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Abstract 
This study examined the effect of psychological contract breach on organizational 

citizenship behavior and organizational trust in the Nigerian deposit money banks. 

The study adopted cross sectional and survey research design. Data were collected 

using a structured questionnaire containing five-point Likert scale. The population of 

the study is 771 staff of the listed deposit money banks in Kaduna metropolis. 263 

employees were drawn as sample using Yaro Yamane (1976) sample size formula as 

well as probability random sampling technique. Regression and correlation analysis 

was conducted using Statistical Package for Social Sciences (SPSS) version 22. The 

findings review that there is significant relationship between psychological contract 

breach and workplace deviant behaviour. Therefore, it is recommended that 

managers should ensure that promises made to employees are fulfilled so that 

employees do not perceive their psychological contract has been breached, and also 

improve on long term career progression, career openings clearly practiced to gain 

employee confidence. 

 

Keywords: Psychological contract, workplace deviant behavior, psychological 

contract breach, Organizational Citizenship Behavior, Organizational Trust. 

 
 

 

Introduction 
It is imperative that productivity or positive 

outcomes are essential for employers to 

operate a successful organization. Thus, 

managing and retaining competent 

employees is a serious challenge to the 

organization. The workplace environment 

is a key mechanism for providing many 

factors that usually influence the way 
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employees behave when discharging their tasks. Employees feeling and perceptions about 

their organization influences the decisions they make. Therefore, they are counted among 

the most valuable assets to any organization (Anyik, 2010).  This is more so, that the best 

in employee can be realized when there is a good and cordial exchange relationship 

between the employer and the employee. This cordial relationship which involves 

economic as well as socio-emotional benefits is termed as psychological contract (Ulhaq, 

Jam, Azeem & Fatima, 2011). 

Psychological contract is a mutual obligation that defines employer and employees’ 

relationship, in which individual believe that their employer is obliged to deliver what they 

have perceived as promise (Rosseau & Schalk, 2000). These exchange promises and 

considerations are the basis of psychological contract. However, when an employee 

believes that the organization has failed to fulfill these obligations in terms of 

psychological contract, it is called psychological contract breach. Breaching of 

psychological contract may have negative impact on employee’s work attitudes and 

behaviors by losing their commitment, low productivity and lower job satisfaction thereby 

affects organizations performance and consequently exhibit workplace deviant behavior 

(Coyle-Shapiro & Kesler, 2000). 

Previous literature on psychological contract have used many construct as proxies for 

psychological contract breach such as organizational citizenship behavior, trust in 

management, perceived organizational support, organizational commitment, 

organizational justice, intention to quit, organizational culture, job characteristics, leader 

member exchange, organizational trust, work stressors and organizational ethical climate. 

While this current study used organizational trust, and organizational citizenship behavior 

as proxies for psychological contract breach. 

Organizational citizenship behavior implies the behavior exhibited by employees to 

benefit the organization voluntarily, not prescribed as part of the employee’s job 

responsibilities. Therefore, when employees perceived that their expectations have not 

been met by the organization, they are likely to withdraw from their extra roles and tasks 

that are not written in the official contract they performed for the organization. This 

emotional experience and behavioral responses may eventually have an effect on 

employee’s attitudes and consequently exhibit deviant behavior. In recent times it has been 

observed that there have been problems with many organizations performance that are 

caused by globalization the resultant, global competition, economic instability, and 

technological changes. These problems affected work and work relationship including 

psychological contract breach. Psychological contract breach is one situational factor that 

negatively affects organizational performance; it makes employees to develop what is 

called negative job outcomes, such as workplace deviant behavior in their organizations, 

(Ballou, 2013). This led to increasing interests by both academics and practitioners on 

how best to manage employment relationship (Rousseau, 2000). Based on these reasons 

therefore, research in psychological contract breach and workplace deviant behavior 

becomes very important. 

