose of the
research. The respondent may refuse to participate in the conversation and answer to
a particular question. But there is an agreement between researcher and participants
that the data remain privacy. To that extend, respondent has the responsibility to

answer questions truthfully.

In this research study, a subset of population is selected, and from these individuals
the data are collected to help answer research questions of interest. A cross-sectional
study was used because the information is gathered represents what is going on at
only one point in time. In a cross-sectional study, researcher might be determined
whether there is a relationship between psychological contract breach and
employee’s intentions to quit because researcher believed that employees who faced
with psychological contract breach might affect their intentions to quit from their

work.

3.4.1 Types of Study

This research study was designed to identify the relationships among the
psychological contract breach and perceived organizational support towards
intention to quit. This is a correlation study because it involves the
relationship between psychological contract breach, intentions to quit and
perceived organizational support. There are possible results either negative or

positive correlation or no correlation between the variables (Cherry, 2012).
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In gathering information pertaining to the research questions, a questionnaire
was used as the main instrument for data collection from the respondents. It is
a common methods used in the psychological research. The advantage of
using questionnaire, it is relatively low in cost. Besides, it is fast and easy
way where researcher can collect an amount of data in a short time. The
questionnaire forms were either sent personally to the respondents or sent it

through the Head of Department.

3.4.2  Unit of Analysis

Unit of analysis for this study is individual. This study will be conducted
within the employees from Sapura Secured Technologies. All employees may
be more sensitive to psychological breach than in less stable organizational

settings.

3.4.3 Population

The population of this study are 400 executive and technical staff at Sapura
Secured Technologies. They consist of permanent and contract basis
employees. Participants represented a variety of job types at a different
department. They are Manager of Department, Assistant Manager, Associate
Executive, Senior Executive, Engineer, Technical Executive, Senior

Technical Executive, Senior Technician and Technician.
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3.4.4 Sampling Techniques

Sampling method that has been used in this research is probability. Simple
random sampling is selected randomly some units from unknown and well
define population. In this method, the sampling frame should be known and
all units should have same chance for being selected (Osooli, 2000). The
population to be studied is too large that it is almost impossible to reach all of
the employees. Simple random sampling make possible of the study because
sampling only in small portion of the population involved in the research.
Researcher includes employees from Network Centric Operations (NCO),
Simulation Team (SIM), Network Facilities and Services (NFS), Contract and
Cost Procurement (CCP), and Information Communication (INFOCOMM)
department only in the company to be part of the sample because they have
the experience directly or indirectly with psychological contract with their
employer. Researcher also includes employees on both permanent and
contract positions. However, data will be collected to the employees who
serve not less than one year in the company. It will ensure that the employees

have experience and understanding about the psychological contract breach.

All participants were told that the purpose in conducting this research is to
have a better understanding on the relationship between employee and their
organization. The participants were told that all their answers would be kept
confidential and not affect their employment with their organization in any
way. The final sample consisted of 200 employees who worked at various
positions in the department. These employees comprised 71 percent

employees who received questionnaires and returned them completed during
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working hours. In encouraging employees, researcher gave employees verbal

assurances that their data would not be reported to the organization.

Questionnaire form were distributed and collected by the researchers in
sealed envelopes. Besides, researcher also emails a set of questionnaire to
employees who are not available during the distribution of the questionnaire.
Researchers found the extraordinarily high return rate in this and to the
favourable long-term professional relationship between the researcher and the
employees. When employees believe their identities would be kept as
confidential, they were willing to give an accurate data in accessing the
information towards to organization. The number of employees that will be

participated will be shown in the table 3.1

Table 3.1:
Population of employee

Department No. Employees Percentage (%)
CCP 44 10.45
NCO 36 8.95
INFOCOMM 55 13.08
SIM 83 19.7
NFS 202 48
Total 420 100
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Procedure involving the use of small number of items or portion of a
population to make a conclusion relating to the whole population is defined as
sampling (Zikmund, Babin, Carr, & Griffin, 2010). Sample size of population
is determine by Krejcie and Morgan (1970) table, that helps researcher to
determine almost 95 percent certainty what the results would have been if the
entire population had been surveyed. Therefore, for this study the minimum
number of sample size are 200 were considered as accepted. Based on Roscoe
(1975), propose the rules of thumb for determining sample size is larger than

30 and less than 500 are appropriate for most research.

