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ABSTRACT

Psychological contracts, which are made up of employees’ beliefs about the reciprocal
obligations between them and their organisation, lie at the foundation of employment
relationships (Rousseau, 1989; Schein, 1965). Yet many trends, such as restructuring,
downsizing, increased reliance, pressure on cost and high competition, have a
profound impact on employees and organisations, leading to an impact on
psychological contracts. These trends increasingly make it unclear what the employee
and organisation owe each other.

The intention of this study is to the relationship between, psychological contract, job
satisfaction, organisation citizenship behaviour, and turnover intention in the factory
workers of a pharmaceutical manufacturing company based in the Durban area of
South Africa. This research made use of quantitative research methods in order to
conduct this study using a cross sectional design. A composite questionnaire was used
to gather the necessary data for the study using a sample of 63 employees, which
constitute 26% of work force working in the factory of a pharmaceutical company,
represented by the different departments that operate in the factory setup.

The quantitative findings indicate that all three of the measurement scales were reliable
due to Cronbach’s alpha coefficient exceeding 0.60. Out of the three dependent
variables, psychological contract is found to be highly correlated to job satisfaction.
The findings of the study revealed that psychological contract has a positive medium
correlation with job satisfaction, and that psychological contract has a medium negative
correlation with turnover intention, while it has negligible correlation with organisation
citizenship behaviour for the samples.

The findings of this research study contribute to the literature available in terms of the
construct of psychological contract, job satisfaction, organisation citizenship behaviour
and turnover intention. Consequently, the results from this study provided the
management of this company with important information on psychological contract and

its relationship with work-related behaviours.
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CHAPTER-1: SCOPE OF STUDY

1.0 INTRODUCTION:

Organisational challenges include competitiveness in a continuously changing
business world: the changing landscape of working class where new age millennials
understand and expect organisation culture in an altogether different form in
comparison to their older counterparts; continuously evolving HRM and leadership
practices; and globalisation where mergers and acquisitions are no longer
complicated, but very much a norm for sustainable growth and progress. All these
situations contribute to psychological contract formation and the impact of its violations
are well researched by many researchers. The changes put immense pressure on
factories, which are at the back end of business operations and are the primary source
for improving efficiency and performance along with a working class, which is aspiring
to improve living conditions for themselves and their families. The most important
resource in a factory operation is its people, which drive output performance and
efficiency to make the organisation competitive, hence dependency on people to drive

efficiency and performance is substantial.

A psychological contract is an exchange agreement which a person holds between
himself or herself and another party (Argyris, 1960; Levinson, Price, Mundl & Solley,
1962; Rousseau, 1989, p. 121-139; Schein, 1965). These agreements are between an
organisation and its employees they are unwritten and implicit and are termed as
psychological contract. Violation or non-fulfilment of a psychological contract may have
deterring impact and may lead to organisation outcomes which are undesirable such
as lower organisational commitment, lower trust towards the employer, and a
possibility that the employee will leave the organisation (Rousseau, 1995). There are
many studies which have explored the processes which are used by employees to
repair the relationship with the employer (Bankins, 2015, p. 1071-1095; Conway &
Briner, 2002, p. 287-302; Tomprou, Maria, Rousseau, Hansen, 2015, p. 561-581). High
level of breach of such contracts leads to employees quitting their job (Clinton & Guest,
2014, p. 200-207).



To maintain high performance and efficiency, organisations constantly need to focus
on employee job satisfaction, organisation citizenship behaviour and turnover
intention. Even though current human resource management systems have evolved
over a period of time and a lot of research has been done in the area, we still find it

challenging to keep work related behaviour positive.

Much research has been done to understand the impact of psychological contract
violation on job satisfaction, Organisation Citizenship Behaviour (OCB )and turnover
intention. In an empirical study done by Anggraeni, Dwiatmadja and Yuniawan (2017,
p.1-9), in which they analysed the effect of psychological contract on OCB and
commitment, it showed a positive relationship between psychological contract and
OCB.

Psychological contract theory has been in existence for a long time and much has been
researched on psychological contract and its impact on the violation or fulfilment of
employees. However it is still is not established which one of the three work related
behaviours: job satisfaction, OCB or turnover intention, are most affected by
psychological contract fulfilment in factory employees of the South African
pharmaceutical manufacturing industry. It is important for management to know this
relationship in order to roll out appropriate policy and management tools to improve

work related behaviour.

1.1 PROBLEM STATEMENT

When an employee joins an organisation, a written contract is signed between the
employee and the organisation. The contract includes what the employee is going to
do, in which area he/she is going to work, and what the employee will receive in
exchange of his/her contribution. These written contracts are called employment
contracts. However, when these contracts are unwritten, and many times mutually
perceived by both parties or one of them, they are termed as psychological contracts.
Similar to legal contracts, in a psychological contract employees expect things in return
for their contribution from the organisation. Employees perceive these beliefs and
expectations automatically.
10



Management’s problem is keeping the factory performance high in the tough
competitive environment, wherein there is a consistent demand of high performance
from the employees. In order to improve the overall performance, there is a need to
analyse how the psychological contract fulfilment corelates to work related behaviours

such as job satisfaction, OCB and turnover intention and analyse the relationship.

This problem is of greater importance with millennials - they are very demanding and
with ever evolving human resource practices and leadership, specifically where factors
like length of experience can lead to higher possibility of psychological contract and its
violation or fulfilment, it is very important to understand the relationship between
psychological contracts and other characteristics which help business to perform.
Psychological contracts are perpetual if the perceptions emerge, then they mostly
remain and evolve over time, they are based on perceived promises. These unmet
psychological contracts can influence business performances, and the employees will
leave the factory due to unmet needs resulting in lack of skilled employees in the
factory which directly impacts output form the plant and leads to poor business

performance due to not able to meet sales demand and poor quality of work.

Management tools like performance appraisals, which are common in successful
organisations and help in improving organisation performance and fairness, can be
used to illustrate this point (Esu & Inyang, 2009, p. 98-105; Roberts, 2003, p. 89-98;
Rubin, 2011; Scott & Einstein, 2001, p.107-116). The more the employees perceive
that the system is fair, the higher will be their satisfaction level. In the case of the
appraisal system, the higher the employees perceive fairness in the system, the higher
they report levels of trust and satisfaction with the appraisal system (Gabris & Ihrke,
2000, p.20, 41-53; Hedge & Teachout, 2000, p. 22-24; Masterson, Lewis, Goldman, &
Taylor, 2000, p. 738-748; Roberts & Pavlak, 1996, p. 379-408). Poisat (2006) argues
that employee motivation, commitment, organisational citizenship, self-efficacy and
employees’ motivations are the cornerstone of employee engagement. He found that

management plays a vital role in fostering engaged employees.

A need for managers to foster employee engagement cannot be overlooked, as this

will ensure that employees productivity increases in firms. (Hofstede, 1980, p. 15-41;
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Bolden & Kirk, 2009, p.69-86) propose that the differences found in employee
motivation, which has been seen as one of the constructs for employee engagement,
management styles and organisational structures of companies, can be attributed to
different national cultures. Hofstede outlines power distance, uncertainty avoidance,
individualism/collectivism and masculinity/femininity as elements that could be used in
determining appropriate management and leadership styles that would foster

employee engagement.

It is important that the problem of employees who are disengaged due to violation of
psychological contract in firms, is resolved, as engaged employees will result in
employees committed to work, higher performance, job satisfaction and lower turnover
for the companies (Coetzee, Schreuder, Tladinyane, 2014, p. 1-12). According to the
reports, the results of employee engagement, are customer satisfaction and retention,
increased profits and sustainability of firms. Slatten and Mehmetoglu (2011, p. 88-107)
support this view as they state that employee engagement leads to innovative

behaviour that will ensure that the firm remains relevant to its customers.

No specific research has been found which has tested the impact of psychological
contracts on job satisfaction, employee commitment, and OCB and turnover intention
under one research, however various research has been done to test this with
individual work related behaviour . There is a lack of information on what the influence
of psychological contracts have on job satisfaction, commitment, and OCB and
turnover intention when tested together in employees of pharmaceutical manufacturing

factory based in South Africa.

This study intends to investigate the link between psychological contract, job
satisfaction, OCB and turnover intention, and intends to identify which of the three is
highly corelated to psychological contract. Proposed solutions are provided to
understand the relationship between psychological contract, job satisfaction, OCB and
turnover with regard to employees of pharmaceutical manufacturing factory in South
Africa. Research will reveal the most influencing parameter due to psychological
contracts which will allow organisations to prepare solutions to manage psychological

contracts in order to improve work related behaviour.
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1.2 THE RESEARCH QUESTIONS

The questions that this study will seek to answer are as follows:

1. What is psychological contract theory and what are the factors that influence
psychological contracts?

2. What is job satisfaction and what are the factors influencing job satisfaction?

3. What is OCB and what are the factors influencing OCB?

4. What are turnover intentions and what are the factors influencing turnover
intentions?
5. What is the relationship between the psychological contract and job satisfaction,

organisation citizenship behaviour and turnover intention?

1.3 THE RESEARCH OBJECTIVE

The primary objective of the study is to investigate the relationship between
psychological contract, job satisfaction, OCB and turnover intention in the employees

of a pharmaceutical manufacturing company in South Africa.

To achieve the above-mentioned primary objective, the following secondary objectives

were formulated:
(i) To undertake an in depth theoretical investigation into psychological contract;

(ii) To construct a hypothetical model and to hypothesise the relationships between
the dimensions of psychological contract, job satisfaction, organisation citizenship

behaviour and turnover intention;

(iif)  To empirically test the influence of the selected independent variable
psychological contract on job satisfaction, OCB and turnover intention (dependent
variable) on the employees of a pharmaceutical manufacturing factory in Durban,
South Africa;
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To propose recommendations, based on the empirical results of this study and to

indicate which dependent variable is highly corelated to psychological contract.

1.3.1 Research Design Objectives

The research will focus to achieve the primary objective and in order to achieve it below

secondary objectives are developed:

1. Conduct a secondary literature review on psychological contract, job

satisfaction, OCB and turnover intention;

2. Construct a questionnaire for each variable to collection of empirical data,

including demographical profiles of participants;

3. Distribute the questionnaires to approximately 100 staff members of the

pharmaceutical factory through an online medium;

4. Analyse the data using STATISTICA and Excel software applications;

5. Interpret results from the statistical analysis and draw conclusions;
6. Based on the outcome of research provide recommendations to the factory
management.

1.4 THE HYPOTHESIS

The following hypotheses were investigated in this study:

H1: There is a significant relationship between job satisfaction and psychological

contract;
H2: There is a significant relationship between OCB and psychological contract;

H3: There is a significant relationship between turnover intention and psychological

contract;
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H4: There is a significant relationship between organisation citizenship behaviour, job

satisfaction and turnover Intention;

The relationships mentioned above are graphically depicted in Figure 1.1.

Figure 1: The Hypothesised relationship

Job Satisfaction

H1 T
Psychological Organisation
Contract Fulfillment Ho Citizenship Behavior —— H4
Turnover Intention
H3 —

1.5 METHODOLOGY OF STUDY
1.5.1 The research paradigm

“A Paradigm is a framework that guides how the research should be conducted
based on people’s philosophies and their assumptions about the world and the
nature of knowledge” and “methodology is an approach to the process of research

encompassing a body of methods” Collins and Hussey (2014).
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Quantitative research is objective in nature, they primarily rely on the statistical
evaluation of collected numerical data, which is extensively used in research. The big
advantage of this method is that it is expected to demonstrate internal validity of the
findings Frey (2018, p. 1349-1352). One of the important criteria is that the
researcher is outside the topic under research Collis and Hussey (2014). This
research method fall under the broad heading of descriptive research. This type of
research corresponds to identifying the characteristic of an observed phenomenon,
or exploring correlations between two or more entries. it uses large sample of data to
test hypothesis. Quantitative research methods fall under the broad heading of
descriptive research. This type of research corresponds to identifying the
characteristics of an observed phenomenon or exploring correlations between two or
more entities. Quantitative research is unbiased and results can be generalised to
larger population. The basic assumption of quantitative research is that reliability and

validity can be objectively measured.

Qualitative research, according to Collis and Hussey (2014), is more subjective and
humanistic as the researcher interacts with what is being researched. Qualitative
research uses small samples and generates theories. It is biased, and the results
obtained from the qualitative research cannot be generalised to a wider population.
Qualitative research is informal and uses qualitative words. The basic assumption of
qualitative research design is that reliability can be tested through verification.

Validity of the qualitative research design is high.

1.5.2 Basic assumption of methodological paradigms:
Ontological assumption:

For this study the researcher has chosen positivism as research tradition due to the
fact the psychological contract is a well-researched theory and it is a reality in today’s

business environment

Epistemological assumption:

The researcher is external to the research and knowledge will come from objective
evidence and statistical outcome, from previous research, individually and jointly the

relationship between some of the variables has been tested.
16



Axiological assumption:

The researcher in this study is unbiased and independent of the phenomenon under

study.

Rhetorical assumption:

Each of the important elements will be defined and the research is written in passive

voice.

Methodological assumption:

The process of research is deductive, which will be carried out to identify correlation
between psychological contracts and job satisfaction, organisation citizenship
behaviour and turnover intention, and accuracy will be tested through validity and

reliability.

Based on all the above criteria, the researcher chose a quantitative method, which is
also known as positivistic study as the research looks into statistical association
between psychological contract, job satisfaction, organisational behaviour and

turnover intention.

1.5.3 Sampling design

Sampling design is described as a subset of the population that is selected as
representation of entire population to draw conclusion for the entire population Collis
and Hussey (2014). The authors discuss two types of sampling: probability sampling
and non-probability sampling. The researcher in this study has used non-probability
sampling, particularly convenience sampling. Convenience sampling was utilised, as
the researcher chose whomsoever he could find, to fill in the questionnaire due to the

amount of time allocated to the study.

The respondents were drawn from employees working in a pharmaceutical factory
located in Durban. Based on the premise that five respondents per item are
conventionally required when conducting multi-variant statistical analysis, a sample

size of 63 respondents was selected.
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1.6.4 Survey method

A survey is defined by Groves et al. (2004): “A survey is a systematic method for
gathering information from entities for the purpose of constructing quantitative
descriptors of the attribute for large population of which the entities are members” (p.2).
In the era of high cost for the other mode of survey(mail, telephonic and field force
based manual surveys) online surveys are cheap and fast and also easy to do follow-

ups. (Toepoel, 2017).

The survey link will be distributed as a hyperlink in an email which is sent to potential
respondents. The big advantage of this method is that data is processed directly into
data storage, which eliminates the possibility of transcription errors, and they are
cheap. But it does have its disadvantages: it can be useful only for a population which
has access to emails, and the researcher cannot be entirely sure that the person

responds to the survey request.

For the purpose of this research, an online survey method is used. The survey tool is

provided by QuestionPro and administered by the Nelson Mandela University student

account through website www.questionpro.com. The survey was distributed to all the

participants who have access to an email address at the factory.

1.6 ETHICAL CONSIDERATION

Ethical principles in survey research are applied to protect individual participant(s).
Informed consent is designed to protect survey participants’ rights to voluntary
participation and confidentiality. Participation in survey research is fully voluntary and
the respondents control the disclosure of information about themselves. No incentives
were offered to the participants in this survey and care was taken that the vulnerable
population was not used in the survey. As the survey was based on employees from a
pharmaceutical manufacturing factory, the necessary approval was obtained from
management prior to the distribution of the survey. This study is subjected to Form E,
which is the ethical clearance process of the Nelson Mandela University (Refer to

annexure-2) and the necessary approvals are obtained prior to the study.
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1.7 MEASURING INSTRUMENT
1.7.1 Psychological contract fulfilment

The psychological contract fulflment was measured using seven specific items and
was similar to the measurement which was previously used by Rousseau and
Robinson (Robinson, 1995, p. 289-298; 1996, p.574-599; Robinson & Rousseau,
1994, p. 245-259). The scale assesses the fulfilment of psychological contract, and to
what extent the promises and commitment of different aspect of work are kept by
organisation (for example job security, opportunities for promotion). Participants were
given questions to provide a response using a seven point scale, which ranged from 1

to 7, with 1 being strongly disagree and 7 as strongly agree.

