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ABSTRACT

The study is designed to investigate the impact of psychological contract breach on
different employee’s outcome, namely, organizational citizenship behavior, effective
commitment and Job Satisfaction with the moderation effect of Psychological Capital.
Out of 190 self-administered questionnaires distributed among the faculty members of
private sector universities located in the Khyber Pakhtunkhwa province of Pakistan,
128 questionnaires were considered for analysis. The results show that there is a negative
relationship between Psychological Contract Breach and all employees’ outcomes under
study. Psychological Capital is positively related to all employees’ outcome. Psychological
Capital moderates only the relationship between psychological contract breach (PCB)
and organizational citizenship behavior, and doesn’t moderate the relationship between
PCB-Affective Commitment and PCB- Job Satisfaction.

INTRODUCTION

In today’s organizations, Psychological Contract
Breach (PCB) has emerged as a big problem, as it makes
employees feel that organization is non-supportive to
them. (Zagenczyk, Gibney, Kiewitzn & Restubog, 2009).
Psychological Contract is, “individual beliefs shaped
by the organization regarding terms of an exchange
agreement between individuals and their organizations”
(Rousseau, 1995, p.9).Breach of contract occurs, when
one side has the capability to obey the contract, but
doesn’t(Rousseau, 1995). Morrison and Robinson (1997)
defined psychological contract breach as the employee’s
belief of the organizational failure to fulfill its obligations
(Lange, Bal, Heijden, Jong, & Schaufeli, 2011).When
psychological contract is implemented, it leads towards
improved performance and Organizational Commitment
(Zhao, Wayne, Glibkowski & Bravo, 2007),because
psychological contract creates emotions and attitudes
that shapes and controls behavior (Wangithi & Muceke,
2012). On the contrary, PCB has anrgative impact on the
employee’s attitude and behavioral outcomes, including
OCB (Restubog, Bordia & Tang, 2007;Bal, Chiaburu &
Jansen, 2010) and correlates with deviant work place
behaviors (Kickul, 2001).

This study is based on Affective Event Theory
(AET) (Weiss & Cropanzano, 1996) as a guideline for
understanding PCB. According to AET, organizational
events stimulate affective responses in individuals
working in organizations that accounts for different
workplace attitudes and behaviors. PCB is also a

significant workplace event that triggers affective
reactions of employees as proposed by (Zhao et al.,
2007). Parzefall and Coyle-Shapiro (2010) are of
the view that a single event may not be sufficient;
rather, the accumulation of frequent small events may
develop the perceptions of breach among employees.
Bal, Chiaburu and Diaz (2011) linked AET with
social exchange theory (Blau, 1964) by pleading that
employees and organizations have mutual obligations
to each other, and when the employees perceive that
their organization has not rewarded their contribution,
they will react emotionally. Social exchange between
employee and employer may influence the perception of
contract breach and its impact on employee’s behaviors
(Bal et al., 2010). When employees perceive that the
social exchange relation is interrupted, they will exhibit
unwanted behaviors (Chao, Cheung & Wu, 2011).
There is a plethora of research on the concept of
psychological contract fulfillment or breach (Brown &
Roloff, 2011). For example, Chambel and Alcover (2011)
identified relationship of PC with satisfaction and civic
virtue behaviors. Jamil and Raja (2013) found a positive
link between PCB’s perception and burnout. Bashir
and Nasir (2013) studied the relationship between PCB
and union commitments among the employees of the
hospitality sector of Pakistan. Raja, Johns and Ntalianis
(2004) related different personality characteristics with
the relational and transactional perception of PC with
psychological breach. Gerber, Grote, Geiser, and Raeder
(2012) tested the moderating roleof the career type on
the relationship between PCB and work attitude. Bal,
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Lange, Zacher and Heijden (2013) conducted a study to
show the life-span perspective of PC and related it with
continuous and normative commitment. Psychological
Contract Violation was found negatively linked with
affective Organizational Commitment by Bao, Olson,
Parayitam and Zhao (2011). They also found this
relationship moderated by the job and person related
variables such as job involvement, Job Satisfaction,
hope, job demand and locus of control. Bal et.al (2010)
tested social exchange as a moderator of PCB outcomes
relationships. Chao et al. (2011)tested attribution style
and power distance moderating the relationship between
PCB and Counterproductive workplace behaviors
(CWB).