A total number of 200 questionnaires are distributed to the selected company.
It took almost 2 weeks to get back the set of questionnaire from each
department. All together, the totals of 142 questionnaires were returned. The

percentage of return rate was 71 percent, it can be shown as below table 3.2.

Table 3.2:

Return Rate of Questionnaires Returned

Department Sent Returned Return Rate
(%)
CCP 20 15 75
NCO 17 17 100
INFOCOMM 26 26 100
SIM 40 26 65
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Department Sent Returned Return Rate
(%)
NFS 97 58 59.8
Total 200 142 71

3.5  Operational Definition

The following definitions are used in this research:

3.5.1 Psychological Contract Breach

There are vary definitions from the scholar but there is some general

agreement concerning the nature of the psychological contact breach.

Psychological contract breach is operationalized and it happened when
employee’s perception towards the employer has failed to fulfil the promised
obligations such as salary increment, promotions, job security, training and
career development (Robinson, 1996). It is breach of contract either the
employees do not get what they have been promised or having less than what
was promised by the organization. In a simple word, psychological contract

breach has a straightforward negative relationship with the outcomes.

3.5.2 Intentions to Quit

Intention to quit can be defined as the degree to which an employee is
planning to quit or discontinue their relationship with their employer

(Sandeep, & Mandari, 2010). Employee who is thinking about quitting their
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job may reveal undesirable behaviour and it will affect the organization.
Indirectly, this employee can cause damage in term of poor quality of work

and affect other employee’s morale.

3.5.3 Perceived Organizational Support

Perceived organizational support can be defined as employee’s perception
towards the how the organization values their contribution and care about
their well-being (Eisenberger, et. al., 1986). In the other word, it is how much
the organization understands and value their employee’s contribution and

take a special condition about them.

3.6 Measurement and Instruments

Researcher used a descriptive research for this study. It was a cross-sectional survey
design where data were collected at one time. The researcher used a survey

questionnaire method for collecting data.

3.6.1 The Questionnaire Design

The questionnaire in this research is divided into four (4) sections. All
questions were close-ended. The respondents were required to tick a suitable
answer for each question. All sections in the questionnaire were conducted in

English.

Sections A of the questionnaire were questions regarding to the

demographical background of the respondents. The questions were asked
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about age, grade, level of education, length of service, current position and

how many times they quit of their job in last 5 years.

Meanwhile, Section B, C, and D of the questionnaire are part of the
instruments that were aimed to test the variables constructed. The items in
these sections were taken from the journals published in English. Section B
was intended to measure the psychological contract breach (independent
variable). The instrument is created by Robinson and Morrison, 2000. A
likert-scale is anchored by (1) Strongly Disagree and (5) Strongly Agree to

indicate agreement with each item.

Section C on intentions to quit that being assessed with 4-items measure
developed by Becker, 1992. There are using Likert-type scale and were

anchored from (1) Strongly Disagree to (5) Strongly Agree.

Last Section is Section D that measure perceived organization support that
was developed by Eisenberg, 1986. It was assessed with 5-items and used
Likert-type scale, anchored by (1) Strongly Disagree and (5) Strongly Agree

to indicate agreement with each item.
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Table 3.3:

Distribution of variables

Variables

Total no. of

Scales

Sources

Psychological
Contract Breach

Likert Scale 1-5, which
rank from 1 (strongly
disagree) to 5 (strongly
agree)

Robinson and
Morrison, 2000

Perceived
Organizational
Support

Likert Scale 1-5, which
rank from 1 (strongly
disagree) to 5 (strongly
agree)

Eisenberger,
1986

Intentions to

Quit

Likert Scale 1-5, which
rank from 1 (strongly
disagree) to 5 (strongly
agree)

Becker, 1992

3.7 Pilot Study

Pilot test was conducted for the study to confirm on the reliability consistency and

stability of the research process. This research was conducted a pilot study with 20

selected employees from the various position at Administration Office, College of

Business, Universiti Utara Malaysia. According to Zikmund (2003), pilot study
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will serve as a guide and it collected data from the definitive subjects of the

research project in a small scale sampling technique without exact standard.