The second scale consists of four global items, which assess the extent employees
perceive that the organisation has fulfilled their promises. Response in the form of how
strongly responded agree to each one of them is recorded. The study was measured
using a scale adopted from Conway, Neil and Briner (2002, p. 287-302). The measure
assessed the general perceptions of psychological contract fulfilment. A sample item
includes. “In general, the organisation has kept its promises to me about what | will get

from them.”

1.7.2 Job satisfaction

Job satisfaction generally depicts the outlook one has towards their job, its also an
attitude and feeling that people have about their work. Favourable and positive feelings
indicate job satisfaction. For the purposes of this study job satisfaction is measured
using a three item Michigan Organizational Assessment Scale (MOAS), the scale was
developed by Cammann, Fichman, Jenkins and Klesh (1979). The measure was
chosen for its brevity in comparison to many other multi-item instruments. One reason
for selecting this scale was also on the fact that this scale is consists of only three items
whereas other popular job satisfaction scales are generally much longer. Also, it is a
face-valid measure of the affective component of job satisfaction and is a global
measure. Example items are “All in all | am satisfied with my job”, and in general, “I

don't like my job”.
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1.7.3 Turnover intention

This is also referred to as an intention to quit one’s job. It is the extent to which an
employee plans to quit the current organisation (Kim, Price, Mueller, Watson, 1996, p.
947-976). The five item scale, adopted from Kuvaas (2006, p. 504-522), is based on
prior measures by Khatri, Fern and Budhwar (2001, p. 54-74). Sample items include I
will probably look for a new job in the next year” and “I may quit my present job next

year”.

1.7.4 Organisation Citizenship Behaviour (OCB)

Organisation citizenship behaviour at work is measured using different instruments by
researchers. The majority of the instruments are derived from Organ’s five dimensional
model of organisation citizenship behaviour, which is designed to assess the following
dimensions in employees: 1) Courtesy, 2) Civic virtue, 3) Sportsmanship, 4) Altruism,

and 5) Conscientiousness (Organ, 1988).

The Organisational Citizenship Level Scale (OCLS) was developed by Dolmas in 2003
and adopted by Altuntas (2010, p.186-194) to measure the frequency in which
professional nurses demonstrated organisational citizenship behaviour and tested for
its validity and reliability in this profession. The internal consistency reliabilities for each

dimension ranged from Cronbach Alpha coefficients being between 0.70 and 0.85.

The OCLS has five dimensions and it includes 24 items (altruism, civic nature,
sportsmanship, conscientiousness, courtesy and civic nature). The responses were
recorded on a 7 point Likert scale (1 being strongly disagree and 7 being strongly
agree), The scale was assessed based on the mean scores of the dimensions, and
scores higher than the average score indicated high levels of organisational citizenship
behaviour. Control variables such as gender, age and education were included. These
variables have been identified as possible confounds for psychological contract and
job outcomes (Bal, de Lange, Jansen, & van der Velde, 2008; Turnley et al., 2003, p.

187-206) for this study 5 out of 24 items will be chosen one from each dimension.
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1.8 DATA ANALYSIS

The data was analysed using Excel and STATISTICA computer software program.
Elements that were tested in data analysis were validity, reliability and quantitative data
analysis. Construct validity was used to measure if the instrument measured what it
was supposed to measure. Both exploratory and confirmatory data analyses were

utilised in order to be able to report on descriptive and empirical statistics.
Three aspects of statistical association were measured:

1) Statistical association and modelling-regression analysis

2) Strength of statistical association

3) Generalisation to the whole population

1.9 TERMINOLOGY
The following concepts need clarification in this study:
1.9.1 Psychological contract

The term psychological contract was first used formally by Levinson, Price, Munden,
Mandl and Solley (1962) in their book Men, Management and Mental Health, where it
was defined as “a series of mutual expectations of which the parties to the relationship
may not themselves be dimly aware but which nonetheless govern their relationship to
each other”. Though the principal was discussed by many previously Menninger
(1958), March and Simon (1958), Argyris (1960), most of them defined psychological
contract as exchange between two parties. Rousseau (1989, p. 121-139) defined
psychological contract as an “individual’s self-belief regarding the terms and conditions
of a reciprocal exchange agreement between the focal person and another party”
(p.123).
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1.9.2 Job satisfaction

Job satisfaction represents the affective reactions of employees towards their jobs
(Parasuraman & Simmers 2001) or employees’ positive feeling towards their jobs. A
comprehensive definition of job satisfaction given by Locke (1969) includes individuals’

cognitive, affective and evaluative reactions towards their jobs.

Job satisfaction may be regarded as an incentive for an employee to continue to carry
out assigned tasks, thus contributing to organisational effectiveness (Ali & Ahmed,
2009, p. 186-194).

1.9.3 Organisation Citizenship Behaviour

According to Organ (1988, p.4), OCB is defined as "a behavior that is discretionary,
not directly or explicitly recognized by formal reward system and that in aggregate
promotes the effective functioning of an organization". Reciprocity is fundamental to
OCB, “gesture and goodwill” exchanges between organisation and employees and
between supervisor and subordinates specifically when a particular action warrant
reciprocity (Hopkins, 2002,p.1-5). Researchers have classified OCB into two main
type, the first category in which the behavior is directed toward maintaining social
exchange balance between employee and organisation and the second category is
the behavior which is directed toward the individual (Lee & Allen, 2002, p. 131-142;
Williams & Anderson, 199, p. 601-617)

1.9.4 Turnover intention

Tett & Meyer, 1993 defined turnover intention as “ a conscious and deliberate
willingness to leave the organisation”. Voluntary turnover generally occurs when the
decision to leave the organisation is at the discretion of employee, and it can also be
the probability that the employee will leave the organisation (Nzukuma & Bussin,
2011). It is different from involuntary turnovers which are due to layoffs, forced
resignations, and firings which are mainly controlled by organisations . According to
human capital theory, while some voluntary turnover can be functional, it generally has
a negative influence on workforce performance (Joseph, Ang, & Slaughter, 2006).
First, voluntary turnover depletes the organisation specific human capital accumulated

by an employee. Second, turnover eliminates the organisation’s return on its
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investment from a productive employee. Third, high turnover can disrupt the

organisation’s operations.

1.10 SIGNIFICANCE OF STUDY

The study is aimed at establishing a correlation between psychological contract and
work-related behaviours like job satisfaction, organisation citizenship behaviour and
turnover intention in a pharmaceutical manufacturing factory situated in Durban
KwaZulu-Natal , a province of South Africa. The study will contribute to the field of
psychological contract and provide information for the organisation to make policies to
improve psychological contract considering its correlations with work-related

behaviour.

1.11 LIMITATION OF STUDY

Another limitation was the small size of sample and limited population cover, the study
was conducted in one factory of pharmaceutical manufacturing based in South Africa
which makes it difficult to generalise the study for all the pharmaceutical manufacturing

factories in South Africa.

1.12 STRUCTURE OF STUDY

Outlining the research is essential for the purpose of making the topic manageable.
The boundaries and context within which the research is conducted is important for the
researcher as it helps to focus the study in an attempt to achieve specific research
objectives. It also assists the researcher in understanding the main problem and

relevant sub-problems that are required to reduce any uncertainty about the study.
Study has six chapters that follow the outline discussed below:

Chapter 1 introduces the scope of the study, which deals with the problem statement,

research questions, objectives, hypothesis, methodology of the study and terminology.
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Chapter 2 discusses employee engagement as an independent variable in the form of
a literature review, its antecedents, measurements and the influence of values such as
selflessness, = communalism, cooperativeness, collectivism, individualism,
competitiveness and materialism. Chapter 2 also presents a hypothesised model

based on the theoretical framework.

Chapter 3 discusses the methodology of the study, which seeks to clarify how the

sample is drawn, measurements that are utilised, demographic and empirical results.
Chapter 4 concentrates on empirical data results and validity and reliability of data.
Chapter 5 concentrates on data analysis and interpretation of descriptive findings.

Chapter 6 discusses the conclusions arrived at in the study, limitations and

recommendations of the researcher.
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CHAPTER 2: LITERATURE REVIEW

2.1 INTRODUCTION:

In the previous chapter the researcher briefly covered psychological contracts and the
impact of Psychological Contract breach along with problems business faces in times
of tough economic challenges and changing perceived expectations. The research
problem was presented, along with clearly defined research question and objectives.
A hypothesised model was created to study the relationship between the dependent
and independent variables, and an overview was given on the methodology of
research.

The aim of this chapter is to define how the literature research is done, what are the
different means used to find out literature on the topic or with related topics, followed
by an overview of the pharmaceutical industry in South Africa, since this research is
being conducted on factory workers within a pharmaceutical company in South Africa.
What follows is a detailed literature review on the variables that are illustrated in the
conceptual model, namely psychological contract, job satisfaction, OCB and turnover
intention with the emphasis on previously done research on the relationship of
psychological contract and job satisfaction, organisation citizenship behaviour and
turnover intention. In the methodology of the literature review, first a detailed review is
done on psychological contracts and the aspects related to it, such as type of contracts,
and breach and violation. The second part of the literature review analyses literature
which has carried out research of such relationships like the relationship between
psychological contract and job satisfaction, similarly two other independent variables

include relationship with psychological contract.

2.2 LITERATURE SEARCHING PROCESS

To search literature related to the topic of discussion, a structured method is adopted.
Firstly a search strategy is prepared, which is comprised of key headings that need to
be searched and details which search methods will be used.

As a part of the search strategy, a list of key search items is compiled, such as
psychological contract; job satisfaction; organisation citizenship behaviour; turnover

intention; relationship between psychological contract and job satisfaction; relationship
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between psychological contract and OCB; and relationship between psychological
contract and turnover intention.

Articles from reputed journals were searched using Ebscohost, which is a gateway to
a multi-disciplinary and subject-specific database of journal citation reports, which
objectively allows the researcher to critically evaluate leading journals of the world,
with quantifiable, statistical information based on citation date. Several other
databases were used including SAe Publications, which is a base of South African

journals, and Google Scholars

2.3 PHARMACEUTICAL MANUFACTURING IN SOUTH AFRICA

The global pharmaceutical market is worth $300 billion a year. The South African
pharmaceutical sector is the largest in the African continent and is ranked 5" in terms
of per capita expense on pharmaceuticals. It was valued at approximately R45 Billion
in 2015. Private sector accounted for 4 percent of the market and the public sector
accounted for 16 percent of the market. Approximately 276 companies are licensed by
Department of Health (DoH) and Medicine Control Council to import, manufacture,
distribute or export pharmaceuticals Department of trade and industry (2017).
Pharmaceutical manufacturing is dominated by companies like Aspen Pharmacare,
Adcock Ingram, Cipla, Sanofi. Pharmaceutical companies provide employment to
approximately 9500 people.

The research is carried out on pharmaceutical factory employees of a leading
pharmaceutical company, which consists of many functions like manufacturing,
packaging, warehouse, supply chain, quality control, quality assurance, engineering,
SHERQ, HR and finance. The employees working at the factory are structurally divided
into three broad categories: senior management, middle management and associates.
The individuals in factory come with varying qualification backgrounds from below
Matric to Master’s degree level and from chemistry graduates to pharmacists and

engineers.

2.4 PSYCHOLOGICAL CONTRACT
Employment relationships increasingly use psychological contracts as an explanatory

framework for understanding employment relationships. Psychological contract
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research is generally categorised into two broad phases: Rousseau period and pre
Rousseau period. This is primarily created by the widely cited article by Roehling
(1997, p.204-217) in which he argued that the article by Rousseau (1989)
reconceptualised the psychological contract from previous publication and marked the
“transition from early developments to recent developments in the psychological
contract literature” (p.213).
Psychological contract was first discussed by Menninger (1958) in his book Theory of
Psychoanalytic Technique. Below is an excerpt from the book expressing the concept:
‘In any engagement between two individuals in which a transaction occurs,
there is an exchange, a giving and a gain of something by both parties with a
consequent meeting of the needs in a reciprocal way, mutual way. When this
balance is not achieved, either because one does not need what the other has
to offer or because one does not give what the other needs or because there is
a feeling on the part of one that the exchange is not a fair one, the contract
tends to break up prematurely” (Menninger, 1958, p.21)
The term psychological contract was formally used for the first time in a book titled
Men, Management, and Mental Health. |t was defined as “a series of mutual
expectations of which the parties to the relationship may not themselves be dimly
aware of but which nonetheless govern their relationship to each other” (Levinson et
al., 1962, p. 21).
The pre-Rousseau period has two important empirical research points relevant to this
research. One was done by Kotter (1973, p. 91-99) whereby the study demonstrated
that the alignment of the expectations of an organisation and their employees leads to
greater job satisfaction, productivity and reduced turnover. The second study was done
by Portwood and Miller (1976, p.109-113) which indicated that job satisfaction and
employee work behaviour were positively corelated.
In the pre-Rousseau period, lots of inconsistencies were observed in the definition of
psychological contract. For example some of them define it as an exchange
relationship between the employee and their organisation. March and Simon (1958),
Kotter (1973, p. 91-99) and Argyris (1960) proposed that the psychological contract

developed on the basis of interaction between foremen and the employee.
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Denise M. Rousseau has made the biggest impact on the theory by far and she played
an instrumental role in the renaissance of psychological contract. It started in 1989
when she wrote an article in the Employee Responsibilities and Rights Journal. The
article brought back scholarly interest in psychological contract research. The article
gave a conceptual difference in tractional and relational contracts and differentiated
psychological and implied contracts in an organisation.

Rousseau (1989) defined psychological contract as “an individual’s belief regarding
the terms and conditions of a reciprocal exchange agreement between the focal person
and another party” (p.123). Initial work was very much focused on keeping the
employee at the centre, though it also spoke about reciprocity.

When an employee joins an organisation, a written contract is signed between the
employee and the organisation. The contract includes what the employee is going to
do, in which area he/she is going to work, and what the employee will receive in
exchange of his/her contribution. These written contacts are referred to as employment
contracts. However, when the contracts are unwritten and they are perceived as an
obligation between employee and employer or vice versa, they are termed as
psychological contracts. Similar to legal contracts, in psychological contracts,
employees and employers expect things in return for their contribution. These
perceptions, beliefs and expectations are formed automatically.

Pre 1997 breach and violation are used inter-changeably. Morrison and Robinson
outlined various conditions which may contribute to various perceptions which lead to
psychological contract breach. These models helped in differentiating the two concepts
breach and violation (Coyle-Shapiro & Parzefall, 2008, p. 17-34).

The research by Rousseau and Morrison and Robinson was primarily done from an
employee focus point of view. Guest (1998, 2004) has brought inclusion of employer
perspective. Guest and Conway (2002, p. 22-38) defined the psychological contract as
the “perception of both parties to the employment relationship” (p. 22). Organisations
cannot be blamed for psychological contract violation as it cannot be considered as a
single party. The employers in context of psychological contract: the recruiter, or the
supervisor, or top management.

As per Rousseau (2001, p. 511-541), the psychological contract is formed by an

individual’s cognitive perception of the relationship between employee and
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organisation. Psychological contract formation happens at different stages which
include pre-employment experience, recruitment practices, early socialisation and later
experience.

Conway and Briner (2005), defined psychological contract fulfilment as the degree to
which an employer believes his or her organisation has fulfilled the obligation of the
employee, whereas violation is typically considered as the discrepancy between the
employee’s perception on the promises made to him or her and what was delivered by
the employer (Morrison & Robinson, 1997; Turnley & Feldman, 1999, p. 187-206;
Grimmer & Oddy, 2007, p.153-174).