An exhaustive list of publications on this particular
concept of PCB and its correlates is available along with
multiple intervening and interacting variables. Some
of it has being discussed above. This study is a unique
attempt to introduce Psychological Capital as amoderator
between PCB and positive employee’s outcomes, thus
adding to the available body of knowledge on this
particular topic.

Teaching in the Private sector universities of
Pakistan has become a lucrative profession since the last
decade. One of the reasons for this sector’s attractiveness
is that HEC has announced very attractive packages to
university teachers (Shahzad, Bashir &Ramay, 2008).
But a growing number of private sector universities put
them in a stiff competition and under constant pressure
to deliver maximum in terms of education and research
publications. Moreover, in the quest for competent
faculty, private sector universities mostly rely on visiting
faculty, thus, leaving little room for full time faculty
members. The faculty often experiences broken promises
by the universities because of the vibrant nature of this
sector resulting in negative outcomes such as lower
commitment. The objective of this study is to know
whether faculty of private sector universities in Pakistan
experience PCB, and if yes, what impact does it have on
their Job Satisfaction, Affective Commitment and OCB.
This study will guide the management of universities to
keep their promises, because if psychological contract
is breached, it will lead to lower performance and
attendance (Rousseau, 1995) on the part of the teachers.

REVIEW OF LITERATURE

Psychological Contract Breach and Employees
Outcomes

Psychological Contract Breach is the perception of
one party in an exchange relationship who feels that the
promises made by the other party have not been met.
Rousseau (1995) defined Psychological Contract as an

July

exchange relationship between the employees and the
organization related to an agreement developed by the
organization. When employees perceive that there is
a mismatch between their expectations and what the
company has actually delivered, they experience PCB
(Restubog, Bordia, Krebs & Tang, 2005). PCB is mostly
viewed as an under fulfillment of the psychological
contract, but some researcher also emphasized on the
over fulfillment of the Psychological Contract as well
(Turnley, Bolino, Lester & Bloodgood, 2003; Lambert,
Edwards & Cable, 2003).

Thereisadifferencebetween PCB and Psychological
Contract Violation (PCV). According to Henderson and
O’ Leary Kelly (2012), PCB is an individual cognition
about the organizational failure to fulfill its one or more
obligations, while the intensity of emotional reactions
to Psychological Contract Breach is known as PCV.
So it is inferred from this differentiation that PCV is
the outcome of PCB. Zhao et al. (2007) used PCV
as a mediator between PCB and different outcomes.
Psychological Contract breach is a unique concept,
and not the same as unmet expectations, as proved by
Zhao et al., 2007. He also found that breach predicts
outcomes more strongly that unmet expectations.

A number of researchers have established negative
relationship between PCB and employee’s attitudes
and behaviors. Psychological Contract Theory states
that employees show negative responses to the failure
of the organization to fulfill its obligations (Paille &
Dufour, 2013). Cantisano, Dominguez and Depolo
(2008) conducted a study in which they identified
and tested certain individuals and organizational level
outcomes of PCB. They proved negative impact of
PCB on Job Satistaction, Organizational Commitment;
performance, trust and OCB, and a positive impact
on turnover intensions and neglect in role duties.
Similarly Zhao et al. (2007) found reduced employees’
commitment, satisfaction, OCB and performance.
Social Exchange Theory is the best framework for
understanding employee’s responses resulting from
breach of psychological contract (Turnley et al., 2003).
Some researchers have used AET to describe the process
of PCB and its influence on work related outcomes
(Weiss & Cropanzano, 1996;Zhao et al., 2007).

Based on the above literature, researchers have
related PCB with both positive and negative outcomes,
but in this study PCB will be discussed in relation with
three positive aspects of employee’s outcomes, that are
OCB, Effective commitment and Job Satisfaction.