The reliability of the instruments is done through Cronbach's Alpha Coefficient test.

Usually, the suitable croanbach alpha is 0.6 to test the reliability.

The reliability test of the instruments used is summarize in the table 3.6

3.8

Table 3.4: Pilot Study Reliability Test
The Cronbach Alpha for pilot test (n = 20)

Variables No. of Items Cronbach’s Alpha
Psychological contract breach 4 0.58
Intentions to quit 4 0.97
Perceived organizational support 7 0.85

Data Collection and Administration

The data was collected using a structured questionnaire, which consists of 16 items.

Most of the questionnaires were sent to the administrator of each department together

with official covering letter. The questionnaires were send on 14™ February 2013 and

returned back on 25" February 2013. Appendix A presents a copy of the said letter.
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There are some questionnaires for the respondents were sent by e-mail especially to
the respondents who are working on-site. The questionnaire was being emailed to the

respondents on 25™ February and they sent back on the same date.

The covering letter of the guestionnaire also stated the purpose of the study. It will
help to inform the respondents that their contribution towards the research is needed

and would be kept confident.

The respondents were been given almost ten days to complete the questionnaires.
Researcher has to follow-ups by telephone calls in ensuring the progress of the
survey and number of responses. After about ten days, the representative sent the
questionnaire by post. Table 3.5 showed the date the questionnaires were sent out

and returned from each department.

Table 3.5
Date of questionnaires sent and returned

Department Date Sent Date Returned
CCP 14™ February 2013 25" February 2013
NCO 14™ February 2013 25" February 2013
INFOCOMM 14™ February 2013 25" February 2013
SIM 14™ February 2013 25" February 2013
NFS 14™ February 2013 25" February 2013
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3.9  Reliability test

A coefficient alpha ranges from 0 — 1. Usually, the range of 0.7 is considered as a

minimum. Table below is a rules-of-thumb about Cronbach-Alpha Coefficient size

(Hair, Black, Babin, Anderson, & Tatharn, 2010).

Table 3.6: Coefficient Alpha (@) Scales

Alpha Coefficient Range

Strength of Association

<0.6

0.6 to<0.7

0.7t0<0.8

0.8t0<0.9

>0.9

Poor
Moderate
Good
Very Good

Excellent

Based on the analysis performed on the data collected during the main study, the

Cronbach’s Alpha outputs of the tests and presented in Table 3.7

Table 3.7

Cronbach’s Alpha for main study (n = 142)

No. Elements Cronbach’s Cronbach’s | No. of
Alpha pilot Alphamain | items
study study
1. | Psychological Contract 0.581 0.658 4
Breach
2. | Intentions to Quit 0.969 0.931 4
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No. Elements Cronbach’s Cronbach’s | No. of
Alpha pilot Alphamain | items
study study
3. | Perceived Organizational 0.847 0.927 7
Support
TOTAL 15

3.10 Normality

Normality test is a degree that is used to determine the distribution of the sample data
corresponds to a normal distribution (Hair. et. al., 2010). In normality, the main
interests are tests of normality table and Normal Q-Q plots. In this study it was
shown that independent and dependent variables normally distributed. The outputs of

the tests done are shown in Appendix E.

3.11 Techniques of Data Analysis

Data were analyzed by using Statistical Package for Social Science (SPSS) version
20. Descriptive analysis and correlational statistics are being used in order to test the

hypotheses and objective of the research.