Fulfilment of the psychological contract is increasingly considered as a criteria for
measuring its performance (Lee, Liu, Rousseau, Hui & Chen, 2011, p. 201-226).From
the employee’s perspective, it takes two forms: perceived employer fulfiilment and
perceived employee fulfilment (see Figure 2.1)

Figure 2.1: Forms of psychological contract fulfilment (Lee et al., 2011, p. 2014)




Second, breach emphasises negative aspects of the contract, while fulfilment focused
on positive aspects.

As these contracts are perceived in the form of obligation, specifically from employees
towards their organisation and being not written, they create negative work related
behaviours if not met. The challenge has become bigger as there is no written
agreement. Many authors have defined the psychological contract as the perception a
person holds about an exchange agreement between himself or herself and another
party (Argyris, 1960; Levinson, et at., 1962; Rousseau, 1989, pp. 121-139; Schein,
1965). Rousseau (1995, pp. 289-298) termed these unwritten implicit agreements

between the employees and their organisation as ‘psychological contract’.

Organisations keep evolving over a period of time and incorporate practices and
systems which can lead to unmet psychological contracts. (Wei, Ma, Zhang, Showail,
Jiao, Wang, 2015, p. 679-701) shared, that there is huge pressure on business to
remain competitive and with increasing pressure on headcount reduction,
compounded by economic downtime, leads to different responses from employee and
these organisational decisions influence perceived psychological contract breach and
employee commitment. All such practices can trigger psychological contract breach,
and affect work related attitudes (Johnson & O’Leary- Kelley, 2003, p. 627-647)
Many researchers have confirmed on existence of psychological contracts during the
time of tough economic instability and competition, employment relationships are
perceived differently and interpreted for different behaviours (Rousseau, 2010, p. 191-
220).

Psychological contract are influenced by many factors other than organisation
practices. For example, they may be driven by how different sexes perceive working
conditions Jianakoplos and Bernasek (1998, p. 620-630) and Sandberg (2013) shared
that gender plays a critical role in psychological contract formation. Males and females
interpret and respond to the same working conditions differently. There is much
research done to study violation of psychological contracts and these have shown that
violation, which is also referred as breach, has many undesirable results such as lower
organisation commitment, lower trust toward employers and the propensity to leave
the organisation (Robinson & Rousseau, 1994, p. 245-259).
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As it is perceived, obligations consistency is always a challenge. Many studies have
attempted to research the consequence of psychological contract breach, however
consistency of breach is not observed very consistently. In the assessments tried by
Rousseau and Tijoriwala (1998, p. 679-695) and another study was performed by
Zhao, Wayne, Glibkowski, Bravo, they conducted meta-analysis to understand the
influence of psychological contracts on eight different work related outcomes, however
they concluded that affect mediates the effect of breach (2007, pp. 647-680).

It is important to understand the impact of psychological breach on work related
outcomes so that adequate action can be taken. Employment relationship was always
in the limelight for human resource professionals and scholars, and they mostly tried
to link it through psychological contracts (Guest & Conway, 2002, p. 335-358). If
employees experience psychological contract fulfilment, they experience increased job
satisfaction, intend to stay, and trust in the organisation (Dabos & Rousseau, 2013, p.
485-510). Human resource practices and social cues can also lead to employees
experiencing psychological contracts which create the unwritten expectation by the
employee and in turn the employer (Cooper & Sparrow 2003; McDermott, Conway,
Rousseau, Flood, 2013, p. 289-370; Rousseau & Greller, 1994, p. 385-401).

It is evident that the breaches of psychological contracts have a significant impact on
work related outcomes. Psychological contract breach has an impact on behaviours
and attitudes at the work place, which impact job satisfaction, organisation citizenship
behaviour, and intention to stay (Raja et al., 2004, p. 350-367; Bordia, Restubog, Tang,
2008; Coyle-Shapiro, 2002, p. 927-946; George, 2013). Multi-generation work forces
respond differently to psychological contracts and react differently to breach of
psychological contracts. Younger generations are more motivated by social
atmosphere while older generations may be more motivated by fair policy, career
development and job content (Lub, Bal, Blommer, Schalk, 2016, p. 653-680).

HRM (Human Resource Management) practices are considered as solutions or actions
by organisations to manage psychological contracts, however in many instances

organisation performance is mediated by the psychological contract. Considering HRM
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practices as obligations of the organisation towards employees, they are perceived as
inducement (Suazo, 2003; Uen, Chen and Yen, 2009, p. 215-223) and HRM practices
shape psychological contracts (Agarwal & Bhargava, 2013, p. 13-26).

The type of HRM practice, such as in the form of training or number of incentives,
directs psychological contracts to be relational or transactional in nature. HRM
practices are related to psychological contracts which affect employees’ behaviour and

attitudes, and finally the organisation’s performance.

Management needed to keep the factory performing in the tough competitive
environment wherein there is a consistent demand of high performance, need to
analysis factors which can influence employee satisfaction, commitment, OCB and
turnover intention. This problem is of great importance with millennials, as they are
very demanding hence it is very important to understand the relationship between
psychological contracts and other characteristics which help business perform.

The research on factory employees is also of importance due to length of experience
factory workers have, which can lead to a higher possibility of psychological contract
and possibly impact on their job satisfaction and commitment.

Breach of psychological contract influences an employee’s behaviour and attitude, and
impacts on job satisfaction (Ahemed, et, al., 2016, Payne, Culbertson, Lopez, Boswell
& Barger, 2015, p. 41-60).

Work engagement is a universally emotional state which is generally associated with
the personal and behavioural states (Schaufeli & Bakker, 2010, p. 10-24). Many
studies indicate that the realisation of a psychological contract leads to better work
engagement (Bal, Kooji & Jong, 2013, p. 545-572; Zhao, et, al. 2007, p. 647-680). The
sense of belonging and entrepreneurship greatly associated with psychological
contract also enhances work engagement (Gawke, Gorgievski, & Bakker, 2017, p. 88-
100).

A big portion of employee engagement falls out of the formal contract and can be
analysed using the psychological contract. In return of the job setting and

compensation offered to employees to their satisfaction and expectation, organisations
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expect employees to have a constructive attitude (Cropanzano & Mitchell, 2005, p.
874-900). These expectations create motivation toward psychological contracts. Due
to tougher economic conditions and ever rising competition, organisations fail to
understand which aspect of employee engagement to act on first or they simply don’t
fulfil these as the contracts are not formally written. Many times these are wrongly
perceived and lead to psychological contract breach (Balogun, Esan, Ezeugwu, 2016).
Breach is a “perceived discrepancy between employee’s expectation and derived from
the psychological contract and actual experience” (Solinger, Hofmans, Bal & Jansen,
2016, p. 495-514).

2.5 JOB SATISFACTION AND ITS RELATIONSHIP TO PSYCHOLOGICAL
CONTRACT

Job satisfaction is defined in many ways. Given below are some of the definitions given
by researchers. An initial definition was offered by lvancevich & Donnelly (1968,p. 172-
177), which is the “the favorable viewpoint of the worker toward the work role he
presently occupies.” Carroll and Blumen (1973) defined it as “evaluation of one’s job
and the employing company as contributing suitability to the attainment of one’s
personal objective”. Kalleberg. (1977, p. 124-143) empirically tested the relationship
between job satisfaction and work value and job rewards, and it was concluded that

work value has significant impact on job satisfaction.

“It is an attitude toward a job” Brief (1998). Job satisfaction is an affective reaction to
one’s job, resulting from the employee’s comparison to the actual outcome versus
desired outcome (Cranny, Smith, & Stone, 1992). Job satisfaction is “a positive (or
negative) evaluative judgement one makes about one’s job or job situation” (Weiss,
2002, p. 173-194).

Beam (2006, p. 165-185) reported that workers feel more satisfied if their personal
goals are linked to ‘the organisations values, culture and goals.

Job satisfaction is one of the most researched topics and it remains critical for
managers as they try to keep workers motivated in today’s highly competitive world.

With so much research available, organisations adopt best practices to make sure
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employees remain highly motivated right from HRM practices to leadership education

for leaders, yet organisations struggle to improve job satisfaction.

Schalkwyk & Rothmann (2010) in their study to evaluate the impact of demographic
variables like job levels, qualification, gender, age qualification on job satisfaction in a
chemical factory in South Africa, confirmed that there are two consistent factors which
are extrinsic and intrinsic job satisfaction is related.The study confirmed that language,
is a demographic variable which predicts extrinsic job satisfaction and intrinsic job
satisfaction, was predicted extensible by age and the qualification levels of employees.
Traut, Larsen, and Feimer, (2000, p. 343-351) in their study about job satisfaction,
indicated that the most satisfied employees are those who are newer to the

organisation or in earliest year of service.

Porter said that employees perceive job satisfaction as a degree to which job needs
are fulfilled (Porter, 1962). It can be “a positive (or negative) evaluative judgment one
makes about one’s job or job situation” (Weiss 2002, p. 175). Job satisfaction is
achieved by the cognitive reaction of employees to their job (Locke 1969; Organ and
Near 1985, p. 241-253; Judge and llies 2004; Rich et al. 2010). It is a combination of
what the employee feels and what he or she thinks about various aspects of their job.
When employees are satisfied they feel that their organisation have met the obligation
towards them. Rayton and Yalabik( 2014).

Extrinsic and intrinsic rewards have a positive relationship with job satisfaction.
Fulfilment of the psychological contract in the employees, leads them to develop
reciprocating implicit obligation, which is likely to increase job satisfaction and
organisation commitment (Blau, 1964). An empirical study demonstrates that job
satisfaction occurs when the employee feels that his/her employer is meeting his/her
expectations and job needs (Locke, 1976; Weiss, 2002). The greater perception of
fulfilment in psychological contract from employer, the greater the employee’s
response in terms of job satisfaction and organisation commitment (Mclnnis, Mayer &
Fedmean, 2009, p.165-180; Robinson, 1996; Turnley & Feldman, 2000, p. 25-42).
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Job satisfaction is an indicator of employee well-being. The majority of an employee’s
waking time (two thirds) is spent in the workplace thus job satisfaction has a major
impact on an employee’s overall wellbeing. Job satisfaction is significant predictor of
well- being and is an acknowledged construct linked to the work related well-being of
employees (Brough & O’Driscoll, 2005; Doef & Maes, 1999, p. 84-114; llies & Schwind
2007; Rathi & Rastogi, 2008, p. 47-57).

Job satisfaction is a representation of employees reactions towards their job
(Parasuraman & Simmers, 2001, p. 551-568) or employees’ positive feeling towards
their jobs. A comprehensive definition of job satisfaction given by Locke (1969)
includes ” individuals’ cognitive, affective and evaluative reactions towards their jobs”
Psychological contract breach has a profound impact on job related attitudes and
behaviour (Zhao, Wayne, Glibkowski & Bravo, 2007, p. 647-680; Bal, de Lange,
Jansen & van der Velde, 2008, p. 143-158).

2.6 ORGANISATIONAL CITIZENSHIP BEHAVIOUR AND ITS RELATIONSHIP TO
PSYCHOLOGICAL CONTRACT

Smith, Organ and Near (1983) first introduced the concept of OCB empirically. It is
defined as employee behaviour and the employees’ personal desire to work beyond
what is expected of the organisation in terms of job description (William & Anderson,
1991, p. 601-617; Shahin, Shabani Naftchali & Khazaei, 2014, p. 290-307; Organ,
1997, p. 85-97).

OCB is displayed by an employee when he/she goes above and beyond the call of
duty, if we consider in contractual terms beyond the job description which is signed
effectively to perform the job adequately to achieve organisational goals (Organ, 1997,
p. 85-97). This concept was reconceptualised by (Van Dyne, Graham & Dienesh,
1994, p. 765-802) as civic citizenship.

As per Podsakoff, Mackenzie, Paine and Bachrach (2000, p. 513-563) there are nine
dimensions forming OCB: cooperative attitude, tolerance toward uncomfortable work
place, constructive organisation, responsibility, effort to develop positive organisation,
helping at work, loyalty to organisation, good self-enhancement of a positive deed, and

loyalty to organisation.
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Organ (1988, p. 547-557) again defined it as a self-driven, voluntary behaviour of an
individual which is not a part of his or her formal job description; it does not follow
process of acknowledgement and formal reward system, but leads to affect the

overall performance of the organisation.

The definition of talent in the current organisation is very much linked to OCB and it is
assumed that key talent displays OCB in their working and also it is important that
they remain updated to make sure that the organisation remains successful. Hui, Lee
and Rousseau (2004) state that OCB is highly related to relational contracts.
Transactional psychological contracts have minimal effect on OCB as they only get
affected if mediated by instrumental belief. In the event of an employee believing that
the employer will able to meet their expectations and focus on a long term orientation
relationship, they will carry on with extra role behaviour (Kiazad et al., 2014, p. 535-
556; Panaccio et al., 2015. P. 657-675). Anggraeni et al. (2017) state that the better

the employee’s perception about the psychological contract, the bigger the OCB.

OCB can be classified into two types: One which is intended to benefit the organisation
and second which is to benefit specific individuals. An example of behaviour which
impacts organisations are above average work attendance, not taking longer work
breaks, while examples for behaviour which impacts individuals includes assisting
others, and helping colleagues with work load (William and Anderson, 1991, p. 604-
617). Robinson and Morrison (1995) suggested that OCB is doing more than what is
written in a job description. It is strongly related to psychological contractor fulfilment
or breach due to it being perceived obligation from employer as am reciprocation of
OCB.

This may mean that employees have to perform above and beyond what is required of
them. Contextual performance, discretionary behaviours and OCBs have become a
necessity in the workplace these days and will continue to do so for a number of
reasons. According to Borman and Motowidlo (1997) some of these reasons are that
global competition continues to increase the effort levels required of employees to
produce the best products and deliver the best service. Further to this, employee
adaptability and willingness to exhibit extra exertion is crucial during times of

downsizing. Finally, customer service is increasingly emphasised, particularly because
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customers can usually buy equivalent products for comparable prices at similar
establishments. Employees need to utilise their OCBs to set themselves and their

organisations apart from other organisations.

Organ (1988) highlighted that the significance of OCBs lies in their ability to improve
organisational efficiency and effectiveness. Not surprisingly, OCB has gained
increased importance over the past three decades with many researchers and authors
publishing in this area (Organ, 1988, 1997; Van Dyne, Graham & Dienesch, 1994;
Podsakoff et al., 2009). With OCB’s steady climb to prominence, there has however
been some confusion regarding the nature of the construct. For this reason, it is
necessary to critically examine OCB so as to gain a holistic understanding perceived
psychological breach will be positively related to intention to quit and organisation
citizenship behaviour (Phuong, 2016, p. 329-246) According to Bateman and Organ
(1983, p. 587-595), organisation citizenship behaviour is made up of altruism,

courtesy, conscientiousness, sportsmanship and civic virtue.

Altruism is a voluntary support and aid offered to others in the department It can be as
simple as providing someone a hand to lift up weight or as complex to solve a problem
for a teammate, which may need long hours and effort.

Conscientiousness refers to utilisation of work-time efficiently, promptness in
attendance and obedience to rules. This is considered as one of the behaviours in

where the employee goes that extra mile which is beyond his work role.

Sportsmanship is a behaviour which is displayed by dealing with problems at work
without complaining and finding faults in the organisation. Further it alsos look into how
the employee deals with some inconveniences and does he or she protest or criticize
the organisation for the reason. This is relatively important in the organisational setting,
as unnecessary complaints and fault finding can take up a great deal of a supervisor’s

time.

Notifying parties related to decisions which can affect them in advance is considered

under courtesy behaviour, considerations and politeness is also a part of its definition
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Involving in issue which can affect organisation, showing concern for the organisations
and actively involving in political progression for an organisation falls under civic virtue
(Organ, 1988).

Brief and Motowidlo (1986, p. 710-725) researched a similar kind of work behaviour in
organisational settings called pro-social behaviour. They defined it broadly as
behaviour performed by a member of an organisation directed towards an individual,
group or the organisation with whom he or she interacts while carrying out his or her
organisational role and performed with the purpose of benefitting the individual, group

or organisation toward which it is directed.