Organ (1988) defines OCB as, “individual
behavior that is discretionary, not directly or explicitly
recognized by the formal reward system, and that in
the aggregate promotes the effective functioning of the
organization". OCB is not the formal requirement of
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one’s job, such that the employees are not bound to
display such behaviors (Zhao et al., 2007). The two
common form of OCB are Organizational Citizenship
Behavior-Individual (OCB-I) and Organizational
Citizenship Behavior-Organization (OCB-O). OCB-I
benefits other employees in the organization, while
OCB-O benefits the organization. Most of the times,
OCB is affected whenever psychological contract is
met or unmet. Consistent with the Social Exchange
theory, they found that OCB-O is more strongly related
to PC fulfillment than OCB-I (Turnley et al., 2003).
Organ (1988) identified five dimension of OCB, namely
altruism, civic virtue, conscientiousness, courtesy and
sportsmanship (Mohammad, Habib & Alias, 2011).
In this study we will measure all these dimensions of
OCB.

Anempirical study concluded a egative relationship
between PCB and both OCB-I and OCB-O (Restubog,
Hornsey, Bordia & Esposo, 2008). An empirical study
conducted by Chen, Tsui and Zhong (2008) emphasized
on both the PCB of employees by employers and PCB
of employer by employees. They found that PCB of
employees is negatively related to Organizational
Commitment, OCB and work performance. In the
same study, Chen et al. (2008) examined and proved a
weaker relationship between PCB of more traditional
employees and negative outcomes, as compared to less
traditional employees. Restuboget al. (2008) found
that PCB negatively influences employee’s trust in the
organization that causes employee to dis-identify from
the organization, subsequently refraining employees to
involve in OCB. Aligned with Social Exchange theory,
when organization breaches the contract by showing
unhelpful behaviors, employees reciprocate it by
abandoning to show OCB (Hornsey, 2008). Another
study found a positive relationship between PC
fulfillment and OCB. This study, conducted by Chen
and Kao (2011), revealed that when students in a police
academy perceive PC fulfillment, they showed service
oriented OCB.

Affective Commitment is one of the construct
of Organizational Commitment. Organizational
Commitment is a bond between an individual and its
organization (Camilleri & Heijden, 2007). Meyer
and Allen (1991) identified three components of
Organizational Commitment; that are Affective
Commitment, continuance commitment and normative
commitment. This study will include only Affective
Commitment, because this component of commitment
is strongly related to emotional attachments (Snyder
& Cistulli, 2011; Parzefall & Kuppelwieser, 2012).
Affective Commitment is defined as, “employee’s
emotional attachment to, identification with, and
involvement in the organization” (Meyer & Allen,
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1991). It is an emotional bond between employees and
their organization (Rhoades, Eisenberger & Armeli,
2001). According to Meyer and Allen (1991),Affective
Commitment is employee’s emotional attachment to the
organization;antecedentstowhichare Work Experiences,
Personal Characteristics and Organizational Structure.
They found that work experience is the main thing
that leads to good feelings and personal competence.
Affective Commitment is a psychological state, solely
experienced by individuals and built on the cognition
of a rewarding relationship (Lovblad, Hyder &
Lonnstedt, 2012). It is a psychological bond that glues
an employee with its organization ( Ngo, Loi, Foley,
Zheng & Zhang, 2013).

When employees realize that their organization
has breached their psychological contract, it lowers
their trust in the organization, and leads to a lower
commitment towards the organization as employees
reciprocate in the exchange process (Guerrero, Bentein
& Lapalme, 2013). There is a negative link between
the PCB and Organizational Commitment (Zhao et al.,
2007). Synder and Cistulli (2011) also found a negative
relationship between Psychological Contract Violation
and Affective Commitment. Raja et al. (2004) found
that PCB negatively affects the Affective Commitment
of employees.