3.11.1 Descriptive Statistics

Descriptive statistics such as frequency, mean and standard deviations were
used to describe the characteristics of respondent. It was applied to describe
the sample based on demographic information such as age, gender, level of
education, length of service, position and total times they have quit from their

job in the last five years.
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3.11.2 Correlational Statistics

In order to achieve the objectives, a correlational statistics that have been
used were Cronbach’a Alpha, Pearson correlation analysis and multiple

regression. Prior to the study, the level of significant should be less than 0.05.

First, the data analysis should be tested with a reliability test through
Cronbach’s Alpha which will be the indicating tool to check for the

consistency.

Next, Pearson Correlation Analysis was used to examine the relationship
between independent variables and dependent variable. The value of the
correlation coefficient value will indicate the strength of relationship between
two variables. The interpretation of the strength of correlation as shown in

table 3.8.

Table 3.8

Interpretation of Strength of Correlation

No. | Correlation value, r Strength of relationship
1. | £0.70 or higher Very high

2. | +0.50to+0.69 High

3. |+0.30to+0.49 Moderate

4. | +0.10to£0.29 Low
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3.12

No. | Correlation value, r Strength of relationship

5. | £0.01to+0.09 Very low

6. [0.0 No relationship

Multiple regressions measure the combined relation between a dependent and
a series of independent variables (Ray & Mondal, 2004). Besides, it can also
explain the correlation between the observed values of the dependent variable
and its estimated values from the independent variable value. Here it will be
used in order to determine the relationship between psychological contract

breach and perceived organizational support towards intentions to quit.

Summary Test of Hypotheses Test

Table 3.9

Statistical Analysis

Hypotheses Test

H; There is a relationship between psychological | Multiple

contract breach and intentions to quit Regression

H, There is a relationship between perceived | Multiple

organizational support and intentions to quit | Regression
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3.13 Conclusion

This chapter has explained the overall research design in order to get the clear
understanding on the overall picture of how the research is conducted. It started from
how data is collected, the framework and important part of population being studied
as well as test that being using in order to get the understanding about the correlation

research approach.

Besides, the pilot study helps in order to identify the effectiveness of the
questionnaires and reliability of the data used for this study. Next chapter will be

discussed about the findings of the data collection and further explanation.
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CHAPTER 4

RESULTS AND FINDINGS

4.1 Introduction

This chapter presents the analysis of response obtained from the survey
questionnaires distributed to the respondents. The findings of the analyses will also
be covered in this chapter. All data are analyzed using Statistical Package for the

Social Sciences (SPSS) version 20 for Windows to perform the statistical analysis.

4.2  Descriptive Statistics of Demographic Factor of the Respondents

The total number of respondents selected were 200 and only 142 questionnaires were

returned. This made up the return rate to be 71 percent.

421 Age

Out of 142 respondents, the highest frequency from the respondents age
group between 25 — 34 years old. They represented 54.2 percent or 77
respondents. Then, respondents who are age group below 24 represented 14.1
percent or 20 respondents, followed by the age group 35 — 44 which are 26.8
percent or 38 respondents. Lastly respondents from age group 45 — 54
represented 4.9 percent or 7 respondents. Table 4.2 showed the breakdown of

the respondents categorized by the age.
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Table 4.1

Frequency distribution by age group

Group Frequency Percent (%)
Below 24 20 14.1
25-34 77 54.2
35-44 38 26.8
45 - 54 7 4.9
Total 142 100

4.2.2 Gender

The questionnaires were distributed to the respondents almost equally. 53.5

percent or 76 respondents are female, while 46.5 percent or 66 respondents

are male.

Table 4.2

Frequency distribution by gender

Group Frequency Percent (%)
Female 76 53.5
Male 66 46.5
Total 142 100
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4.2.3 Level of Education

There were 44.4 percent (n= 63) with diploma holder, 41.5 percent (n= 59)

with degree holder. Besides, 4.2 percent (n = 6) represented Masters, for

respondents who got certificate were 1.4 percent or 2 respondents. Lastly,

there were 8.5 percent (n=12) with Sijil Pelajaran Malaysia (SPM).