Borman and Motowidlo, discussed contextual performance which they defined as
behaviours that do not maintain the technical core of the organisation, but rather
support its broader organisational, social and psychological environment in which the
technical core must function. These behaviours are not considered to be part of task
performance, which refers to the actual job they are employed to do rather, it refers to
enhancing task performance (1997, p. 99-109). They further itemised five categories
of contextual performance which sound similar to the categories of OCB.
These comprise of the following:
1. Volunteering for tasks that are outside an employee’s prescribed job
description.
2. Displaying diligence, eagerness, and application when considered necessary to
finalise essential task requirements.
3. Providing assistance to others when required.
4. Adhering to rules and prescribed procedures, even when it is inopportune or
tiresome.

5. Candidly advocating and protecting the organisation’s objectives.
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Organ (1988; 1997) suggests that the most noticeable difference between OCB and
prosocial organisational behaviour is that the latter can either be in-role or extra-role,
whereas OCB by explanation is extra-role. Further to this, the definition does not imply
that prosocial behaviour be non-rewarded (Organ, 1997). Although prosocial
organisational behaviour is constructive towards individuals, it may sometimes be at
the cost of organisational efficiency and effectiveness (Brief & Motowidlo, 1986).
Borman and Motowidlo (1997) give the example that an employee may help a
colleague with a personal problem, but by doing so may not succeed in achieving a
critical deadline; therefore having a negative impact on the organisation.

OCB can be classified into two types determined by whom the behaviour were intended
for (Williams and Anderson,1991):

The first category is organisational citizenship behaviour-individuals (OCBI). In this
category the behavioural balance is creates for other individuals and benefits them.
Courtesy is considered as a part of the OCBIs. An example of such behaviour includes

representing a colleague in a meeting in his absence.

The second category is where the behaviour is directed towards the whole
organisation, organisational citizenship behaviour-organisational (OCBO). The benefit
of these behaviours is intended for organisation, while some of these behaviours are
sportsmanship and civic virtue. An examples of such behaviour is to finish a task which

is important for the organisation by working extra hours.

While these behaviours are based on the direct target of OCB (i.e. the individual or the
organisation), it should be noted that if an individual is targeted with this behaviour so
that it directly benefits the individual, it may also indirectly benefit the organisation and
vice versa (Williams & Anderson, 1991). For example, if one assists a colleague who
has been absent from work to complete a report before the imminent deadline, then
one is directly helping the colleague but at the same time, the organisation benefits as

its deadlines are being met.
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Further to this there is the argument that some individuals may vary in their view of
whether they see these behaviours as discretionary or not Graham (199, p. 249-270),
it is also recognised that one of the criticisms of Organ’s definition was the specification
of behaviour being “extra-role®. He overcame this by conceptualising OCB as a broad

range of behaviours.

In responding to the critics, Organ (1997) indicated that since he originally defined
OCB, jobs have changed in many ways and continue to change. Downsizing, the global
economic recession, greater use of teams, virtual organisations and the like, all hint
towards the myriad of changes which have taken place in the workplace. He suggested
that as jobs have evolved so have the job descriptions defining their tasks,
responsibilities and roles. Where these were formalised in the past and clearly defined,
they have since become more abstract and universal. Without a clear definition of one’s
role and expectations of that role, there is greater difficulty in clarifying what is outside

of that role.

Perception influences views of behaviours, because what may be considered an extra-
role behaviour to one individual may be deemed an in-role to another. The type of job
one does may also affect what is considered to be in-role or extra-role role behaviour.
However, it is clear that there needs to be a distinction at some stage, because not all
behaviours at work form part of task performance. OCB cannot exist in a workplace
where every helpful deed performed is referred to as part of the job (Organ, 1997).
Another issue tackled in his paper on cleaning up the OCB construct was that of
rewards. Although the original definition did not exclude rewards as an outcome for
behaviour to qualify as an OCB, it was only required that the behaviour was not

contractually guaranteed by the organisation’s formal reward system.

Nevertheless, there is evidence that supervisors do consider contextual performance
in their overall performance ratings, approximately as highly as task performance
(Borman & Motowidlo, 1997; Podsakoff et al., 2009). This implies that OCBs do
influence performance ratings, even though not implicitly, which are likely to influence

reward.
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Research suggests that some forms of OCB may be just as likely as in-role
performance to lead to a financial reward (MacKenzie, Podsakoff & Fetter, 199, p. 123-
150; Podsakoff & MacKenzie, 1994). Becton, Giles and Schraeder (2008) further make
a case for the potential consequences, both positive and negative, of including OCB in
a formal appraisal and reward system. In empirical research it is demonstrated that
psychological contract breach is negatively related to an organisation’s citizenship
behaviour (Hui, Lee, & Rousseau 2004).

2.7 TURNOVER INTENTION AND ITS RELATIONSHIP TO PSYCHOLOGICAL
CONTRACT

In the psychological contract literature review we have seen that Rousseau divided it
into two parts, transactional and relational psychological contract. Transactional
contract is based on economic exchange, where in employee in exchange of their
service, expect returns like overtime, performance based rewards and training etc.
Relationship based on social emotion exchange, reflects that employees exchange
working long term, loyal and willing to accept internal work adjustments for long term

job security.

Employee attrition is a problematic area for management specifically in
pharmaceuticals where the normal training process is six months. Lost human assets
disrupt the production process at the factory and it is also a costly process considering
that the new employees have to go through the recruitment process, training, and need
to be brought up to date Taplin & Winterton (2007,p.5-18). This is more challenging in
the current times of high competition and tight labour market with a shortage of skills
(Roodt & Kotze, 2005, p. 48-55; Truss, Mankin & Kelliher, 2012).

Most of the literature distinguishes between turnover intention and actual turnover.
According to Preenen, De Pater, Van Vianen and Keijzer (2011, p. 308-344) actual
turnover refers to “departure from an organization despite having the opportunity to
remain”. While turnover intention is defined as “an employee’s personal choice or

decision to leave an organization voluntarily to seek a more favourable or fulfilling
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position elsewhere” (Kovner & Brewer, Fatehi, Jun, 2014, p.64-71; Sjoberg & Sverke,
2000, p. 247-252).

Turnover intention is determinant of turnover rate (Ahmad & Rainyee, 2014, p.74-81)
and they are related to many individual and organisation factors, Mendes & Stander,
2011, p. 123-150). As per Holtom et al., (2008, p.231-274) turnover intention is the
best predictor of actual turn-over, and it is the last stage before departure

Literature on psychological contracts has evidence indicating that perception of breach
can trigger a feeling of violation, which can lead to an individual decision to terminate
his or her relationship with the employer in order to bring an end to unpleasant working
conditions (Ovis et al. 2008).

Positive correlation is established between breach of psychological contract and
turnover intention (Tumley & Feldmen, 2000, p. 25-52).

Wherein other researchers such as Wei Feng (2004,p. 541-561), pointed out that
breach of psychological contract will impact employees’ exit and voice loyalty, which
shows that there is a negative relationship between psychological contract and
turnover intention. Employees leave organisations to escape negative work

atmospheres, career goals, and better opportunities.

In South African pharmaceutical manufacturing, skills are difficult to obtain and
employee retention is considered to be critical as per Larson and Fukami (1985, p.
461-471). Ease of movement is perceived as a predictor for actual turnover. Intention
to leave can be a strong predictor of actual turnover (Vandenberg & Nelson, 1999,p.
1313-1336).The work environment is getting highly competitive. Job losses are
frequent due to tougher economic conditions and higher competition in business, which
create a sense of insecurity. Employees perceive that their employer may not
guarantee them ongoing employment and employees start to present themselves as
more employable. Their loyalty toward their employer starts to diminish and they start
to look for better opportunity (Benson, 2006, p. 173-192; De Cuyper & De Witte, 2008,
p. 363-387).
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Employees feel employability as a promise by the employer (Craig, Kimberly &
Bouchikhi, 2002). The unwritten promise made by employer is referred to as content
of psychological contract Rousseau (1995). There is a positive relationship between
psychological contract fulfilment and turnover intention If an organisation fulfils the
psychological contract, employees will be more loyal to the organisation, employability
will increase and turnover intention will be low. (De Cuyper, Van der Heijden & De Witt,
2011, p. 1486-1503). An enhanced desire to stay is experienced by employees who
believe that they have a contract with the employer that can’t be replicated by other

organisations (Ng & Feldman, 2008).

While, many researchers have shown a positive relationship between psychological
contract fulfilment and intention to leave, a study by Vaart, Linde, Beer & Cockeran.
(2014, p. 32-44) states that the psychological contract does not have a moderating
effect on perceived intention to leave and hence ease of employability will increase
turnover intention of employees regardless of the nature of the relationship.

It is demonstrated by Vaart el al. (2014, p. 32-44) that even though the psychological
contract does not directly impact turnover intention, the state of the psychological
contract significantly predicts employees’ well-being. This was also confirmed by

previous findings by Pazefall and Hakanen (2010, p. 4-21).

Though psychological contract does not significantly impact turnover intention, due to
its impact on well-being, it can significantly predict intention to leave (Page & Vella-
Brodrick, 2009, p. 441-458) and it is related to turnover intention.

HR practices which promote employee involvement and commitment will improve

employees’ well-being (Kalshoven and Boon, 2012).

Organisations can shape employees’ psychological contracts in many ways by
applying different practices. Some of them are by their human agents, such as
managers, who can communicate messages to the employees, through policies and
practices (especially HR policy and practices), and through employment contracts
Conway and Briner (2009).
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There are many climate factors, like the compensation employees receive, treatment
by their direct managers and the way employees perceive their work (including
leadership) which are the positive predictors of employees’ intent to stay in an

organisation (Erasmus et al., 2015, p. 33-63).

The turnover intention is generated when an employee feels discontent but have less
chances to leave due to lack of opportunity to mere waiting for the right opportunity in
this process of employee turnover, turnover intention is generated, generally this is the
organisation in ability to meet psychological contract which is perceived by the
employee Price, (2001, p. 600-624). These factors influence the individual’s reaction
and behaviour relating to the individual’s characteristics and needs (person-situation;
person-organisation) where good fit will to a large extent lead to satisfaction and poor
fit will result in frustration (Ostroff & Schulte, 2007).

Many other empirical studies suggest a positive relationship between psychological
contract breach and turnover intention (Raja, Johns, and Ntalianis, 2004, p. 350-367;
Robinson 1996; Robinson & Morrison 1995; Lu, Shen & Zhao, 2015). If the individual
believes in the positive impact of the relationship, it will lead to behaviours which are

relationship-building and vice versa (Conway and Briner, 2009).

This study contributes to psychological contract theory in two ways. Firstly, this study
provides information on the existence of psychological contract in pharmaceutical
factory employees. Secondly, it will provide which of the three employee work related
outcomes job satisfaction, organisation citizenship behaviour and turnover intention is
highly influenced by psychological contract breach.

The following hypotheses were investigated in this study:

H1: There is a significant relationship between psychological contract and job
satisfaction;

H2: There is a significant relationship between organisation citizenship behaviour and
psychological contract;

H3: There is a significant relationship between turnover intention and psychological

contract;
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H4: There is a significant relationship between organisation citizenship behaviour, job
satisfaction and turnover intention;

The above-mentioned relationships are graphically depicted in Figure 1.1.

FIGURE 2.2: The hypothesised relationship

Job Satisfaction
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Psychological Organization
Contract Fulfillment Ho Citizenship Behavior [ H4
Turnover Intention
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2.8 CHAPTER SUMMARY

This chapter provides a comprehensive review of psychological contract, impact of
psychological contract breach, and fulfiilment. The review provides support that
psychological breach or non-fulfilment of psychological contract leads to impact on
work-related behaviour. The chapter also establishes the relationship between
psychological contract and three work-related behaviours: job satisfaction,
organisation citizenship behaviour, and turnover intention. Finally a hypothesised
model is proposed along with a different hypothesis to establish the correlation
between the independent variable psychological contract, and the dependent variables

of job satisfaction, organisation citizenship behaviour and turnover intention. The
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outcome will assist organisations in meeting challenges of understanding work-related
behavioural challenges better, particularly in South African pharmaceutical factories
operations. In the following chapter, a detailed discussion will be done on methodology

utilisation for the study.
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CHAPTER-3: METHODOLOGY OF STUDY

3.1 INTRODUCTION

Research design or methodology is mostly referred to as the “framework for the
collection and analysis of data” (Bryman, 2012, p.46). Research is guided by a type of
research methodology, which is dependent on research paradigms. Chapter 2
provides a comprehensive literature review on psychological contract and relationship
of psychological contracts with job satisfaction, OCB and turnover intention. This
chapter presents a research design adopted for the present study based on the

element of research framework proposed by Collis and Hussey (2014).

3.2. THE RESEARCH PARADIGM

The definition to understand this topic’s paradigm is that it is a “universally recognized
scientific achievements that are for a time provide model problems and solutions to a
community of practitioners” (Kuhn, 1962, p.8).Up to the 19" century, research was
primarily focused on inanimate objects in the physical world. Scientists used
systematic methods involving observation, experimentation, and they applied inductive
knowledge to predict theories. The belief about the world and knowledge was based
on positivism It was developed by theorist such as Comte (1798 - 1857), Mill (1806 -
1873) and Durkheim (1857- 1917).

During the industrial age and times of capitalism, researchers started to focus on social
phenomena. A phenomenon is an observed or apparent object, fact or occurrence
based on a new theory that was proposed, which was the opposite of positivism and
called interpretivism, which was based on the principles of idealism, a philosophy
associated with Kant (1724-1804) and subsequently developed by Dilthey (1833-
1911), Rickert (1863-1936) and Weber (1864-1920).

Positivism:

Positivism is based on the belief that reality is beyond anyone’s control and is

independent of us. The theories are discovered based on empirical research. Positive

47



information is the base of knowledge as this can be scientifically verified. Every
rationally justified assertion can be mathematically or logically proven (Williman, 2011).
In positivism, explanation is based on theories which permit the anticipation of
phenomena, predicts the possibility of occurrence and therefore allowed to control
them. Based on the assumption that social phenomenon can be measured, positivism
is associated with quantitative methods of analysis. Which can be measured using

statistical analyses of data collected.

Interpretivism:

Interpretivism is developed due to perceived adequacies observed in the traditional
research paradigm positivism, to meet the need of social scientists. Interpretivism is
based on the belief that social reality is not very objective but rather it is very subjective
due to high level of perceptions. A researcher cannot isolate himself or herself from
the research because it impossible to separate what exists in the social world and what
is in the mind of researcher (Smith, 1983; Creswell, 2014).

Interpretivism is focused on understanding the interpretive understanding of social
phenomenon. It is considered to be any research where findings are not derived from
statistical analysis of quantitative data (Corbin and Strauss, 2008).

Table 3.1 shows approaches within the two paradigms.

Table 3.1 Approaches within the two main paradigms

Positivism Interpretivism
Quantitative Qualitative
Objective Subjective
Scientific Humanist
Traditionalist Phenomenological

There are certain underlying assumptions which define which type of research,
positivism or interpretivism.

As per Creswell (1994) and Collis and Hussey (2014, p. 46-47) below are some
differences in positivism and interpretivism on philosophical assumptions:

Ontological assumption:
48



In Positivism the researcher is external to the social reality and is very objective while
in interpretivism, social reality is socially constructed and is subjective and realities are

multiple.

Epistemological assumption:

It is what constitutes a valid knowledge. | In positivism research the researcher is
outside the phenomenon under study and knowledge is obtained from objective
evidence about observable and measurable phenomenon, while in interpretivism the
researcher very much interacts with the phenomenon under study and knowledge is

obtained from subjective evidence form participants.

Axiological assumption:

Under positivism method, the researcher is outside the research and is independent
from the phenomenon under study, hence the results are unbiased and value free.
Under interpretivism, due to the fact that the researcher is very much part of research,

it is then biased and value laden.

Rhetorical assumption:
The researcher uses passive voice, accepted quantitative words and set definition
under positivism method, while under interpretivism, it is limited to a prior definition and

the researcher mostly uses personal voice and accepted qualitative terms.