According to Knights and Kennedy (2005),
“Job Satisfaction is an attitudinal variable that
reflects how people feel about their jobs”. It is an
individual’s positive or negative evaluation of his/
her job or job situation (Weiss & Cropanzano, 1996).
Job Satisfaction produces happy employees. (Haroon,
Fakhar & Rehman, 2012)

Job Satisfaction is widely debated and researched
constructively (Falkenburg & Schyns, 2007). There
are many attitudes of employees towards their jobs,
but Job Satisfaction is the most important employee’s
attitude (Saari & Judge, 2004). According to Weiss
and Cropanzano (1996), events that are emotionally
charged have an impact on Job Satisfaction. As PCB is
also an emotional event, therefore, it is inferred that it
also effect Job Satisfaction. PCB is negatively related
to Job Satisfaction (Zhao et al. 2007).Raja et al. (2004)
found a negative relationship between PCB and Job
Satisfaction. Another empirical study showed that PCB
of younger employees in comparison with old aged
employees is strongly related to Job Satisfaction (Bal,
Lange, Jansen & Velde, 2013). Lambert et al. (2003)
found that when employees receive more inducements
than promised, they show more satisfaction. On the
basis of above discussion, it is hypothesized that:

Hypothesis 1. There is a negative relationship
between PCB and OCB.
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Hypothesis 2. There is a negative relationship
between PCB and Affective Commitment of
employees.

Hypothesis 3. There is a negative relationship
between the PCB and Job Satisfaction.

Psychological Capital and Employees’ Outcomes

In recent years, Psychological Capital is the focus
of positive organizational behavior (POB), which
endures to improve the positive aspects of employees
(Abbas & Raja, 2011).1t is the derivative of POB (Avey,
Luthans & Jensen, 2009). A comprehensive definition
of Psychological Capital is, “An individual’s positive
psychological state of development and is characterized
by: (1) having confidence (self-efficacy) to take on
and put in the necessary effort to succeed challenging
tasks; (2) making a positive attribution (optimism)
about succeeding now and in the future; (3) persevering
toward goals and, when necessary, redirecting paths to
goals (hope) in order to succeed and (4) when beset by
problems and adversity, sustaining and bouncing back
and even beyond (resilience) to attain success)” (Luthans,
Avolio, Avey, & Norman, 2007: p. 3).Psychological
Capital shows the level of hope, resilience, confidence
and optimism of any employee (Sridevi & Srinivasan,
2012). Chen and Lim (2012) refer it as a psychological
well-being. Psychological Capital is a core construct
with four facets of hope, optimism, resilience and
self-efficacy, which were measured and validated both
individually and collectively (Luthans et al. 2007). They
found that the four facets of Psychological Capital, all
collectively give better outcomes that individual facets.
Based on this result, inclusion criteria of this study
with respect to Psychological Capital is to take Hope,
Optimism, Resilience and Self-efficacy, combined as
core components of Psychological Capital. Based on
prior work, Luthans, Norman, Avolio and Avey, (2008)
suggested that Psychological Capital is not a definite
personality trait and can be changed with experience
and training. There was a change in the Psychological
Capitallevel of respondents over time in a study carried
out by Peterson, Luthans, Avolio, Walumbwa, and
Zhang (2011). Psychological Capital has a significant
contribution resulting in a number of workplace
outcomes (Luthans et al., 2008).

Many studies supports that Psychological Capital
has a positive relationship with OCB. A Meta analytical
study by Avey, Reichard, Luthans and Mhatre (2011)
revealed that employees high on Psychological Capital
show positive behaviors such as OCB and is negatively
related to deviance. However, one study shows no
significant relationship between Psychological Capital
as a core construct and OCB across private and public
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sector organization (Shahnawaz & Jafri, 2009). Norman,
Avey, Nimnicht, and Pigeon (2010) found a positive
link between Psychological Capital and OCB directed
towards organization, and a negative association between
Psychological Capital and deviance. Almost the same
results were found by Avey, Wernsing, and Luthans
(2008). A positive relationship between Psychological
Capital and OCB both directed to individuals and
organization was found in the study by Avey, Luthans,
and Youssef (2010).