Table 4.3

Frequency distribution by level of education

Group Frequency Percent (%)
Certificate 2 1.4

SPM 12 8.5
Diploma 63 44 4
Degree 59 41.5
Masters 6 4.2

Total 142 100

4.2.4 Length of Service

In respondent’s length of service the highest frequency was respondents who

had been in their service between 1 — 5 years. They represented 57 percent or

81 respondents. Then, it followed with 6 — 10 years service which was 23.3

percent or 33 respondents. Then, it was 10.6 percent or 15 respondents that
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only less than a year service. Lastly, only 9.2 percent or 13 respondents who

were determine in the service for 11 years and above.

Table 4.4

Frequency distribution by length of service

Group Frequency Percent (%)
Less than a year 15 10.6

1 -5 years 81 57.0

6 — 10 years 33 23.3

11 years above 13 9.2

Total 142 100

4.25 Current Position

The question also asked about the current position of respondents either they
are from executive or technical staff. The questionnaires were equally
distributed by the highest is technical was 52.8 percent or 75 respondents,
while, respondents from executive was 47.2 percent or 67 respondents. (Refer

to table 4.5 in the next page)
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Table 4.5

Frequency distribution by current position

Group Frequency Percent (%)
Executive 67 47.2
Technical 75 52.8
Total 142 100

4.2.6 Quitting from Job in the Last 5 years

Respondents were also asked how many times they have been quit from job

within 5 vyears. Here, researcher found out that, 52.1 percent or 74

respondents never quit form their job in the last 5 years. Then, 46.5 percent or

66 respondents have quit from their job 1 — 3 times in the last 5 years. Lastly,

only 1.4 percent or 2 respondents have quit from their job in last 5 years for 3

— 5 times.
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4.3

Table 4.6

Frequency distribution by quitting from job in the last 5 years

Group Frequency Percent (%)
1 -3 times 66 46.5

3 -5 times 2 1.4

Never 74 52.1

Total 142 100

Goodness of Measure

4.3.1 Reliability Test

The reliability test measured the inter item consistency using Cronbach’s

Alpha values (Sekaran and Bougie, 2009). Table 4.7 shows the Cronbach’s

Alpha values of each variable.

Table 4.7

Reliability value (n = 142)

Elements No. of Items dropped  Cronbach’s
Items Alpha

Psychological 4 - 0.658

contract breach

Intentions to quit 4 - 0.931

Perceived organizational 7 - 0.927

support
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Table 4.7 shows the results for the reliability measurement. The alpha value
for psychological contract breach is 0.658 which is "moderate”. It is means
that the all questions can be combined to measure the psychological contract
breach. Whereas, the alpha value for intention to quit is 0.931, it is considered
as “very good” and all four questions can be used to measure intentions to
quit. For the perceived organizational support, the alpha value of perceived
organizational support is 0.927 and it is considered “very good”. The overall
seven questions can be used to define perceived organizational support
towards the intentions to quit. As for whole, the alpha value for dependent
and independent variables are good and the items in the instrument can be
combined together. Therefore, all the reliability alphas for variables are

considered good in this study.

4.4  Descriptive Analysis

Descriptive analysis using mean and standard deviation for the independent and

dependent variables were shown in Table 4.8.

Table 4.8

Descriptive analysis for major variables (n = 142)

No. Variables Mean Standard Min. Max.
(M) Deviation (SD)

1. Psychological 10.3838 2.98900 4.00 15.50
contract breach

2. Intentions to 10.8662 3.45304 3.25 16.25
quit

3. Perceived 20.4467 5.51336 6.29 30.71
organizational
support
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45  Testing the Hypotheses

A Pearson’s Correlation and Multiple Regression tests were used in this research in
order to determine the relationship between psychological contract breach and
intentions to quit. Besides, Multiple Regression test will also be tested the
relationship between perceived organizational support and intentions to quit. The

outputs of correlations are shown in table below.