Methodological assumption:

In positivism method, validity and reliability ensures that the results are accurate and
reliable. The researcher studies cause and effect and uses a static design where
categories are identified in advance. Generalisation leads to predict, explanation and
understanding. In this, the researcher uses a deductive approach. In interpretivism, the
researcher uses an inductive approach where the researcher study a topic with in a
context and uses an emerging design, categories are identified, patterns and theories
are developed for understanding.

Based on the above review, this study will be based on positivism paradigm using the

quantitative research method due to the fact that psychological contract is an existing

49



theory and the researcher is going to analyse its correlation with other work related

behaviours statistically.

Quantitative research technique fall under the broad heading of descriptive research.
This research is focused on identifying the characteristics of an observed
phenomenon, or exploring correlations between two or more entities. Quantitative
research is objective, the researcher is independent from what has been researched
(Collis & Hussey, 2014). In quantitative research methodology large samples are used
and hypothesis are tested. Due to the way it is conducted and being researcher outside
the research topic it is considered to be unbiased and the results can be generalised
to a wider population. The basic assumption of quantitative research is that reliability

and validity can be objectively measured.

Qualitative research, according to Collis and Hussey (2014), is more subjective and
humanistic as the researcher interacts with what is being researched. Qualitative
research uses small samples and generates theories. It is biased, and the results
obtained from the qualitative research cannot be generalised to a wider population.
Qualitative research is informal and uses qualitative words. The basic assumption of
qualitative research design is that reliability can be tested through verification. Validity

of the qualitative research design is high.

Aliaga and Gunerson (2002) defined methods of quantitative research as “explaining
phenomenon by collecting numerical data that are analysed using mathematically
based method (in particular statistics)” wherein Kothari (2009) deliberated that it is the
collection of quantitative data and this data is then put into a rigorous quantitative
analysis that is done in a formal manner and can include experimental, inferential and
simulation approaches to research. Collis and Hussey (2014) contend that with
quantitative research, the researcher is outside from what is under researched. Large
samples are used in quantitative research to tests the hypotheses. Reliability for the
quantitative research design is high. This is also highlighted in Krauss and Putra (2005)
as they contend that positivistic approach preponderates in science and assumes that

science measures facts of an independent nature about a single apprehensive reality.
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Kothari (2009) meanwhile discusses qualitative research as a subjective assessment
of opinions, behaviour and attitudes. Kothari (2009) argues that this situation leads to
the researcher’s impressions and insights surfacing. Collis and Hussey (2014) also
agree that qualitative research is subjective and humanistic as the researcher interacts
with what is being researched. The basic assumption of qualitative research design is
that reliability can be tested through verification. Reliability for the qualitative research

design is low.

Table 3.2: Comparison between quantitative and qualitative research

Aspect Quantitative Qualitative

Purpose To test hypothesis and | To gain a deeper understanding of
make predictions the topic and interpret social

interactions

Sample size Has a larger sample Has a smaller sample size
size

Strategy of Experimental designs Narrative

enquiry Non-experimental Phenomenology

designs such as surveys | Ethnographies

Grounded theory

Case study
Instrument used | Predetermined Emerging methods
instrument based Open ended questions

Closed ended questions | Interview data
Observation data, document data

and audio-visual data

Type of analysis | Statistical analysis Text and image analysis
Objectivity vs Objectivity is critical Subjectivity is expected
subjectivity
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Biases of the The biases of the The biases of the researcher may
researcher researcher remain be known to participants

unknown to participants

Generalisability It has generalisable It has specified findings that are less
of the findings findings that can be generalisable

applied to a wider

population

Source : Donley and Grauerholz (2012)

3.3 POPULATION AND SAMPLING DESIGN

This section covers the sampling design of the study, which covers population from
which the samples have been selected.

The respondents for this study have one commonality in that they are all employed by
the same pharmaceutical manufacturing company within the manufacturing industry in
South Africa. This organisation employs roughly 700 employees of which the majority
32 percent are directly involved in the manufacturing process to manufacture
pharmaceutical products. The target population consists of current, permanent
employees from different hierarchical levels and functions within the factory operation
in the organisation.

Cross sectional design was used by many researchers, which required drawing up of
large samples from the target population at a specific time was utilised by the
researcher (Olsen & St. George, 2004). The study excluded all contract employees
and fixed term contract employees due to the fact that they didn’t have e-mail access
and the internet.

The researcher aimed to obtain a sample of respondents with differing demographic
characteristics in terms of age, gender, race and job level, length of service, divisional
area and educational background. The final sample consists of 63 respondents (n=63)
from a population of around 224 employees.

Probability sampling is generally used during quantitative research in order to allow for
statistical inferences to be drawn (Sandelowski, 2000), however in the current study
non-probability sampling was used. Non-probability sampling allows for the

respondents to be selected, based on the personal judgement of the researcher and

52



not based on the chance of being selected. Inferential statistics are generally used to
draw statistical inferences with the use of non-probability sampling (Malhotra, 2007),
which was the case in the present study as presented in Chapter 4. Two forms of non-
probability sampling were utilised during the sampling process namely, purposive and
quota sampling. Purposive sampling is a selection method where the purpose of the
research study and the researcher's knowledge of the population (all current, full-time
and permanent employees of the automotive manufacturer) as well as the researcher’s
experience guided the process in order to obtain a sample as representative of the
population as far as possible (Tansey, 2007). Quota sampling was used by means of
ensuring that the sample selected possessed certain characteristics in proportion to
the wider population. Such characteristics included the distribution of age, gender,
race, divisional area and job level (Tansey, 2007). The respondents were therefore
selected on the basis of the researcher's conscious decision to include them in the
sample (Malhotra, 2007). This allowed for the researcher to have more control

regarding the selection process of the respondents (Tansey, 2007).

3.3.1 Population

The population is referred to by Collis and Hussey (2014) as a body of people or
collection of items that are under consideration for statistical purposes. Bless and
Higson-Smith (2000) describe population as a set of components of the research’s
focus to which the obtained results can be generalised. The population of this study

were all the employees working in a pharmaceutical manufacturing factory.

3.3.2 Sampling design

A sample is a small part that stands for the whole (Byrne, 2017).

Sampling is a share of a population or universe (Etikan, Musa, & Alkassim, 2016). It is
a subset of the population which can be used to draw a conclusion about the population
(Collis & Hussey, 2014). There are two sampling techniques that are discussed by

Etikan et al. (2016), which are probability sampling and non-probability sampling.
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Probability sampling:

Probability sampling is a technique that has a distinctive characteristic that ensures
that every participant of the population has an equal chance of being selected (Etikan
et al., 2016). The authors state that probability sampling uses a random selection
system. Collis and Hussey (2014) discuss five types of probability sampling, such as
simple random sampling, systematic sampling, stratified sampling, cluster sampling

and multistage sampling.

Non-Probability Sample:

Contrary to the probability sample, Etikan et al. (2016) state that in non-probability
sample, random selection is not important when selecting a sample from a
predetermined population. The authors state that subjective methods are utilised to
determine the elements that will be included in the sample, thus samples are gathered
in a process that does not provide partakers in the population an equal chance of being
included in the sample. Etikan et al. (2016) refer to this technique as cheaper and can
be implemented quicker. Collis and Hussey (2014) discuss four types of non-

probability sampling as follows:

o Convenience sampling, where the researcher chooses whomever he can find;
o Judgemental sampling, where members have to conform to predetermined
criteria;

o Quota sampling where the researcher ensures the representation of the

characteristics of the population; and

o Snowball sampling where a referral approached is used to reach respondents
that are hard to find.

This study made use of convenience sampling due to the limited time and funds to
conduct this research. Etikan et al. (2016) described convenience sampling as a
method which covers members of target population that meets a practical criteria to
choose samples like easy accessibility, availability, willingness to participate, and

geographic proximity.
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3.3.3 Sample size

The study was carried out in a pharmaceutical manufacturing factory in Durban which
had 224 working staff. The factory aims to manufacture best in class pharmaceutical
products. To produce the product there are five different departments which need to
work together, namely manufacturing, packaging, administration, quality control,
quality assurance, engineering and warehouse.

Based on the premise that five respondents per item are conventionally required when
conducting multivariant statistical analysis, a sample size of 65 was aimed at for taking

the length of the measuring instrument into consideration.

3.3.4. Data collection

In any study, data gathering and analysis is handled with utmost integrity and care to
ensure reliability of the research process. The primary data collection method was
used in this study. Primary data collection is done from an original source, like
interviews, surveys and focus group Collis and Hussey (2014). This view is supported
by Hox and Boeije (2005) as they suggest that primary data can be collected for a
specific research problem at hand, using procedures that suit the research problem
best. The authors highlight two forms of primary data collection methods, which may
be through experiments, interview surveys, mail surveys, structured diary and web
survey. This form is known as the quantitative method. Another method according to
Hox and Boeije (2005) is through open-ended interviews, focus groups and

unstructured diaries and this is known as the qualitative method.

According to Collis and Hussey (2014),secondary data can be collected from existing
source and these can be publications, databases and internal records. Secondary data
can also be utilised as a process where the researcher makes use of information that
has been collected earlier by other researchers or for any other purposes (Hox and
Boeije, 2005).

This study is done using primary data The data was collected by means of a

questionnaire which was sent to respondents using an online survey.
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Before the study could take place, it was necessary to obtain permission from the
organisation. The descriptive study took the form of a cross sectional survey design,
where the sample was drawn from the population at one time by an online survey. To
make sure that the electronic link was accessible from the external server, the link was
tested in a pilot study where the survey was sent to ten participants in the organisation.
The survey was sent to all 133 staff of the organisation by using the Question Pro web
tool. Participation was completely voluntary, and participants could opt out at any stage
of the survey.

The study used an overview that is projected in Figure 3.1 below as suggested by
Collis and Hussey (2014)

FIGURE 3.1: Overview of data collection method for a positivist Study

Source: Collis and Hussey (2014)

The sampling method chosen in this study was discussed above as convenience
sampling, which is part of the non-probability sampling. Variables that have been
identified were those relating to psychological contract. The variables that were chosen
seek to find a linkage between psychological contract, job satisfaction, organisation
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citizenship behaviour and turnover intention. The data collection method was in a form

of a questionnaire and a pilot study was conducted.

3.4. RESEARCH INSTRUMENT

3.4.1 Psychological contract fulfilment:

The psychological contract fulfilment was measured using seven specific items and
was similar to the measurement which was previously used by Rousseau and
Robinson (Robinson, 1995, p.289-298; 1996, p.574-599; Robinson & Rousseau, 1994,
p. 245-259). The scale assesses the fulfilment of psychological contract, and to what
extent the promises and commitment of different aspect of work are kept by
organisation (for example job security, opportunities for promotion). Participants were
given questions to provide a response using a seven point scale, which ranged from 1

to 7, with 1 being strongly disagree and 7 as strongly agree.

The second scale consists of four global items, which assess the extent employees
perceive that the organisation have fulfilled their promises. Response in the form of
how strongly responded agree to each one of them is recorded. The study was
measured using a scale adopted from Conway and Briner (2002). The measure
assessed the general perceptions of psychological contract fulfilment. A sample item
includes. “In general, the organisation has kept its promises to me about what | will get

from them.”

3.4.2 Job satisfaction:

Job satisfaction reflects an emotional state that results from the assessment of various
aspects of one work situation. Cammann, Fichman, Jenkins and Klesh (1979)
developed a tool, Michigan Organisational Assessment Scale (MOAS) which is used
to measure this variable using three items. The measure was chosen for its brevity
compared to other multi-item job satisfaction instruments. This is a short scale which
only measures three items in comparison to other popular job satisfaction scales which

are fairly long. Furthermore, it is a face-valid measure of the affective component of
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job satisfaction and is a global measure. Example items include: “All in all | am satisfied

with my job”, and in general “I don’t like my job”.

3.4.3 OCB:

Organisation citizenship behaviour at work is measured using different instruments by
researchers. The majority of the instruments are derived from Organ’s five dimensional
model of organisation citizenship behaviour, which is designed to assess the following
dimensions in employees: 1) Courtesy, 2) Civic virtue, 3) Sportsmanship, 4) Altruism,

and 5) Conscientiousness (Organ, 1988).

The Organisational Citizenship Level Scale (OCLS) was used to measure the
frequency with which professional nurses demonstrated organisational citizenship
behaviour. Developed by Dolma in 2003, it was adapted to nursing by Altuntas (2010)
and tested for its validity and reliability in this profession. The internal consistency
reliabilities for each dimension ranged from Cronbach Alpha coefficient being between
0.70 and 0.85.

The OCLS have five dimensions and it include 24 items (altruism, civic nature,
sportsmanship, conscientiousness, courtesy and civic nature) , the responses were
recorded on 7 point Likert scale (1 being strongly disagree and 7 being strongly agree),
The scale was assessed based on the mean scores of the dimensions, and scores
higher than the average score indicated high levels of organisational citizenship
behaviour. Control variables such as gender, age and education were included. These
variables have been identified as possible confounds for psychological contract and
job outcomes (Bal, de Lange, Jansen, & van der Velde, 2008; Turnley et al., 2003, p.

187-206) for this study 5 out of 24 items will be chosen one from each dimension.

3.4.3 Turnover intention:
It is also referred to as intention to quit and it is the extent to which an employee plans
to quit the current organisation (Kim et.al., 1996). The five item scale is adopted from

Kuvaas (2006), which in turn is based on prior measures (Khatri, Fern & Budhwar,
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2001). Sample items include: “I will probably look for a new job in the next year” and I

may quit my present job next year”.

3.4.4. Pilot study

Calitz (2009) defines a pilot study as a mini version or a trial run of a full study and is
designed to test the research instrument. This is also called a pre-testing by Poisat
(2006), who indicates that it enables the researcher to determine how the questions
are interpreted and understood by the respondents. Feedback received from this pre-
testing is used to revise questions that are ambiguous and those that may lead to

misinterpretation.

The advantages of a pilot study are explained as follows:

o It assists in testing the hypothesis and this may lead to a more precise
hypothesis in the main study;

o It provides the researcher with ideas and clues that may not have been seen
prior to a pilot study, thus enabling the researcher to get clearer findings in the main
study;

o It enables the researcher to check the planned data collection instrument in
order to make alterations should a need arise;

o It reduces the number of unanticipated problems due to chance that a
researcher has to redesign parts of the study; and

o It assists the researcher to try a number of alternative measures in the study so

as to achieve clearer results in the main study.

Woken (2013) further recommends that students who have less experience in research
should consider a pilot study, which may be to a limited or few respondents as this may

benefit the student.
For the purpose of this study, ten respondents were utilised using convenience

sampling to respond to the questionnaire. The focus of the evaluation in this pilot study

was on the clarity of the instructions and language, and ambiguity of the questions.
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3.5. CONCLUSION

This chapter describes different research paradigms, the most suitable approach was
positivistic for this study based on rationalisation of the research problem which
investigated the relationship between psychological contract, job satisfaction, OCB and
turnover intention. Positivistic approach was preferred because the relationship

between the variable was tested by the means of statistical methods or techniques.

The data collection was done using an online survey to maintain anonymity because
most of the respondent were computer literate and had an understanding about
accessing and using internet. The sample was collected from pharmaceutical
manufacturing factory base out of Durban area in KZN. A convenience sampling was

used for the selection of samples form the population.

The research questionnaire was developed based on the hypothesis and hypothesised
model presented in chapter -1, the questions were sourced from existing questionnaire
to maintain validity and designed to measure the response on 7- point scale. The
validity and reliability testing for the quantitative study was discussed in the chapter.
The chapter also details research instrument used for each variable and details of
previous references for the instrument.

This chapter also covers a pilot study performed on ten responded to understand clarity
of the instructions and language, and ambiguity of the question, based o the response

on changes are made to the questionnaire.

The next chapter will present and discuss the empirical findings of the study.
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CHAPTER -4 EMPIRICAL RESULTS

4.0 INTRODUCTION:

In the previous chapter, we have discussed in detail the research methodology
adopted to carry out this research. The instrument used for each construct and
statistical method used and the empirical phase of this study.