Many researchers proved a positive relationship
between Psychological Capital and employees’
commitment. For example Avey et al. (2011) found
a significant relationship between Psychological
Capital and Employees’ commitment — a positive
attitude. Etebarian Tavakoli, & Abzari, (2012)
found interesting results on Psychological Capital-
Organizational Commitment relationship. They found
that Psychological Capital was significantly related only
to emotional or Affective Commitment and no other
forms of commitment. Luthan et al. (2011) conducted
and found a positive relationship between Psychological
Capital and Organizational Commitment, controlling
some variables such as conscientiousness, extraversion
and self-evaluation. One study by Shahnawaz and Jafri
(2009) opposes that favorable relationship between
Psychological Capital as a whole, of its components and
commitment.

Luthan et al. (2008) found a positive relationship
between Psychological Capital and satisfaction of
employees working in services firms and a high-tech
manufacturing companies. The similarity between
leaders and subordinates’ Psychological Capital level
leads to perceived Job Satisfaction (Larson, Norman,
Hughes, & Avey, 2013). Luthans et al. (2007) identified
a positive relationship between Psychological Capital
with all its components (Self-efficacy, Hope, Optimism
and Resilience) and Job Satisfaction. They also found
that each component individually was not as much
a good predictor of Job Satisfaction compared to all
components as a whole. In a Meta analytical study
conducted by Avey et al. (2011), they established a
relationship between Psychological Capital and desirable
and undesirable behaviors, and found that employees
with high Psychological Capital are more satisfied with
their jobs. If there is a similarity between leaders and
followers’ level of Psychological Capital, Employees’
Engagement with the organization will be more, which
subsequently leads to employees’ Job Satisfaction
(Larson et al., 2013). On the basis of above discussion,
it is hypothesized that:

Hypothesis 4. There is a positive relationship
between Psychological Capital and OCB.
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Hypothesis 5. There is a positive relationship
between Psychological Capital and Affective
Commitment
Hypothesis 6. There is a positive relationship
between Psychological Capital and Job
Satisfaction.

The Moderating Role of Psychological Capital

As mentioned earlier, Psychological Capital has not
been used as a moderator between PCB and positive
employee’s outcome so far, but in the preceding section,
an attempt is made to build up this relationship based
on past relevant studies and logic. As discussed earlier,
(See Introduction) PCB is an affective event that results
in negative outcomes, and this notion is aligned with
Affective Event Theory (Weiss & Cropanzano, 1996).
The accumulation of frequent small events rather than
one single event may develop the perception of breach
among employees (Parzefall & Coyle-Shapiro, 2011).
In the above discussion on Psychological Capital, it
is clear that Psychological Capital is not a fixed trait,
but is subject to change over time. So it is inferred,
that the change in the level of Psychological Capital
will change the magnitude of accumulated events
that caused PCB. So employees high on Optimism (a
component of Psychological Capital) will show lesser
counter reactions, because such employees perceive
negative events as temporary, situation-specific and
external (Seligman, 1998) as cited by Sridivi and
Srinivasan (2012). PCB is a negative and adverse
situation. Resiliency is the psychological capability
of a person to come back to his or her original state
from adverse and negative situations (Luthans, 2002).
So, it is inferred that resiliency, when combined with
PCB will lessen negative employee’s outcomes. Hope,
as a component of Psychological Capital enables
employees to choose alternative ways of achieving
goals; so whenever employees experience a breach,
employees high on hope may think of alternative ways
as opposed to counter behaviors to combat with negative
situations. Riolli, Savicki, and Richards (2012) found
in a study that Psychological Capital enrich students
with mental power to tackle negative situations. They
concluded that Psychological Capital reduces the
impact of stress on negative outcomes. Based on this,
it is analogized that Psychological Capital reduces the
strength of relationship between PCB (because stress
is also negative phenomenon as PCB) and employees
outcomes.

Based on the above discussion,
hypotheses are developed:

following

Hypothesis 7. Psychological Capital will
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moderate the relationship between PCB and
OCB.

Hypothesis 8. Psychological Capital will
moderate the relationship between PCB and
Affective Commitment.

Hypothesis 9. Psychological Capital will
moderate the relationship between PCB and
Job Satisfaction.