45.1 Hypotheses 1: There is a relationship between psychological

contract breach and intentions to quit

Table 4.9
Results of Correlation Analysis (n=142)

Variables ITQ PCB
ITQ 1 580
PCB .580 1
Table 4.10

Multiple Regressions Analysis (n = 142)

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 (Constant) 4909 .745 6.590  .000
PCB .651 077 .580 8.433 .000

Dependent variable: ITQ

F value = 71.123

R*=0.337

Adjusted R? = 0.332

*p <0.05,p<0.00
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Pearson Correlation was used to examine the relationship between the
variables. As a preliminary test, the Pearson’s Correlation indicate that there
was significant and high positive relationship between the independent and
dependent variables where r = 0.580 and statistical significant is p < 0.00.
The Multiple regression analysis showed that there was a high positive
significant relationship between psychological contract breach and intentions
to quit as f= 0.651. Based on this model, the R square is 0.337 which means
that 33.7 percent of intentions to quit will be explained with psychological

contract breach.

According to this finding, it will be concluded that when psychological

contract breach is high, intentions to quit among the employees is high.

Therefore, hypotheses H; was accepted. There is a positive relationship

between psychological contract breach and intentions to quit.

452 Hypotheses 2: There is a relationship between perceived

organizational support and intentions to quit

Table 4.11
Results of Correlation Analysis (n=142)

Variables ITQ PCB
ITQ 1 -.563
PCB -.563 1
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The table 4.11 explains the coefficients that there is a negative, significant co-
relations ($=-0.563, p=0.00) between perceived organizational support and
intentions to quit. Based on this result, perceived organizational support has a

significant negative relationship with intentions to quit.

Table 4.12

Multiple Regressions Analysis (n = 142)

Model Unstandardized Standardized t  Sig.
Coefficients Coefficients

B Std. Error Beta
1 (Constant) 18.151 935 19.406  .000
POS -.357 044 -.563 -8.059  .000
Dependent variable: ITQ
F value = 64.950
R?=0.317
Adjusted R? = 0.312
*p <0.05, p<0.00

Therefore, based on this model the table indicates that R square value is
0.317. The value of R square implies that the perceived organizational
support of intentions to quit explained about 31.7 percent of the variance
accounted by intentions to quit. This value indicates that perceived
organizational support explained intentions to quit by 31.7 percent and the
remaining 68.3 percent were contributed by other factors that are not included
in this study. Based on this finding, it showed that when perceived

organization support is high, intentions to quit is low among the employees.
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Therefore, H, was accepted. There is a relationship between perceived

organizational support and intentions to quit.

4.6  Summary of Results of the Tests

Table 4.13 shows the results of the hypotheses.

Table 4.13
The summary of hypotheses results
Hypotheses Results
H; There is a relationship between | Accepted H;

psychological contract breach and

intentions to quit among

H> There is a relationship between | Accepted H,
perceived organizational support and

intentions to quit

4.7 Conclusion

As conclusion, this chapter presented and discussed the findings and discussion of
the study. All the tests were conducted by using SPSS version 20.0 and the results
were analyze by specific methods such as Pearson correlation and multiple
regressions. The next chapter will discuss the results, conclusion and

recommendation of the study.
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CHAPTER 5

CONCLUSION AND RECOMMENDATIONS

51 Introduction

This chapter will be discussed on the findings of the study and its implications
towards it. All the discussion will be answered the research questions and research
objectives. Furthermore, there are some recommendations will be given by the

researcher for the purpose of future research.

5.2  Recapitulation of Results

Based on the finding result from previous chapter, it can be concluded that
psychological contract breach was significantly correlated to intentions to quit. The
finding on relationship perceived organizational support is significantly related to

and intentions to quit.

5.3  Research Objectives
5.3.1 Research Objective 1

To examine the relationship between psychological contract breach and

intentions to quit

Based on the output of the findings done on relationship between
psychological contract breach and intentions to quit, it showed that the value
of B = 0.580 which indicate the existence of high positive relationship. So

that, hypothesis 1 is accepted because there is a significant positive
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relationship between psychological contract breach and intentions to quit.
The positive relationship means that, when psychological contract breach is

high, there was a high level on intentions to quit.