This chapter documents the demographic profile, and the validity and reliability of the
qguestionnaire is tested. The descriptive statistic, such as means, standard deviations

and frequency distributions, are tabled to summarise the sample data.

4.1 DESCRIPTIVE STATISTICS ON THE DEMOGRAPHIC INFORMATION OF THE
SAMPLE

4.1.1 Response rate of target sample:

The sample of this study includes the people working in a pharmaceutical
manufacturing company located in the Durban area of KwaZul-Natal, South Africa. The
sampling was convenience based and conducted using an electronic link to the
questionnaire using QuestionPro software, accessed using the university account. The
responses were collected electronically.

The data collection process was conducted over 2 months the questionnaire was
administered by email to 143 employees, Total of 65 responses were received of which
63 were fit for use as two questions were without any answers, resulting in a response
rate of 44%.

4.1.2 The demographic profile

This section of the results consists of the survey items that are related to the
demographics of the participants, which are associated with age, gender, qualification,
length of service and job level.

Of the 63 participants, the respondents reflected participants included 38 males and
25 females. Table 4.1 and figure 4.1 demonstrate the demographic composition of the
study in terms of gender.

Table 4.1 shows that 60 percent of the respondents were male and 40 percent of
respondents were females. Responses show that there were more males who

responded to the study.
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Table 4.1: Demographic composition of the sample: Gender

‘ ‘Answer Count
1. Male 38
2. Female 25
3. Others 0
Total 63

Figure 4.1: Demographic composition of the sample: Gender

GENDER PROFILE

m Male m Female

25; 40%

38; 60%

The age distribution of participants ranged from 20 years old to older than 59 years
old. The illustration of age composition is presented in Table 4.2 and Figure 4.2. Table
4.2 illustrates that thirteen respondents were between the ages 20 to 29 years, 23
respondents were in the age group of 30 to 39 years, 11 respondents were between

the ages of 40 to 49 years, and 12 respondents were between the ages of 50 to 59
years.
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Figure 4.2 shows that 26.98 percent of the respondents were between the ages of 20
to 29 years whilst 36.51 percent were between the ages of 30 to 39 years and were
the highest percentage of the age distribution. The ages between 40 to 49 years
constituted 17.46 percent of the respondents, whilst 19.05 percent of the respondents
were between 50 to 59 years. The concentration of employees in the age group 30 to
39 years and 40 to 49 years is indication of good experienced staff. Employees are
also distributed across all ages, which provides the factory with an advantage of having
mature employees who could impart knowledge to those employees that are starting
employment.

Table 4.2: Demographic composition of the sample: Age

Answer Count
1. 20-29 17
2. 30-39 23
3. 40-49 11
4. 50-59 12
5. 60+ 0
Total 63

Figure 4.2: Demographic composition of the sample: Age

Age Group
40,00% 36,51%
35,00%

30,00% 26,98%
17,46% 19,05%
5 °

25,00%
20,00%
15,00%
10,00%
5,00%
0,00%

20-29 30-39 40-49 50-59
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The educational qualifications of the respondents ranged from Matric to Master’s
degree level. Table 4.3 and Figure 4.3 illustrate the educational qualifications of the
employees. Table 4.3 shows that there are nine respondents with Matric or less, 17
respondents have a National Diploma or National Certificate, 20 respondents have
bachelor’s degrees, and eight respondents have post graduate degrees.

The analysis of the data in Figure 4.3 indicates that 14.29 percent of the respondents
had a Matric or less, whilst 30.16 percent had a National Diploma or National
Certificate. The majority of respondents, which is 42.86 percent, had a Bachelor's
degree, and 12.70 percent had a post graduate degree. This indicates reasonable
levels of education amongst the respondents. The highest number of respondents had
a junior/Bachelor’s degree, which is an indication that there are more employees at the
factory that have Bachelor’s degrees. The results also indicate that there is a higher
number of employees who have tertiary education, which can assist the factory
employees to have technical skills for their jobs

Table 4.3: Demographic composition of the sample: Qualification

Answer Count
1. Grade 12 or less (Matric) 9
2. National Certificate/National Diploma 17
3. Bachelor's Degree 20
4. Post Graduate Degree 8
Total 54

Figure 4.3: Demographic composition of the sample: Qualification

Qualification

60,00% 42,86%
40,00% 30,16%
20,00% 14,29% - . 12,70%
0,00% - _
Grade 12 of less National Bachelor's Degree  Post graduate Degree
certificate/National
diploma
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The respondents were required to indicate their length of service in years and this was
in relation to the current employer. Table 4.4 and Figure 4.4 indicate the length of
service for the respondents in the current employment. Table 4.4 depicts that there are
16 respondents who have less than five years in the current employment, 19
respondents have worked in the current employment for five to nine years, 27
respondents have worked in the current employment for ten to nineteen years and one
respondent has worked in the current employment for more than twenty years.

Figure 4.4 depicts that 25.40 percent of the respondents have spent less than five
years in the organisation for which they work. 30.16 percent of respondents have
worked in the current employment for five to nine years. The majority of respondents,
42.86 percent fall in category of ten to nineteen years, and 1.59 percent respondents

have worked in the current employment for more than twenty plus years.

Figure 4.4 shows that the respondents have high levels of working experience, which
has an advantage and a disadvantage for the factory. The major advantage is that
these employees have a wealth of knowledge of the systems within the employment,
thus they would be able to assist the factory in implementing their programmes
efficiently. The disadvantage of this, however, is that change characterised the working
environment. Employees with more experience have a high possibility of psychological
fulfilment or non-fulfilment.

Table 4.4: Demographic composition of the sample: Work experience

Answer Count
1. 0 - 4 years 16
2. 5 -9 years 19
3. 10 - 19 years 27
4. 20+ years 1
Total 63
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Figure 4.4: Demographic composition of the sample: Work experience

Length of Sevice

50,00% 42,86%
40,00%
30,16%

30,00% 25,40%
20,00%
10,00% 1,59%

0,00%

0-4 years 5-9 years 10-19 years 20+ years

It was important that all job levels are considered at the factory level to evaluate the
relationship between psychological contract, job satisfaction, organisation citizenship
behaviour and turnover intention, hence respondents were asked to indicate their job
levels.

Table 4.5 and Figure 4.5 indicate the respondents’ job levels. Table 4.5 indicates that
15 respondents are at a senior management level, 14 respondents are at a middle
management level, 23 respondents are at a supervisory level, and 11 are at associate
level.

Figure 4.5 depicts that the sample was a good mix of all levels at the factory,
comprising of senior management representing 23.81 percent, middle management
representing 22.22 percent, supervisory level indicating 36.51 percent, and associate
level representing 17.46 percent

Table 4.5: Demographic composition of the sample: Job Levels

Answer Count
1. Senior Management 15
2. Middle Management 14
3. Supervisor 23
4. Associate 11
Total 63

66



Figure 4.5: Demographic composition of the sample: Job levels

Job Level

40,00% 36,51%

35,00%

30,00%

25,00% 23,81% 22,22%

20,00%

15,00%

10,00%
5,00%
0,00%

17,46%

Senior management Middle management Supervisor Associates

The factory has many functions which have different roles and responsibilities, and
need to operate together to achieve desired results. Different functions require different
level of competencies and across functional, hence it was important that all the
functions have been represented in the evaluation.

The respondents were required to indicate their division in years and this was in
relation to the current employer. Table 4.5 and Figure 4.5 indicate the division of the
respondents in the current employment. Table 4.5 depicts that there are 19
respondents who represent the manufacturing division, six respondents who represent
packaging division, seven respondents who represent warehouse, six respondents
who represent engineering, five respondents who represent quality assurance, eight
respondents who represent quality control, and 12 administrative team members.
Figure 4.5 depicts that 30.16 percent of the respondents are from manufacturing, which
makes it the biggest division among others, 9.52 percent of the respondents are from
packaging, 11.11 percent from warehouse, 9.52 percent from engineering, 7.94
percent from quality assurance, 12.70 percent from quality control, and 19.05 percent

of respondents are from administration division.
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Table 4.6: Demographic composition of the sample: Division

Answer Count

1. Manufacturing 19

2. Packaging 6

3. Warehouse 7

4. Engineering 6

5. Quality Assurance 5

6. Quality Control 8

7. Admin 12
Total 63

Figure 4.6: Demographic composition of the sample: Division
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4.3. RELIABIITY AND VALIDITY OF THE RESEARCH INSTRUMENT

The importance of an accurate measurement of research exploration is emphasised

by Devos (2011) in their study. There are two important characteristics of a research
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instrument that must be considered. Reliability and validity of the research is highly
dependent on the appropriateness of measurement which is utilised to collect such
data (Godfred, 2016). Reliability is related to the findings of a study and means the
“repeatability” or “consistency” of the findings when the study is replicated (Collis &
Hussey, 2014, p.52). Validity is the accuracy of the extent to which the collected data
represents a true picture of what is being studied (Collis & Hussey, 2014, p.53). It is
therefore important to examine the extent to which the instrument is likely to derive

expected results.

4.3.1. Reliability

Reliability is explained by Weiner (2007) as a degree in which a measurement
technique can be depended on to secure consistent results when its application is
repeated. STATISTICA was used to correlate test items for the section of the
questionnaire that measures independent variables and the dependent variable. To
test reliability, Cronbach’s alpha was used.

Table 4.7 stipulates an interpretation index for the Cronbach’s alpha coefficients:

Table 4.7: Cronbach’s alpha coefficient index

CRONBACH’S ALPHA COEFFICIENT | INDEX
Unacceptable <0.50
Acceptable 0.5-0.69
Good 0.7-0.79
Excellent >0.80

Source: (Nunnally, 1978)

Cronbach alpha coefficient less than 0.5 is considered to be not acceptable, anything
below 0.7 and above 0.5 is considered acceptable, while anything between 0.7 and
0.790 is good reliability. A measurement with a Cronbach’s alpha coefficient above 0.8
is regarded as an excellent reliable measurement. If a measuring instrument has a
poor Cronbach’s alpha coefficient, the measuring scale that influences the coefficient
negatively can be deleted to increase the overall coefficient of the independent variable
(Collis & Hussey, 2014, p.276).

69



The Cronbach’s alpha coefficient of each independent variable in this study was

assessed and if the reliability was low, the measuring instrument items were deleted

to increase the overall reliability of the variable. Table 4.8 documents the Cronbach’s

alpha coefficients of the variable job satisfaction.

Table 4.9: Cronbach’s alpha of the job satisfaction

Code Question Alpha if deleted
JSQ1 All'in all I am satisfied with my job 0.33
JSQ2 Rev In general, | don’t like my job 0.56
JSQ3 In general, | like working here 0.62
Cronbach’s alpha 0.63

Table 4.9 contains Cronbach’s alpha coefficient of the variable job satisfaction. A

Cronbach’s alpha coefficient between 0.5 and 0.69 is considered satisfactory, hence it

is considered as reliable.

Table 4.10: Cronbach’s alpha of the Organisation citizenship behaviour

Code Question Alpha if
deleted

oCcBQ1 | help others who have heavy workloads 0.00

OCBQ2 My attendance at work is above the norm 0.08

OCBQ3 Rev | | consume a lot of time complaining about trivial | 0.04
matters

OCBQ4 | take steps to try to prevent problems with other | 0.16
workers

OCBQ@5 | read and keep up with my organisational | 0.00
announcements, notices etc.

Cronbach’s alpha -0.08

Table 4.10 shows that the Cronbach’s alpha coefficient for the variable organisation

citizenship behaviour was -0.08, which indicates that the measuring scale is unreliable.
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Consequently, the question OCBQ2 and OCBQ4 was deleted, which led to

improvement in Cronbach Apha to 0.22 which was still below the acceptable range of

reliability. Consequently, OCBQ3 was deleted and Cronbach’s alpha coefficient of 0.66

was achieved, indicating that the scale measuring this construct is reliable. According

to the interpretation index, it is above 0.5 which is considered reliable. However for

statistical evaluation all questions are considered.

Table 4.11: Cronbach’s alpha of Turnover intention

Code Question Alpha if
deleted

TIQ1 | will probably look for a new job in the next year. 0.88

TIQ2 | may quit my present job next year 0.89

TIQ3 | will likely actively look for a new job within the next | 0.89
three years.

TIQ4 | often think about quitting my present job. 0.89

TIQ5 | do not see much prospects for the future in this | 0.90
organisation

Cronbach’s alpha 0.91

Table 4.11 shows that Cronbach alpha coefficient for variable turnover intention is 0.91

according to the interpretation index, it is >0.8 which is considered excellent reliability.

Table 4.12: Cronbach’s alpha of Psychological contract fulfilment.

commitment to provide you with fair pay for the work

you do?

Code Question Alpha if
deleted
PCQ1 Has the organisation fulfilled its promises or | 0.73
commitment to provide you with a reasonable
secure job?
PCQ2 Has the organisation fulfilled its promises or| 0.72

71



PCQ3 Has the organisation fulfilled its promises or | 0.73
commitment to provide you with a career?

PCQ4 Has the organisation fulfilled its promises or | 0.71
commitment to provide you with interesting work?

PCQ5 Has the organisation fulfilled its promises or | 0.69
commitment to ensure fair treatment by mangers
and supervisors?

PCQ6 Has the organisation fulfilled its promises or | 0.69
commitment to ensure equality of treatment?

PCQ7 Has the organisation fulfilled its promises or| 0.72
commitment to help you deal with problems you
encounter outside work?

PCQ8 In general, this organisation has kept its promises to | 0.71
me about what | will get from them

PCQ9 Managers in this organisation have honoured the | 0.71
commitments they have made to me.

PCQ10 This organisation says it will do things for you and | 0.83
then never gets around to doing them.

PCQ11 | am often told | will receive things from this | 0.84
organisation that in the end never materialise.

Cronbach’s alpha 0.76

4.3.2 Validity

Validity is the degree in which the measuring instrument succeeds in quantifying what
it is designed to measure (Weiner, 2007). Zikmund et al. (2013) discuss external
validity as the ability of the data to be generalised across persons, settings as well as
time, and internal validity as the ability of the instrument to measure what it is professed
to measure. Due to the fact that the sample size of this study was small given the size
of the hypothesised model, an exploratory analysis could not be conducted. This study

was therefore based on content validity. Content validity is a type of internal validity.
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In this study, existing measuring instruments were used, and therefore only reliability
and not the validity of the measuring instrument was assessed.

4.5 ETHICAL CONSIDERATIONS

Ethics are moral principles that are acceptable to a wider group or community. The
authors also describe ethical guidelines as a standard by which a researcher needs to
evaluate his own conduct. Tseng (2010) describe it as code of conduct which are can
be considered as guiding behaviour of researcher. To ensure ethical consideration is
given to this study, with each questionnaire given, a letter on the topic of study with
detailed of researcher and his supervisor. The respondent were informed if they want

to verify the authenticity of research they can contact the research supervisor.

Respondent were advised that the survey is on voluntary participation and of
respondent can withdraw form the survey at any given point of time.

The confidentiality and anonymity were guaranteed through utilisation of online survey
platform, which makes it completely anonymous . The research topic and its
methodology was evaluate for ethics conformance which was assessed using the
ethics clearance process of Nelson Mandela University, based on the ethics guidance

Form-E is used for ethics clearance process (see annexure 3).

4.6. CONCLUSION

This chapter studies empirical results from the data collected using 63 respondents.
They were working in a pharmaceutical factory in the Durban area of the KwaZulu-
Natal province, which was analysed using both the descriptive and inferential statistical

methods.

The demographic profile of the sample was documented which revealed that the
respondents were 60 percent male and 40 percent female, most of the respondents
were between 20 to 39 years of age, respondents are represented from every function
in factory, however the majority were from the manufacturing department (30.16
percent), and most of the respondents are working for more than ten years (42.86

percent).
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Thereafter, the assessment results of the reliability of the measuring instrument were
given. Based on these results, few questions from organisation citizenship behavior

construct excluded from the correlation and regression analysis.
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CHAPTER-5: DESCRIPTIVE STATISTICS AND ANALYSIS

5.1 INTRODUCTION

Descriptive statistics are calculated to describe the sample data collected using the
measuring instrument. This section focuses on how the respondents answered the
survey questions related to the construct of the research model. Descriptive statistics
included the mean, standard deviation and frequency distributions. To carry out this
research, the responses have been grouped using the seven point Likert scale

(strongly disagree to strongly agree).