FIGURE 1
Conceptual Model

Psychological Capital

Organizational Citizenship Behavior ]

Psychological
Contract Breach
=[ Job Satisfaction ]
(PCB) L
A\
Affective Commitment ]
METHODOLOGY

Population and Sample

Based on convenient sampling, a total of 190 self-
administered questionnaires were distributed among the
teaching faculty of private sector universities of KPK.
The collection of data from private sector universities’
teachers is based on the rationale, that in Pakistan, these
universities are more functional in research activities
and give better output. Moreover, data collection from
this sector is relatively easy and convenient. Out of 190
questionnaires, 145 were received, of which only 128
were considered for analysis with a response rate of 67%.
While administering the questionnaires, the respondents
were assured that their names will be kept secret and the
data will be used only for this project.

Demographic Characteristics

The respondents had a mean age of 31 (s.d=5.63) and
79.7% were male. Mean experience of the employees with
their current university was 4.4 (s.d= 3.6). Most of the
respondents (78%) were lecturers, and the rest were Assistant
Professors. The qualification of the respondents ranged from
Masters to Ph.D; 66% respondents were Masters.

Measures

All the study variables were measured on a 5 point Likert
scale from Strongly Disagree=1 to Strongly Agree=5.

Psychological Contract Breach was measured using
5-itmes scale developed by Robinson and Morrison (2000).
One sample item is, “My employer has broken many of its
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promises to me, even though, I have upheld my side of the
deal”. The Cronbach’s alpha of the scale was 0.72.

Organizational Citizenship Behavior was measured
using 20-itmes scaled developed by Podsakoft and Mac
Kenzie (1989). One sample item is, “I help orient new
people even though it is not required”. The Cronbach’s
alpha of the scale was 0.88.

Job Satisfaction was measured using 6-items version
by Agho, Price and Mueller (1992). One sample item
is, “I find real enjoyment in my work”. To improve the
Cronbach’s alpha, the scale was reduced to 5-itmes after
which the Cronbach’s alpha of the scale was 0.74.

Affective Commitment was measured using 8-itmes
scales developed by Meyer and Allen (1997). One simple
item is, “I enjoy discussing my organization with people
outside of it”. The Cronbach’s alpha of the scale was
0.83.

Psychological Capital was measured using a 24 items
scale developed by Luthans, Youssef and Avolio (2007).
One sample item of the scale is, “I always look on the
bright side of things regarding my job”. The Cronbach’s
alpha of the scale was 0.90.

Control Variables

One way ANOVA was performed to control for variations
in dependent variable(s). The results revealed that there
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were differences in OCB (F= 3.952, p<.001), AC (F=3.108,
p<.001) and JS (F=4.534, p<.05) across age. Thus, age was
controlled in the regression analysis. Similarly, there were
significant differences in OCB (F= 2.186, p<.05) and JS
(F=2.084, p<.05) across experience. Hence experience was
also controlled in regression analysis. Significant differences
were found in AC (F=5.035, p<.05) across educational levels,
s0, education was also controlled in regression analysis.

RESULTS

Table 1 shows the descriptive statistics and
correlation among variables. All correlations are
significant at p<.001. The mean value for PCB was 2.66
(s.d. =0.76). The bivariate associations presented in the
correlation matrix provide provisional support for HI,
H2, H3, H4, H5 and H6. There was negative correlation
between PCB and OCB (r= -0.48, p< .001), PCB and
AC (r=-0.54, p<.001) and PCB and JS (r=-0.61, p<.001)
which provisionally support first three hypothesis.
The correlation between Psychological Capital and
employees’ outcomes was also significant and positive.
The correlation between Psychological Capital and
OCB (r= .78, p<.001), Psychological Capital and AC
(r=.56, p<.001) and Psychological Capital and JS (r=.61,
p<.001); all these correlations provisionally support H4,
H5 and H6 respectively.