Empirical studies have been conducted in different research contexts on psychological 

contract breach and workplace deviant behavior (Anyika, 2012, Bellou, 2009, & Ballou 
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2013, Bal, 2009 and Craft, 2008). However, most of the studies reviewed were focused 

on organizational perspective. While this current study focuses mainly on perceived 

organizational citizenship behavior and organizational trust on workplace deviant 

behavior targeted towards the individual that is fellow employees. These create knowledge 

gap for the study to fill. Similarly, most of the previous studies examined psychological 

contract breach and Workplace deviant behavior using Non- inferential statistics. Thus 

this research is different from the previous studies in the field of psychological contract 

breach and workplace deviant behavior. Therefore, it necessitates a study of this nature to 

fill all the obvious gaps raised. 

 

Objectives of the Study 

The main objective of the study is to examine the effects of psychological contract breach 

on workplace deviant behavior of   Nigerian Deposit Money Banks.  

Other specific objectives are to: 

i. Evaluate the effect of organizational citizenship behavior on workplace deviant 

behavior in Nigeria deposit money banks.  

ii. Examine the effect of organizational trust on workplace deviant behavior in Nigeria 

deposit money banks.  

 

Research Question 

The study raised the following questions to address the problem as well as other specific 

objectives of the study. 

i. To what degree can perceived organizational citizenship behavior affect workplace 

deviant behavior in Nigeria deposit money banks? 

ii. How would organizational trust have effect on workplace deviant behavior in Nigeria 

Deposit money banks? 

 

Statement of Hypotheses 

For the purpose of this research, the following null hypotheses have been formulated, 

and are tested in the study. 

H03: There is no significant association between organizational citizenship behavior and 

Workplace deviant behavior in Nigerian deposit money banks 

H04: There is no significant association between organizational trust and workplace 

deviant behavior in Nigerian deposit money banks. 

 

LITERATURE REVIEW 

Conceptual Review 

According to Salazar-Fierro and Bayaldo (2015) psychological contract assesses the 

interrelations among rights, responsibilities, promises and obligations between 

stakeholders. Ulhaq, Jam, Azeem, Ali, and Fatima (2011) sees psychological contract as 

an individual belief, regardless of the terms and conditions. Grobler and Nicolaides (2014) 

view psychological contract as the relationship between an employer and the employees, 

and specifically concerns mutual expectations of inputs and outcomes. 
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Fayyazi and Aslani (2015) concur psychological contract within the same paradigm with 

other scholars, “as an individual’s belief regarding the terms and conditions of a reciprocal 

exchange agreement between that focal person and another party. Ballou (2013) 

conceptualized the term psychological contract as an employee’s expectation that there is 

a reciprocal obligation between the employee and the organization. While Abbas (2013) 

see psychological contract as a system of beliefs that encompasses the actions employee 

believe are expected of them and what response they expect in return from their employer 

and reciprocally, the actions employers believe are expected of them and what response 

they expect in return from their employees. 

Ballou (2013) defined the concept of psychological contract breach as an employee’s 

perception that his or her organization has failed to fulfill one or more obligations 

associated with perceived mutual promises. Ahmed and Bordia, (2011) see psychological 

contract breach as the employees’ perceptions of the extent to which their organization 

has failed to adequately fulfill that psychological contract. Also it has been defined as the 

cognitive perception that an employee has not received everything that was promised 

formally or informally by the organization. Hsu and Hung, (2010) concur that Employers 

may unknowingly breach an employee’s psychological contract by forms such as lack of 

training, insufficient promotion and recognition, uncompetitive reward strategies and a 

genuine lack of employee well-being. 

