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ABSTRAK 

 

Tujuan penyelidikan ini adalah untuk mengkaji kepercayaan dan pelanggaran kontrak 

psikologi. Disamping itu, kajian ini untuk mengenal pasti secara terperinci tentang 

kontrak psikologi dan kepentingan kontrak psikologi kepada majikan dan para pekerja. Ia 

juga adalah untuk mempelajari kandungan dalam kontrak psikologi dan mengkaji secara 

terperinci tentang jenis-jenis kontrak psikologi, pelanggaran dan memungkiri kontrak. 

Kajian ini telah dilaksanakan untuk mengenal pasti reaksi terhadap pelanggaran dan 

kemungkiran terhadap kontrak psikologi, Sebab-sebab kurang kepercayaan antara pekerja 

dan mempelajari cara-cara meningkatkan dan mengekalkan kepercayaan terhadap 

majikan juga telah dikaji. Kajian mengenai kesan kepada majikan apabila kepercayaan 

pekerja menigkat dan menurun juga telah diketengahkan. Kesan terhadap pekerja jika 

kontrak psikologi dilanggari oleh majikan juga telah dikaji secara terperinci. Untuk kajian 

ini, kajian secara qualitatif telah digunakan untuk mengumpul data. Data telah diperolehi 

hasil daripada kajian sumber jurnal, kajian kes, buku dan majalah. Kajian ini telah 

membuktikan empat kepentingan utama. Kepentingan pertama, kajian ini telah memberi 

penerangan secara meluas maksud kontrak psikologi dan kepentingan kontrak psikologi 

kepada majikan dan pekarja. Kepentingan kedua, kajian telah menerangkan jenis-jenis 

kontrak psikologi, pelanggaran dan memungkiri kontrak psikologi. Kepentingan ketiga, 

kajian telah menunjukkan kepercayaan dari perspektif majikan dan pekerja. Kepentingan 

keempat, kajian telah membuktikan kesan pelanggaran kontrak psikologi. Daripada 

kajian ini, boleh dirumuskan bahawa pelanggaran kontrak psikologi boleh dikurangkan 

jika kedua-dua parti, majikan dan juga pekerja berganding bahu bersama. Mereka harus 

selaras dengan perubahan ekonomi, politik dan juga sosial. Bagi mengurangkan kes 

pelanggaran kontrak oleh pekerja, majikan harus mengikut kaedah-kaedah yang telah 

disyorkan dalam kajian ini.  
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ABSTRACT 

 

The aim of this study is to review on trust and breach of psychological contract. The 

purpose of the study is to identify briefly on the psychological contract and the important 

of psychological contract to the employer as well as employees. It is also to learn the 

content of psychological contract and to study in brief on the types of psychological 

contract, breach and violation. This study is carried out to identify the reactions to breach 

and violation of psychological contract, list down the reasons for a lack of trust among 

the employees and to learn the ways how the employers gain and maintain the trust. The 

consequences to the organizations when the employee’s trust are lacking and what will 

happen if employees trust is high also has studied to add knowledge on psychological 

contract aspects. Lastly, the impact to the employees when the psychological contract is 

violated also has been reviewed. For this research, qualitative research method was used 

to gather the data. The data obtained from journals, case studies and books and magazines 

was reviewed to gather the information for this project. The review found that there were 

four main importances. First it explained in detail the meaning the meaning of 

psychological contract and its importance to both employers and employees. Secondly, 

the research has explained briefly on types of psychological contract, types of breach and 

violation of psychological contract. Thirdly, the research has indicate the trust; from the 

perspective of employees and employers. Fourthly, the research explains the impacts for 

violation of psychological contract. From the review it could be concluded that breach of 

psychological contract can be upgraded if both parties; employees and employers are 

working together in a line. They have to change because of economical, political and 

social changes, therefore the working relationship also changing. To improve the 

employees from breach of psychological contract, the organizations can implement some 

of the suggested methods to reduce the breach of psychological contract. 
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CHAPTER 1 

INTRODUCTION 

1.1 Background of the Study 

The term psychological contract has been around since the 1960s and was first used to 

capture the relationship between a work group of employees and a plant foreperson in 

terms of what the two parties exchanged in their relationship (acceptable wages and 

job security in return for higher productivity and lower grievances) (Argyris, 1960 

and Schein, 1965). This initial definition of the psychological contract is similar to 

what is currently known as normative contracts. A number of other definitions of the 

psychological contract subsequently appeared, giving rise to different views on what 

the psychological contract was capturing. (Argyris, 1960 and Schein, 1965). 

 

For example, the psychological contract was defined as mutual expectations, an 

implicit contract, and a set of unwritten expectations between an individual employee 

and the organization. In the context of the employment relationship, psychological 

contracts encompass what employees believe their employer has promised to provide 

in return for certain employee contributions. Whether the employer fulfils these 

obligations is contingent upon the employee fulfilling its obligations to the employer. 

For example, an employee may believe that the employer has promised to provide 

long-term job security, career development, interesting work, and competitive rewards 

in return for employee loyalty, flexibility, and meeting the formal requirements of the 

job (in-role performance) as well as going beyond the formal requirements of the job 

or known as extra-role performance. (Rousseau, 1995). 
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