5.2 PSYCHOLOGICAL CONTRACT

The psychological contract construct contains eleven statements testing the
respondent’s psychological contract fulfiiment. The results are documented in table
5.1.

Table 5.1: Descriptive statistics of psychological contract

. Neither .
Code [Question SFroneg Disagree S_I|ghty agree nor Slightly Agree SkonglvlMean Star_\da_rd
Disagree disagree disagree agree agree Value deviation
Has the organisation fulfilled its promises or 6,11 1,26
PCQ1 |commitment to provide you with a reasonable secure 3% 2% - 2% 5% 47% 42%
job?
Has the organisation fulfiled its promises or 4,66 2,09
PCQ2 |commitment to provide you with fair pay for the work| 13% 11% 8% 2% 16% 31% 19%
you do ?
isati i i i 71 1,27
PCQ3 Has ‘the organls?non quIfllled its promises or 2% 3% B 10% 15% 45% 26% 5, 5
commitment to provide you with a career?
PCQ4 Has .the organis_ation fu_lfillgd ils_ promises or 3% 29 R 39 13% 42% 37% 5,95 1,30
commitment to provide you with interesting work?
Has the organisation fulfilled its promises or 5,16 1,86
PCQ5 [commitment to ensure fair treatment by mangers and 8% 8% 3% 5% 15% 39% 23%
supervisors ?
PCQ6 Has .the organisation fglfilled its promises or 1% 8% 6% 6% 15% 39% 15% 4,79 194
commitment to ensure equality of treatment ?
Has the organisation fulfilled its promises or 4,85 1,60
PCQ7 |commitment to help you deal with problems you 5% 5% 8% 19% 24% 23% 16%
encounter outside work?
PCQs In general, this or.ganlsatlon has kept its promises to 29 3% 5% 13% 21% 38% 19% 538 1,36
me about what | will get from them
i i isati 513 1,54
PCQY Managers in this organisation have honoured the 29, 10% 39% 14% 19% 37% 16%
commitments they have made to me.
i isati it wil i 3,05 1,58
PCQ10 This organisation say it \{VI” do thing for you and then 13% 38% 11% 21% 8% 6% 3% 4 ,
never gets around to doing them.
PCQ11 | am often tolgl I will receive thlngg from this 219 359 6% 20, 59% 6% 59% 2,94 1,71
organisation that in the end never materialise.
Variable score 4,88 1,59

Table 5.1 summarises the frequency distribution, mean value scores and standard
deviation for each question measuring the psychological contract fulfilment behaviour

of respondents.
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Table 5.1 shows that 94 percent of the respondents agree that the organisation has
fulfilled its promises to provide secure jobs (PCQ1) while on pay only 66 percent agree
that the organisation has provided them fair pay (PCQ2), and 85 percent agree that

the organisation has provided them with career development (PCQ3).

92 percent responded that the organisation has provided them with interesting work
(PCQ4), while 76 percent agreed that managers and supervisors treat them fairly
(PCQ5). 68 percent agree that the organisation treats them with equality (PCQ6), and
68 percent agree that the organisation supports them to deal with challenges outside
the organisation (PCQ7). 71 percent agree that managers have honoured
commitments made to the respondent (PCQ9) whereas only 16 percent respondents
agree that the organisation has committed to something and has not delivered
(PCQ10). Mean value of 4.88 indicate that most of the responded slightly agree that

psychological contact does influence work related behaviour.

5.3 JOB SATISFACTION
Job satisfaction is considered as one of the critical behaviours.

Table 5.2: Descriptive statistics of job satisfaction

. Neither .
Code Question Sfrongly Disagree S.I|ghty agree nor Sty Agree SaondvliMe=y Star,'da_"d
Disagree disagree di agree agree Value deviation
isagree

JSQ1 Allin all | am satisfied with my job 2% 3% 2% 5% 10%| 51% 29% 5,84 1,26

JsQ2 " .
In general, | don't like my job

Rev g V) 41% 38%|  11% 3% 5% 0% 2%| 1,98 1,21

JSQ3 In general, | like working here 0% 0% 2% 6% 22%| 38% 32% 5,92 0,96

Variable score 4,58 1,15

Table 5.2 documents the respondent’s opinion on how satisfied are they in the job.

“All'in all I am satisfied with my job”, returned a mean value of 5.84, while in general |
like working here” reported a mean score of 5.92. The majority of respondents (more
than 90 percent) agreed that they are satisfied with their jobs. It can thus be argued,
that the respondents are satisfied with the job that they are doing. Mean value of 4.58

indicate that most of the responded slightly agree that they are satisfied with the job.
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5.4 ORGANISATION CITIZENSHIP BEHAVIOUR

Table 5.3: Descriptive statistics of Organisation citizenship behaviour

. Neither .
Code Question Sfrongly Disagree S.I|ghty agree nor Slightly Agree Strongly |Mean Star.\dzilrd
Disagree disagree di agree agree Value deviation
isagree
OCBQ1 |l help others who have heavy workloads 0% 2%]|- 5% 13%| 37% 44% 6,16 1,00
OCBQ2 |My attendance at work is above the norm 2% 3%]|- 10% 3% 41% 41% 5,98 1,32
OCBQ3 |l consume a lot of time complaining about trivial
Rev matters 41% 24% 6% 5% 5% 8% 11% 2,76 2,14
0CBQ4 | take steps to try to prevent problems with other
workers 2% 8% 2% 2% 11%| 43% 33% 5,75 1,50
OCBQ5 | read and keep up with my organisational
announcement, notices etc. 0% 0% 0% 3% 25%| 41% 30% 5,98 0,83
Variable score 5,33 1,35

Though the Cronbach alpha of the initial construct was not in the satisfactory range
and we have deleted questions to obtain the satisfactory range, for the purpose of this
statistical evaluation, all the data question were used. 94 percent of respondents
believe that they help others in need (OCBQ1) and 85 percent of respondents feel that
their attendance is above the norm (OCBQ2). On the other side, only 24 percent agree
that they consume a lot of time complaining about trivial matters (OCBQ3). 97 percent
of respondents agree that they keep themselves up to date with organisation’s
announcements and notices (OCBQ5). Mean value of 5.33 indicate that most of the

responded slightly agree that organisation citizenship behaviour exist in the

organisation
Table 5.4: Descriptive statistics of turnover intention
. Neither .
Code Question SProngly Disagree S_Ilghty agree nor Slightly Agree aepaMea Star_\da_lrd
Disagree disagree | : agree agree Value deviation
disagree
TIQ1 | will probably look for a new job in the next year. 32% 24% 5% 10% 13%| 11% 6% 3,06 2,03
TIQ2 | may quit my present job next year 37% 25% 2% 16% 11% 8% 2% 2,70 1,79
TIQ3 | will likely actively look for a new job within the next
three years. 22% 14% 3% 8% 10%| 25% 17% 4,14 2,29
TIQ4 | often think about quitting my present job. 35% 27% 2% 11% 14% 8% 3% 2,79 1,88
TIQ5 | do not see much prospects for the future in this
organisation 33% 22% 5% 10% 13%( 11% 6% 3,05 2,04
Variable score 3,15 2,01

Table 5.4 documents employees’ intentions to leave the organisation. 30 percent of
respondents agree that probably they will look for a new job in the next year (T1Q1),

while 21 percent agree that they may quit their job next year (TIQ2). 52% are actively
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looking for a new job within the next three years (TIQ3). More than 30 percent of the
respondents agree that they do not see any prospects for the future in this organisation
(T1Q5). Mean value of 3.15 indicate that most of the responded slightly disagree that

that they have turnover intention.

5.6 INFERENTIAL STATISTICS

5.6.1 Results of the correlation analysis

The variables in the theoretical framework do not exist in isolation as they influence
each other. According to Collis & Hussey (2014, p.270), “correlation offers additional
information about an association between two quantitative variables because it
measures the direction and strength of any linear relationship between them”. These
associations exist between all the dependent and independent variables. The Pearson
correlation was conducted to determine and investigate the interrelationships among
the independent variable and secondly, the relationship between the independent
variable and the dependent variable.

The correlation coefficient ranges between -1 <r > 1 (Collis & Hussey, 2014, p 270).
A negative result will indicate an inverse relationship, where the dependent variable
increases as the independent variable decreases or vice versa. A positive result
indicates a linear relationship, where both the independent and dependent variables
increase or decrease together. The closer the results are to 1, the stronger the strength

of the relationship. The interpretation of the correlation coefficient is put in Table 5.5.

Table 5.5: Correlation coefficient interpretation

Correlation Coefficient Interpretation of relationship strength
R<0.39 Weak correlation

04<r>0.69 Moderate correlation

0.70<r>0.89 Strong correlation

R >0.90 Very high correlation

Source: Collis & Hussey (2014, p. 270)
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The results of the correlation analysis are tabled in Table 5.6

Table 5.6: Relationship among variables

Psychological Job Organisation | Turnover
Contract Satisfaction | Citizenship | Intention
Fulfilment Behaviour

Psychological Contract

Fulfilment '

Job Satisfaction 0.504 -

Organisation Citizenship

Behaviour 0.156 0.451 -

Turnover Intention -0.420 -0.570 -0.236 -

Table 5.5 illustrates the relationship among the dependent and independent variable.
According to the correlation interpretation table, the dependent variable job
satisfaction reported a moderate positive correlation with psychological contract (r =
0.504), organisation citizenship behaviour reported a weak positive correlation with
psychological contract (r = 0.156), while on the other hand, turnover intention
reported a moderate negative correlation with psychological contract (r = -0.420).
Furthermore, the inter-relationships between the dependent variable are moderate or

weak correlations, and none of them are considered as strong or high correlations.

5.6.2 Regression analysis

While correlation describes the nature (strength and direction) of the relationship
between the variables, regression explains the marginal rate of change in the
dependent variable (y) for a unit change in the inter-related independent variable (x)
(Wegner, 2016, p.357). According to Collis and Hussey (2014, p. 281), regression goes
further than correlation “by giving an indication of the ability of an independent variable
to predict an outcome in a dependent variable where there is a linear relationship
between them”. In this study, both linear regression and multiple regression analysis
are used to investigate the variable, which significantly explains the impact of

psychological contract on work related behaviour.
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A regression analysis computes a regression coefficient (beta) for each independent
variable, which is the marginal rate of change in the dependent variable for a unit of
change in the specific independent variable, considering the other independent
variables are held constant (Wegner, 2016, p. 357). In addition, the coefficient
determination (adjusted R?) is computed, which “is the percentage of total variation in
the dependant variable that can be collectively explained by all the independent
variables in the model” (Wegner, 2016, p. 357).

The probability statistics (p-value) show that the results of the independent variable
are significant if the p-value is less than 0.05 (p<0.05) and that there is evidence to
reject the null hypothesis. The null hypothesis states that the independent variable

does not affect the dependent variable.

5.6.2.1 Simple regression analysis

While correlation analysis assumes no casual relationship between variables,
regression analysis assumes that one variable is dependent upon another single

independent variable.

The relationship between psychological contract fulfilment and job satisfaction,
psychological contract fulfilment and organisation citizenship behaviour, and
psychological contract fulfilment and turnover intention for the proposed sample is

evaluated using simple regression analysis.

The correlation coefficient between psychological contract fulfilment and job

satisfaction was observed as moderate positive correlation
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Table 5.7: Regression analysis for dependent variable: job satisfaction

Beta
Std. B (b) | Std. p-
Coefficient t value
B) Error Coefficient | Error value
Intercept 3.9973 0.4343 | 9.2043 | 0.0000
Psychological
0.5038 0.1106 | 0.3629 0.0797 | 4.5556 | 0.0000
Contract
Value
Multiple R 0.5038
Multiple R? 0.2539
Adjusted R? 0.2416
F(3,59) 20.7539
p 0.0000
Std.Err. of
_ 0.7688
Estimate

Source: Author’s own construct from statistical data

The unstandardised beta (B), represents the slope of the line between the independent
and dependent variable. From Table 5.7, it is indicated that for every one unit increase
in the independent variable psychological contract fulfilment, the dependent variable
job satisfaction variable will increase by 0.5038 units. The standardised beta (b) value
is 0.3629, which is the indicator of positive correlation between variables.

The adjusted R? value in Table 5.7 indicates that the variable psychological contract

explains 24.16 percent of the variance in job satisfaction.

The correlation coefficient between psychological contract fulfilment and Organisation

Citizenship Behaviour is a very weak correlation.
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Table 5.8: Regression analysis for dependent variable: Organisation citizenship
behaviour

Beta
Std. B Std. p-
Coefficient t value
(B) Error | (b)Coefficient | Error value
Intercept 5.5307 0.4486 | 12.3297 | 0.0000
Psychological
0.1564 0.1265 | 0.1018 0.0823 | 1.2366 | 0.2210
Contract
Value
Multiple R 0.1564
Multiple R2 0.0245
Adjusted R? 0.0085
F(3,59) 1.5292
p 0.2210
Std.Err. of
0.7941
Estimate

Source: Author’s own construct from statistical data

The unstandardised beta (B) represents the slope of the line between the independent
and dependent variable. From Table 5.8 it is indicated that for every one unit increase
in the independent variable psychological contract fulfilment, the dependent variable
job satisfaction variable will increase by 0.1564 units. The standardised beta (b) value
is 0.1018, which is the indicator of positive correlation between variables.

The adjusted R? value in Table 5.7 indicates that the variable psychological contract

explains 0.85% of the variance in organisation citizenship behaviour.

The correlation coefficient between psychological contract fulfiiment and turnover

intention is a moderate negative correlation.
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Table 5.9: Regression analysis for dependent variable: Turnover intention

Beta
Std. B (b) | Std. p-
Coefficient t value
B) Error Coefficient | Error value
Intercept 6.3140 0.8990 | 7.0237 | 0.0000
Psychological
(0.4197) 0.1162 | (0.5956) 0.1649 | (3.6115) | 0.0006
Contract
Value
Multiple R 0.4197
Multiple R? 0.1762
Adjusted R? 0.1626
F(3,59) 13.0428
p 0.0006
Std.Err. of
1.5914
Estimate

Source: Author’s own construct from statistical data

The unstandardized beta (B), represents the slope of the line between independent

and depended variable. From the table 5.7 it is indicated that for every one unit

increase in the independent variable psychological contract fulfilment, the dependent

variable job satisfaction variable will increase by -0.4197 units. The standardised beta

(b) value is -0.5956 is the indicator of positive correlation between variables.

The adjusted R? value in table 5.7 indicates that the variable psychological contract

explains 16.26% of the variance in turnover intention.
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Table 5.10: Multiple regression analysis for dependent variable job satisfaction,
organisation citizenship behaviour and turnover intention

Beta Std. | B (b) | Std. t p-
Coefficient (B) | Error | Coefficient | Error | value | value
Intercept 0.431 | 2.977 1.462 | 2.036 | 0.046
Job Satisfaction 0.431 0.146 | 0.598 0.202 | 2.956 | 0.004
Organisation
Citizenship -0.084 0.123 | -0.128 0.190 0.501
0.677
Behaviour
Turnover Intention -0.194 0.134 | -0.137 0.094 ) 0.153
1.447
Value
Multiple R 0.534
Multiple R? 0.285
Adjusted R? 0.249
F(3,59) 7.857
p 0.000
Std.Err. of
1.062
Estimate

Source: Authors own construct from statistical data

Table 5.10 shows the multiple regression analysis results of the theory of work related

behaviour variables. The adjusted R? value of the model indicate that 25 percent of the

variance in the behaviour may be explained by combination influence of job

satisfaction, organisation citizenship behaviour and turnover intention. “The b- value

tells us about the relationship, but it tells us more than this though. They also tell us to

what degree each predictor affects the outcome if the effects of all other predictors are
held constant” (Field, 2005, p. 192).