TABLE 1

Means, Standard Deviations, Correlations and Reliabilities
Variable Mean SD 1 2 3 4 5
1.PCB 2.66 0.76 -0.72
2.0CB 3.85 0.53 - 48¥** -0.88
3.AC 3.56 0.72 -.54%%% () 59F** -0.83
4.]JS 3.64 0.7 S O1¥¥*  (.62%%*% (). 69%** -0.74
5. Psychological Capital 4.37 0.61 -A48FHE Q. 78FEE (. 56%FF  (.61F*F* -0.9

n=128; alpha reliabilities are given in parenthesis. For male ‘0’ and female ‘1’; education ranges from [ to 3,

designation from 1 to 4. For ***.correlations, p< .001.
Regression Analyses
Regression analyses were performed to formally

test the entire hypothesis. In all regression analysis,
control variables were entered in the first step. In the

second step, independent variable and IWE were entered
to check its individual impact on dependent variables.
In the third step, interaction term (PCB x Psychological
Capital) was entered to predict its combined effect on
dependent variables.

TABLE 2
Results of Regression Analysis for outcomes and Moderator
OCB AC JS

Predictors B R? AR? B R? AR? B R? AR?
Step 1

Control Variables 0.004 0.026 0.092
Step 2

Main effect

PCB -0.09* 0.643 0.639* -363*** (.48 0.45%** _().428*** (.59 0.50%**
Psychological Capital Y 0.643  .639%***  A4QQ*k:* 0.48 0.45%** () 422%** 0.59 0.50%***
Step 3
PCBxPsychological Capital 127* 0.657 _ 0.014* 0.138™ 0.49 0.009 0.120m 0.597 0.007
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n=128; control variables are age, experience and
education. “p<.01,*p<.05, ¥**p<.01, ¥**p<.001

As shown in Table 2, a significant negative
relationship was found between PCB and OCB (B=
-.09, p<.05) which supported hypothesis 1. There was
a significant negative relationship between PCB and
AC (B= -.363, p<.001) which supported hypothesis 2.
Similarly a significant negative relationship was proved
between PCB and JS (B= -.428 p<.001). Hypothesis 4,
5 and 6 predicted that there is a positive relationship
between Psychological Capital-OCB, Psychological
Capital-AC and Psychological Capital-JS respectively,
which were all supported through results of regression
analysis. A significant positive relationship was found
between Psychological Capital and OCB (= .64,
p<.001), Psychological Capital and AC (B= .499,
p<.001) and Psychological Capital and JS (B= .422,
p<.001). The moderated regression analysis was
performed to check the combined effect of PCB and
Psychological Capital on employees’ outcomes. The
result shows that Psychological Capital moderated the
relationship between PCB and OCB (= .127, p<.05),
which supported hypothesis 7. No significant combined
effect was found on Affective Commitment and Job
Satisfaction as indicated by Table 2. The interaction
term and AC (B= .138, p>.10) and interaction term
and JS(B= .120, p>.10), all these results showed no
significant combined effect of PCB and Psychological
Capital on Affective Commitment and Job Satisfaction
which rejected H8 and H9 respectively.

CONCLUSION & DISCUSSION

All hypotheses except two of this study were
accepted. Hypothesis 1 predicted that there is a
significantly negative relationship between PCB and
OCB, which was supported by this study. This finding is
aligned with previous studies of Restubog et al. (2007),
Restubog, et al. (2008) and Chen et al. (2008). They
also established and proved the same relationship. When
employees perceive that their promises are not being
met, they abandon exhibiting those activities that fall
beyond the scope of their job. That’s why PCB leads to
reduce Organizational Citizenship Behaviors.

The finding of the study that PCB has a significant
negative impact on Affective Commitment of employees
also support the prior work of Guerrero etal. (2013), Zhao
et al. (2007) and Raja et al. (2004). PCB is a negative
attitude, while Affective Commitment is a positive
attitude of employee, which means, both are contrary
to each other. When employees experience PCB, their
emotional attachment to organization reduces.

The third finding of the study also supports prior
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work of Lambert et al. (2003), Raja et al. (2004) and
Zhao et al.( 2007).When there is PCB of employees,
they show lower Job Satisfaction. Again, PCB results in
harsh feelings, which negatively affect pleasant feelings
one gets from his/her job.