According to Suazo, (2009), psychological contract breach happened when
organization is failed to fulfil one or more promises made to the employees.
The study from Suazo (2009), showed that there is positive relationship
between psychological contract breach and intentions to quit ($=0.35,
p=<0.001). When psychological contract breach is high, intentions to quit
also increase. It is supported study by Robinson (1994), concluded that
psychological contract breach was negatively related to trust, job satisfaction,

and intentions to remain and was positively related with turnover intentions.

5.3.2 Research Objective 2
To examine the relationship between perceived organizational support

and intentions to quit

The finding showed that R square is 0.337 which mean that 33.7 percent of
intention to quit is predicted by perceived organizational support. It also
indicated that there is negative significant relationship between perceived

organizational support and intentions to quit (#=-0.563, p<0.05).

A study by Manzoor and Naeem (2011), within telecom sector in Pakistan

showed that the regression results of the relationship among perceived
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organizational support and intentions to quit was negative significant (B = -

0.15, p = < 0.01).

There is a supported study by Coyle-Shapiro and Conway (2005) with public
employees located in the southeast England showed that there is negative
relationship between perceived organizational support and intentions to quit

(B=-0.23, p=0.01).

The finding shows that when organization supports the socialization within
the employees, it can reduce intentions to quit among them. Researcher
believes that this finding will help the manager especially Human Resource
department to design an affective program so that they will not lose of their
talents. It was proved that when employees perceived organizational support,

it will increase their loyalty with the organization.

A program must be designed in order to fulfil the expectations of their
employees. Thus, employee’s intentions to quit and perceived organizational
support can have a great effect on the organization productivity. Here, the
finding concluded that there is a significant relationship between perceived
organizational support and intentions to quit. Researcher believed that
organization needs to provide sufficient support especially in Human
Resource Management practices, and create an encouraging working

environment in order to retain their employees.
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5.4  Implications and Improvement Recommendations

This study is given some implications especially for the academicians because the
result of this study has contributed some knowledge for extra understanding.
Furthermore, it also gives some information for scholars to conduct another
researcher for next study. It gives the implication for the practitioners and managers
in order to help them for better understanding about the employee’s intentions to quit
from their work. By enhancing the knowledge in psychological contract and
considering the organizational support and development, a practitioners especially
Human Resource Manager could play an important roles in improving the employee-
employer relationship. With the intention, it will increase the employee’s job

satisfaction and decrease the turnover or intention to leave the organization.

The study has also contribute in giving suggestions for the improvements on the
study as well as ideas to conduct other related study which will could contribute to
the knowledge and practitioners in the future. A research on demographic factor can

be discussed in future to get the information on it.

55 Future Research

For future research, researcher suggest that to test other mediating factor such as job
satisfaction or organization commitment in order to understand on the relationship
between psychological contract breach and intentions to quit. It will enhance the

knowledge for employees and managers to understand of the relationship.
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Secondly, a longitudinal research on psychological contract breach is highly
recommended for the future research. It will allow the researcher to look at the
changes and issues over time. Furthermore, it will help researcher to determine the
better effect on the relationship between psychological contract breach and intentions
to quit. A qualitative research is advisable in order to get the results from the others

side of view.

Lastly, there are still many factors affected by psychological contract breach that are
not taken into account in this research. Researcher suggests that, future research will
be conducted from a case study to the larger population. It will help the researcher to

make their findings more generalisable and widely used.

5.6 Conclusion

All of the research questions had been discussed in this chapter by presented a
relationship towards the psychological contract breach and intentions to quit and the
information towards it. Besides, the discussion on the relationship between perceived

organizational support and intentions to quit has been presented.

In conclusion, the findings from this research can be used to help the organizations

understand the impact of human resource practices. This research can creates the

upbringing for future research within the academicians or organizations
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