Among the three dependent variables, job satisfaction has a moderate positive

relationship (b = 0.431), and it influences organisation citizenship behaviour and

turnover intention negatively (b=-0.084) and b= 194).
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In the multi-regression model, which contains the independent variable, only one
variable, job satisfaction (p=0.004; p<0.05), is statistically significant.

The study applied theory of psychological contract to evaluate the relationship between
psychological contract fulfilment on work related behaviour, including job satisfaction,

organisation citizenship behaviour, and turnover intention.

The figure 5.11 summarises the stepwise regression results as well correlation and
regression coefficients per variable.

r=0.504 _ _
Job Satisfaction B
B=0.5838
Psychological r=0.156 Organization
Contract Fulfillment B=0.1564 Citizenship Behavior —— Re=24.9%
r=-0.420 _
Turnover Intention
B=-0.4197 —

5.7 CHAPTER SUMMARY

In this chapter, a descriptive analysis of variables is performed. By means of frequency
distribution and descriptive statistics, the mean value and the standard deviation, the
responses per variable were scrutinised.

The statistical measures revealed a moderate positive relationship correlation between

the variable psychological contract and job satisfaction, whereas a moderate negative
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correlation was observed between psychological contract and turnover intention, and
a weak correlation was observed between psychological contract and organisation
citizenship behavior. To further analyse these relationships, three linear regression

analyses and one multiple regression analysis are performed.

The strongest relationship was observed among job satisfaction and psychological
contract with Beta coefficient as 0.5838, followed by moderate negative relation
between turnover intention with Beta coefficient as -0.4197, while negligible correlation
was observed between psychological contract and organisation citizenship behavior.
25 percent of the behaviour may be explained by combination influence of job

satisfaction, organisation citizenship behaviour and turnover intention.
Chapter 6 concludes this study and provides the conclusion and recommendations

related to the relationship between psychological contract, job satisfaction,

organisation citizenship behavior and turnover intention.
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CHAPTER - 6: DISCUSSION CONCLUSION AND RECOMMENDATION

6.1 INTRODUCTION

Chapter 5 documents the profile of the sample and descriptive results of the empirical
study. In addition, correlation and regression analyses were concluded to establish the
relational influence of psychological contract on job satisfaction, organisation
citizenship behavior and turnover intention. Based on correlation analysis and

regression results, the relational influence of hypothesis is either rejected to accepted.

This chapter provides an overview of the study and indicated how the research
objectives were achieved. The conclusions are reached based on the literature
overview and empirical findings related to the psychological contract, job satisfaction,
organsiation citizenship behavior and turnover intention in a factory situated in the
Durban area of the KwaZul-Natal province. The chapter also provides
recommendations that are based on the findings of this research. In addition, the

limitations of the study are discussed.

6.2 DISCUSSION
The following section will discuss the empirical results of this study. Firstly a brief
overview will be provided on the secondary objective and which chapter covers them

followed by overview of the outcome with respect to previous researches.

The primary objective of this study was to investigate the relationship between
psychological contract, job satisfaction, OCB and turnover intention. A step by step
approach was followed to attain the primary objective of this study. The primary
objective is supported by secondary objectives. Table 6.1 summarises chapters where

the secondary objective was attained.
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Table 6.1: Achievement of secondary research objectives

SECONDARY OBJECTIVE

CHAPTER
ADDRESSING
OBJECTIVE

To undertake a detailed theoretical investigation into psychological
contract, job satisfaction, organisation citizenship behaviour and

turnover intention

Chapter 2

To construct a hypothetical model and to hypothesise the
relationships between the dimensions of psychological contract,
job satisfaction, organisation citizenship behaviour and turnover

intention

Chapter 2

To empirically test the influence of the selected independent
variable psychological contract on job satisfaction, OCB and
turnover intention (dependent variable) on the employees of a

pharmaceutical manufacturing factory in Durban South Africa

Chapter 4

To propose recommendations, based on the empirical results of
this study and to indicate which dependent variable is highly

correlated to psychological contract

Chapter 5

6.3 CONCLUSION

The following hypotheses were investigated in this study:

H1: There is a significant relationship between psychological contract and job

satisfaction;

The dependent variable job satisfaction reported a moderate positive correlation with

psychological contract.

H2: There is a significant relationship between organisation citizenship behaviour and

psychological contract;

Organisation citizenship behaviour reported a weak positive correlation with

psychological contract.
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H3: There is a significant relationship between turnover intention and psychological
contract;
Turnover intention reported a moderate negative correlation with psychological
contract.
H4: There is a significant relationship between organisation citizenship behaviour, job

satisfaction and turnover Intention.

6.4 RECOMMENDATION
Recommendations are presented based on main findings of this study.

1. The research showed that psychological contract fulfilment does impact work-
related behaviour. Descriptive statistical evaluation mean value is higher for
psychological contract, which is the indication that it is existing in the sampled
employees.

2. The study also revealed that psychological contract fulfilment has a medium
positive correlation with job satisfaction. Job satisfaction plays a critical role in
driving high performance culture and hence it is recommended to introduce
psychological contact management system at the factory.

3. Retaining talent and employees is critical, specifically in a South African context
due to a shortage of critical skills. The research revealed that psychological
contract has a medium negative correlation.

4. Organisation citizenship behaviour at the factory is not influenced by
psychological contract and negligible correlation is observed between
psychological contract and OCB

5. Based on the research and the influence of psychological contract on work
related behaviour like job satisfaction and turnover intention, it is vital for factory

management to implement psychological contract management.

6.5 LIMITATIONS OF THE STUDY

The findings must be interpreted against a back drop of the limitation of the study
current research design is cross sectional and thus the survey measures were
collected concurrently and thus only levels of association between variables could be

tested. It also limits the extent to which cause and effect relationships can be inferred
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form the findings. Lazarus (2003) explains that cross sectional research fails to provide
adequate attention to individual differences and overstated the importance of sample
or cohort differences. The wuse of questionnaires administered only once per
participant limits a full and accurate description of what the individual was

experiencing.

A qualitative component could have added more understanding in the research as it
could have allowed for better understanding on emotional experience of respondents.
The limitations of the study also include the sampling method (convenience sampling)
that was used together with primary data from respondents. The participation in the
study was voluntary and the respondents were given an assurance that the information

provided was confidential and would be used solely for research purposes.

Another limitation was the small size of sample and limited population cover, the study
was conducted in one factory of pharmaceutical manufacturing based in South Africa
which makes it difficult to generalise the study for all the pharmaceutical manufacturing
factories in South Africa. More studies need to be carried out to understand and

determine pattern in relationship between the variables in South African context.

6.6 FUTURE RESEARCH

Findings from the present study possibly direct future research towards a longitudinal
research design which could better suite in addressing the causal issues of the
variables examined in the study. Since data is collected in a point in time it overlook
change of contract over a period of time, As we know psychological contract is a
dynamic concept of reciprocal exchange between two parties, the data collected from
self report questionnaire reflects only static aspect of contract and overlook the change

of the contract over a period of time due to renegotiations.
The study only focused on the pharmaceutical manufacturing professional in a single

factory and therefore one cant generalize the findings of this study. Therefore, future

studies need to investigate psychological contract relationships with job satisfaction,
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OCB and turnover intention in other factories of pharmaceutical manufacturing in SA

in order to generalize based on bigger research samples.

Future studies can also adopt a qualitative route to gain in depth understanding of
psychological contract. Qualitative studies could provide a more comprehensive
picture of social exchange relationship between the employee and employer. For
instance, through a qualitative approach, the nature of the employee perception and
experiences of and reactions to the psychological contract fulfilment, could be

investigated.
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ANNEXURES- I: QUESTIONNAIRE

NELS‘N MANDELA Change the World

VNIV ERSITY mandela.ac.za

[Date]

Dear Respondent

| am studying towards my MBA (Master in Business Administration) degree at the Nelson
Mandela University Business School. | am conducting research on the relationship between
psychological contract and job satisfaction, organization citizenship behavior and turnover
intension . | believe that my study will make an important contribution to field of psychological
contract.

You are part of our selected sample of respondents whose views we seek on the above-
mentioned matter. We would therefore appreciate it if you could answer a few questions. It
should not take more than thirty minutes of your time and we want to thank you in advance for
your co-operation.

There are no correct or incorrect answers. Please answer the questions as accurately as
possible. For each statement, tick the number which best describes your experience or
perception. For example, if you strongly agree with the statement, tick the number 7. If you

strongly disagree with the statement, tick the number 1. Tick only one answer for each

statement and answer all questions please. Please note also that your participation in this
study is entirely voluntary and that you have the right to withdraw from the study at any stage.

We also _guarantee your anonymity and the confidentiality of information acquired by this

questionnaire. Neither your name nor the name of your firm will be mentioned in the study.

Thank you very much.
Contact details: +27609768655

To verify the authenticity of the study, please contact Prof Sayeed Bayat at telephone number
0837861326 or e-mail address mbmsayeed@gmail.com

Nelson Mandela University Busines: s School Satellite Support Office
Main Campus and Administrative Head Office: East London and Border Kei Office:

Efingd
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Demographic

Tick box the appropriate block

Division

Manufacturing

Packaging

Warehouse

Engineering

Quality assurance

Quality control

Admin

Job Level

Senior management

Middle management

Supervisor

Associates

Length of service

0-4 years

5-9 years

10-19 years

20+ years

Gender

Male

Female

Age group

20-29

30-39

40-49

50-59

60+

Highest qualification

Grade 12 of less

National certificate/National diploma

Bachelor's Degree

Post graduate Degree
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Psychological
contract

Has the organisation fulfilled its promises or
commitment to...

....provide you with a reasonable secure job
....provide you with fair pay for the work you do
....provide you with a career

....provide you with interesting work
...ensure fair treatment by mangers and
supervisors

..ensure equality of treatment

..... help you deal with problems you encounter
outside work

= = = Strongly Disagree

[y

NN NN IDjsagree

N

w w w w slightly disagree

w

& & & & INeither agree nor disagree

H

v oo w (Glightly agree

(9]

)]

N N NN Strongly agree

~

To what extend do you agree or disagree with the
following statements? (Please circle one number
for each)

In general, this organisation has kept its promised
to me about what | will get from them

Managers in this organisation have honoured the
commitments they have made to me.

This organisation say it will do thing for you and
then never gets around to doing them.

| am often told | will receive things from this
organisation that in the end never materialise.
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g B
o B
i i >0 o o X © >
To what extend do you agree or disagree with & o o > o5 8 > =
the following statements? (Please circle one  § ; af’.‘::o ohs ‘.g:'o 35 g
number for each) 55 Davee - 229
Job satisfaction Allin all | am satisfied with my job 1. 2 3 4 5 6 7
In general, | don’t like my job $ 2 3 4 5 6 7
In general, | like working here 1 2 3 4 5 6 7
Organisation | help others who have heavy workloads i 2 3 4 5 6 7
citizenship
behaviour My attendance at work is above the norm 1. 2 3 4 5 6 7
| consume a lot of time complaining about
trivial matters 1 2 3 4 5 6 7
| take steps to try to prevent problems with
other workers i. 2. 3 4 5 6 7
| read and keep up with my organisational
announcement, notices etc. 1 2 3 4 5 6 7
| will probably look for a new job in the next
Turnover intention vyear. 1 2 3 4 5 6 7
| may quit my present job next year 1 2 3 4 5 6 7
I will likely actively look for a new job within
the next three years. i 2 3 45 6 7
| often think about quitting my present job. i 2 3 4 5 6 7
| do not see much prospects for the future in
this organisation I 2 3 4 5 6 7

THANK YOU FOR TAKING TIME TO COMPLETE THIS QUESTIONNAIR

If you have any queries about this questionnaire or would like further information about this

research please contact

Ajay Kumar Pal

Email: ajaycaps@gmail.com
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ANNEXURES-II : ETHICS CLEARANCE FORM

NELS®N MANDELA Lrome

UNIVERSITY

ETHICS CLEARANCE FOR TREATISES/DISSERTATIONS/THESES

Please type or complete in black ink

FACULTY: Bwioes tnd T uwwosmmic  Sisrce

SCHOOL/DEPARTMENT: _Nelsam WMoamdela Un'\vcrs\ha Runsiress School

I, (surname and initials of supervisor) P’A’GE Coneed BPE\J&«’F

the supervisor for (surname and initials of candidate) PaL A k.

(student number) A SIS

a candidate for the degree of Meé s

with a treatise/dissertation/thesis entitled (full title of treatise/dissertation/thesis):

Te velahanship bduween x};?fhma:ua Choherk Omd 19% Sileledion,

S¥oeriselon Cidizerchiy behaviey ond tornger tnfeebien n fowi Abrge
For Lo
consider®d the following ethics criteria (please tick the appropriate block):
YES | NO

1. lIs there any risk of harm, embarrassment of offence, however
slight or temporary, to the participant, third parties or to the ~
communities at large?

2. Is the study based on a research population defined as
‘vulnerable’ in terms of age, physical characteristics and/or
disease status?

2.1 Are subjects/participants/respondents of your study:

(a) Children under the age of 18?

(b) NMMU staff?

(c) NMMU students?

(d) The elderly/persons over the age of 607

S

<Je e ¢

gy
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(e) A sample from an institution (e.g. hospital/school)? b
() Handicapped (e.g. mentally or physically)? ~
3. Does the data that will be collected require consent of an institutional
authority for this study? (An institutional authority refers to an >
organisation that is established by government to protect vulnerable
people)
3.1 Are you intending to access participant data from an existing, stored -

repository (€.g. school, institutional or university records)?

4. Will the participant's privacy, anonymity or confidentiality be
compromised? il

4.1 Are you administering a questionnaire/survey that:

(a) Collects sensitive/identifiable data from participants?

S

(b) Does not guarantee the anonymity of the participant?

[N

{c) Does not guarantee the confidentiality of the participant and the data?

(d) Wil offer an incentive to respondents to participate, i.e. a lucky draw
or any other prize?

< S

(e) Will create doubt whether sample control measures are in place?

(f) Will be distributed electronically via email (and requesting an email
response)?

Note:

o If your questionnaire DOES NOT request respondents’ v
identification, is distributed electronically and you request
respondents to return it manually (print out and deliver/mail); AND
respondent anonymity can be guaranteed, your answer will be NO.

« |f your questionnaire DOES NOT request respondents’
identification, is distributed via an email link and works through a
web response system (e.g. the university survey system); AND
respondent anonymity can be guaranteed, your answer will be NO.

Please note that if ANY of the questions above have been answered in the affirmative (YES)
the student will need to complete the full ethics clearance form (REC-H application) and
submit it with the relevant documentation to the Faculty RECH (Ethics) representative.

and hereby certify that the student has given his/her research ethical consideration and full
ethics approval is not required.

i/

SUPERVISOR(S) qA're i)
HEAD OF DEPARTMENT DATE

173 [au}aarg
STUDENT(S) DATE

Student(s) contact details (e.g. telephone number and email address):

F0LT (O ATL RES 5

(}jr ﬂ%m?l@ gmp{a\. [N

Piease that the + methodology ion from the proposal is d to this form.
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ANNEXURES-IIl : TURN IT IN REPORT

iN QKO MBRSTR: Business Research Project

QAfY#Pin

A Home @ Dashboard 8 Events

& My Courses

& This course

# Turnitin Manuals

T= Hide blocks »¢ Standard view

[ > Mycourses > Academic Degree Programme > MBA > MBA Year2 > MBRSTR > Turnitin > MBA Treatise Final Submission

My Submissions

Part 1

Title

MBA Treatise Final Submission - Part 1

View Digital Receipt

Start Date
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Submission
Title
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_Version_1

Due Date Post Date Marks Available
9 Mar 2019 - 11:59 9 Mar 2019 - 11:59 100
~ .
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Paper Submitted Similarity Grade
D
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20%
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To whom it may concern
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