The fourth finding was that those employees who
were high in Psychological Capital, exhibited more
Organizational Citizenship Behaviors. Although, OCBs
are not compulsory for the employees, but those with
high Psychological Capital hope for better reward in
future, and they are optimistic that someday organization
will reciprocate these behaviors. These findings are in
accordance with previous research finding by Luthans
et al. (2007), Luthan et al. (2008) and Larson et al.,
(2013).

The fifth findings also supported the hypothesis that
Psychological Capital is positively related with Affective
Commitment. This hypothesis is in line with previous
studies of Luthan et al. (2011), Avey et al. (2011) and
Etebarian et al. (2012). Affective Commitment is the
emotional attachment of an employee with his or her
organization. Emotional attachment in other words also
means a long term commitment. So, employees high on
Psychological Capital hope for a better future of self as
well as the organization, and even if sometimes they
become negatively charged with emotions, they still
have the confidence and capability to cope with this
situation or bounce back. So employees with greater
Psychological Capital have long term commitment and
emotional attachment with the organization.

The sixth finding was a positive relationship between
Psychological Capital and Job Satisfaction. This result
also provided support to previous research finding of
Luthans et al. (2007), Luthan et al. (2008), Avey et al.
(2011) and Larson et al., (2013). This finding implies
that employee’s high on Psychological Capital accepts
and prefers challenging tasks, and are confident of their
success as they are assured that if any mishap occurs,
they can quickly return to their original psychological
state. So, when they perform their job, they enjoy it and
feel pleasure. For those employees, job becomes a means
of satisfaction and inspiration.

The results also supported the seventh hypothesis
of the study that Psychological Capital moderated the
relationship between PCB and OCB. These finding
shows that when Psychological Capital is high, it
reduces the negative impact of PCB on organizational
citizenship behaviors. When faced with negatively
charged emotions, employees high on Psychological
Capital will not abandon extra-role behaviors in the
hope that the situation will eventually settle soon. They
also look at the bright side of the picture, and ignore
irresponsible behavior by the organization.

Contrary to hypothesis 8 and 9, the result showed
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no moderating effect of Psychological Capital on PCB-
Affective Commitment and PCB-Job Satisfaction.
The most obvious reason for this finding is that when
employees frequently experience breach, than after a
certain level their psychological resources diminishes.
Psychological Capital is not a fixed trait; rather, it keeps
on changing. So, even those employees who are high on
Psychological Capital, gradually lose their psychological
resources, and if appropriate measures are not taken to
reimburse them with these resources, they find no more
pleasure and satisfaction in their job, and ultimately their
emotional attachment with the organization reduces.

Implications for managers

This study has some implications for the managers, as
employees’ psychological contract is mostly developed
through information received from the organization and
interaction with its agents, so, managers should take
measure which results in identifiable PC of employees.
Managers should take initiative that can reveal what the
employees perceive about the organization’s obligations.
During selection process, applicants should be tested on
their Psychological Capital, and those applicants should
be preferred who are high on Psychological Capital. As
Psychological Capital can be developed, organizations
should take measures such as training and counseling to
increase the Psychological Capital of the employees.

Limitations and directions for future research

This study has several limitations. The results of the
study cannot be generalized because of inconvenient
sampling technique and small sample size. Future
researchers should use a more rigorous sampling
technique and a larger sample size. The data is not the true
representative of the population, because it pertains only
to Lecturers and Assistant Professors of the universities,
and no response was obtained from Associate Professors
and Professors. Future studies should ensure data
collection from teachers of all levels in the universities.
Common method bias is another limitation to this study
as OCB is a behavior, and it has been self-reported in
this study. Future studies should focus on supervisor
reported and peer reported data as well. Most of the
variables were measured on 5-Likert scale, and data on
all variables was collected at the same point in time from
the respondent which also led to common method bias.
To overcome this limitation, future researchers should
measure different variables on different Likert scale so
as to break the thought flow of respondents while filling
questionnaires. As this research pertains only to private
sector universities’ teachers, future research should
replicate this research across public sector universities
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as well and make a comparison between public sector
and private sector universities’ teachers.
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