 

Organizational Citizenship Behavior (OCB) 

The concept of OCB was developed since late 1970s, Organ (1988) expanded upon the 

original work, and defined OCB as “behavior that is discretionary, not directly recognized 

by the formal reward system, and in aggregate promotes the effective functioning of the 

organization. The behavior is not an enforceable requirement of the role or the job 

description, the behavior is a matter of personal choice”. The definition implies that the 

behavior exhibited by the employee to benefit the organization is voluntarily, not 

prescribed as part of the employees job responsibilities.  Organ put forth the idea that 

traditional and widely known performance measuring method did not comprise all the 

components regarding the performance of the employee. According to Zhao, Wayne, 

Glibkwoski and Bravo (2007) OCB is some factors beneficial either for the employee or 

the organization as well as extra role behavior that is not recognized by the formal reward 

system. OCB is also defined as being in cooperation with other employees, gestures of 

goodwill, altruism and other similar socially based behaviors. OCB is a concept through 

which employee goes beyond the expectations to be fulfilled for the organization and 

behaves in a self‐sacrificing manner. 

Taken together, it can be deduced that OCB is a display of extra role behavior, voluntary 

helping behavior to other employees support to the organization in various field and 

conscience. Psychological contract induces employees to engage in OCB, and if 

employees experience a breach of this contract they are less likely to engage in OCB and 

react with negative behavior such as workplace deviancy (Coyle-Shapiro, 2002).  

Psychological contract breach has negative effect on OCB at various levels of the 

organization as well as individual level within the organization. Particularly when 
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employee perceived that their psychological contract has been breached, they are likely to 

look for ways to restore the benefit they were expecting to receive, and in doing so engage 

in workplace deviant behavior (Zhao etal. 2007). 

 

Organizational Trust (OT) 

According to Thau, Crossely, Bennert, and Sczensing, (2007) OT refers to an employee’s 

trust and belief toward the management in fostering relationship within the organization.  

They also  reiterates that lack of trust is connected with different forms of implications 

such as, low productivity, incompetence, and engaging in anti social behavior that lead to 

workplace deviant behavior. Trust is specifically built when two parties reciprocate 

mutual obligations over a certain period, creating an exchange relationship (Coyle-Shapiro 

and Conway, 2004). Experiences of psychological contract breach should depend on 

social and psychological factors specific to the employment relationship in which it occurs 

(Morrison and Robinson, 1997). According to prior definitions, trust is an individual 

propensity to belief, combined with an individual’s expectations about a trustee’s future 

behavior (Dunn, Schweitzer, 2005, and Mayer, Davis, Shoorman 1995). 

Researchers have argued that employees perceive breaches through the existing levels of 

trust they have in their organization. Indeed, Robinson (1996) employed a longitudinal 

design to examine the theoretical and empirical relationships between employees’ trust in 

their employers and their experience of psychological breach by their employers among 

125 newly hired managers. He found that trust moderates the relation between contract 

breach and future trust. When deciding on how much effort to engage in for the 

organization, the effects of contract breach depend on the level of trust in the organization: 

employees who perceive high trust will feel more betrayed and consequently reduce their 

work and discretionary efforts.As proposed by Mayer, Davis and Shoorma (1995) when 

the organization has broken the psychological contract, employees experience higher risks 

in trusting their employer. Hence, they take less risk in the existing relationship, and 

diminish job performance and discretionary behaviors that lead to workplace deviant 

behavior. 

 

METHODOLOGY, RESULT AND DISCUSSION 

Data for the research was collected from primary source. The primary data used was 

questionnaire. The questionnaire was structured; the respondents were placed on five point 

likert scale. Reliability of instrument; Reliability Test was done using Cronbach Alpha at 

5% level of significance. Cronbach Alpha is the most common measure of internal 

consistency “reliability”. It is most commonly used in determining if a scale is reliable.  

Validity of instrument; All the measures were established as highly reliable, according to 

Sarantake,(1997), who suggests that high reliability is between (0.85 and 0.94) and for the 

variables adopted it was established that the scales had an internal reliability. The 

computed Cronbach’s alpha coefficient results were all above 0.8 Therefore, it is 

considered to have met the acceptable standards for content, internal reliability and 

construct validity.  
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The cronbach alpha coefficient of the two constructs resulting from the principal 

component analysis (PCA) are presented in Table 1.1 

 

Table 1.1 

No Construct Alpha Coefficient 

1 Organizational Citizenship Behaviour  0.90 

2 Organizational Trust 0.93 

Source: Calculated from primary data and Deletion of items.  

 

Organizational citizenship behavior was assessed using the nine item scale provided by 

Williams and Anderson (1991). The response format for this scale were five-point likert 

scale with anchor of 1= disagree to 5= strongly agree. Sample items include “I adhere to 

informal rule to maintain order “Williams and Anderson (1991) reported reliability 

coefficient of 0.90. 

Organizational trust was measured using Seven–item scale adapted from Robinson and 

Rousseau (1994). Sample items in this scale was “my organization is open and upfront 

with me” participant  responded to question in this scale using a five-point likert scale 

ranged from 1= disagree to 5= strongly agree. The organizational trust scale demonstrated 

internal consistency reliability of 0.93.Workplace deviant behavior was measured using 

five item scale adapted from Bennett and Robinson (2000). The measure covered both 

interpersonal and organizational deviance. Sample items of interpersonal include “have I 

acted rudely toward someone at work” and a sample item of organizational deviance was 

“have I come late to work without permission” Items scale with anchor of 1= disagree to 

5= strongly agree. The reliability coefficient reported by Bennett and Robinson (2000) for 

their five item scale workplace deviance behavior was 0.87. 

 

Data Analysis   

Schedule of Questionnaire Administered and returned. 

Table3.1.1      

Number of Questionnaire 

Administered 

Number of 

Questionnaire Returned 

Number Questionnaire 

not Returned 

263 208 55 

Source: field survey (2022). 

 

The above table indicates that out of 263 questionnaires distributed in the course of data 

collection, 55 questionnaires were not properly filled in, while, 208 questionnaires 

administered were properly filled in and available for analysis. 

 

Presentation of Regression Result and Testing of Hypotheses. 

The hypotheses formulated for this research are tested using the Ordinary Least square 

Regression. Four null hypotheses were formulated in line with the objectives of this study. 

Table 4.10 present the summary of regression result for testing the hypotheses of this 

study.  
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Table 3.1.2: Summary of Regression Result 

Variables Std. Error Beta t-value p-value Tolerance value VIF 

Constant 0.334 0.406 1.216 0.225   

OCB 0.092 -0.647 -7.020 0.000* 0.805 1.242 

OT 0.051 -0.160 -3.119 0.002* 0.852 1.174 

R    0.739 

R2    0.608 

Adjusted R2    0.596 

F-stat    34.992 

F-sig    0.000 

Durbin-watson    1.921 

Source: Researcher’s SPSS Computation (See Appendix four for software analysis) 

*and ** imply significance of the parameters at 1 and 5 per cent respectively 

 

From table 4.10, The cumulative correlation (R) between dependent variable and all the 

independent variables is 0.739 indicating that the relationship between psychological 

contract breach (PCB) proxies and workplace deviant behaviour (WDB) used in this study 

is positively, and statistically significant with 73.9%. This implies that for any changes in 

PCB; WDB will be directly affected. The cumulative multiple coefficient of determination 

R2 0.608 with adjusted R2 of 0.596 gives the proportion of the total variation in the 

dependent variable explained by the explanatory independent variable proxies jointly. 

Hence, it signifies that 59.6% of total variation of workplace deviant behaviours in 

banking industry of Nigeria is caused by the proportion of psychological contract breach. 

The study model is fit and the explanatory variables are properly chosen. This can be 

confirmed by the value of F- statistics of 34.992 which is significant at 1% level of 

significance. The Durbin-Watson value of 1.921 indicates that the autocorrelation level at 

the period of the study may not have any statistically significant impact and there was also 

no significant correlation between errors of regression model considering Gujrati’s 

Durbin-Watson statistics ranging 1.5 to 2.5 which is the acceptable range. 

The result reveals that organisational citizenship behaviour (OCB) has t-value of -7.020 

which is significant at 1%. This signifies that organizational citizenship behaviour (OCB) 

has negatively and significantly impacted on workplace deviant behaviour in the Nigeria 

deposit money banks.  Therefore, it implies that for every 1% increase in the level of 

organizational citizenship behaviour(OCB), the Banks workplace deviant behaviour 

(WDB) level will decrease by 0.647%. This implies also that as breach of organizational 

citizenship behaviour (OCB) increases workplace deviant behaviour (WDB) will increase. 

This result has provided sufficient evidence to reject the null hypothesis H01 that 

state:  there is no significant association between organizational citizenship behavior and 

workplace deviant behavior in the Nigeria deposit Money banks. 

Finally, organisational trust (OT) has t-value of -3.119 which is significant at 1%. This 

signifies that Organizational Trust negatively and significantly impacted on the workplace 

deviant behavior (WDB) in the Nigerian deposit money Banks. It therefore implies that 

for every 1% increase in the level of Organizational Trust (OT), Workplace deviant 

behaviour (WDB) level will decrease by 0.160%. This also implies that as breach of 
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Organizational Trust increases, workplace deviant behavior (WDB) will increase. This 

result has provided sufficient evidence to reject the null hypothesis H0 that state: There is 

no significant association between breach of organizational trust and workplace deviant 

behavior in Nigeria deposit money banks. Overall, our finding/results have provided 

sufficient evidence that there is significant and negative association between 

Psychological Contract Breach (PCB) proxies and Workplace deviant behaviour (WDB) 

of banks industry in Nigeria. 

 

CONCLUSION AND RECOMMENDATION 

The major objective of this study was to examine the effects of psychological contract 

breach on workplace deviant behaviour. It is paramount from the study that employee’s 

attitudes and behaviour is affected by various factors and more silently perceived breach 

of psychological contract. Psychological contract breach is an essential framework for 

understanding employment relationship, attitudes, behaviours and the effect they may 

have on employee. In summary the overall result of this study support the important role 

psychological contract breach has in predicting employee attitude and behaviour towards 

the organization. It is clear that breach of psychological contract has a strong and 

significant effect on workplace deviant behaviour. As revealed from our results the 

predictors of psychological contract breach has a significant impact on workplace deviant 

behaviour. A major contribution of this study is that it tested the consequential process of 

the effects of psychological contract breach on workplace deviant behaviour, and Based 

on the key findings of the research, the study concluded that psychological contract breach 

proxies by breach of organizational citizenship behavior and breach of organizational trust 

had significant and positive relationship with workplace deviant behavior in the Nigeria 

deposit Money Banks.  

In line with the findings and conclusion of the study, it is recommended that: 

I. The study found a positive and significant relationship between breach of 

organizational citizenship behavior and workplace deviant behavior this is due to 

the fact that if employees perceived a breach of psychological contract they are 

less likely to engage in organizational citizenship behavior, they may become less 

satisfied with their job and may change their behavior by decreasing the amount 

of extra role behavior they performed. These reactions can lead to increased 

workplace deviant behavior and even harm the productivity of the deposit money 

banks. The study therefore, recommends that managers of Banks in Nigeria should 

enhance and encourage organizational citizenship behavior so that the employees 

can put in more extra role effort in their place of work. Thus engagement of 

employees in organizational citizenship behavior can effectively promote the 

achievement of the banks goals. If this is done output and performance of the 

employees as well as that of the banks will increase. 

II. Finally, the study found a positive and significant relationship between breach of 

organizational trust and workplace deviant behavior. Based on this finding, it is 

recommended that there should be trust between the organization and their 
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employees in order to prevent workplace deviant behavior by the employees. If 

this is done both the performance of the employees and the banks will improve. 

The banks should also enhance and encourage good interpersonal relationship 

amongst employees. 
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