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ABSTRACT 

The basic aim of writing this article is to identify the association amidst psychological contract fulfillment and 

organizational citizenship behaviours. This article revolves around the non-government colleges of Chhattisgarh affiliated 

with Pandit Ravi Shankar Shukla University, lecturers’ becoming the respondents for this study. Responses were gathered 

adopting non-qualitative practice with the assistance of patterned questionnaire. Outcome of this study holds similarity with 

all the previous studies affirming the positive relationship between psychological contract fulfillment and organizational 

citizenship behaviour. Absence of moderators and mediating variables, sole university are some of the limitations of this 

research which may act as an advantage for further researchers providing an extension to the current research.  

Keywords-Psychological contract fulfillment, transactional contract, relational contract, organizational citizenship 

behaviour, social Exchange theory. 

Introduction 

Every form of employment is governed by set of laws and agreement. Laws demonstrate ethical paths whereas agreement 

forms the basis of any relationship. Companies implement several methods to remain competitive and sustainable in the 

market. The significant factor which helps organization in remaining competitive is its manpower commonly known as 

employees. HR is an asset for every form of organization and is mobile. They shift from one organization to another 

organization in search of job satisfaction, career advancement, work environmentand several other reasons. Universities 

and colleges employing faculties also work on the same notion. Faculties or the teaching staffs of colleges are also like 

company employees who strive for job satisfaction. Government and private colleges are different in several ways. Mostly 

private colleges’ staffs suffer limited monetary benefits, work pressure, unrecognized work and the like. Employees’ 

responses and behaviours affect the working of colleges and are required to be identified and altered by adopting proper 

ways. Psychological contract can act as a solution to the problems existing as it is the base of employer and employee 

relations (Turnley et al., 2003).  

The exchange relationship between the parties has been identified through social exchange theory. This SET has given rise 

to a concept of psychological contract based on the concept of trading, where one party gives something in exchange of 

another object. Unlike other formal contracts this is an implicit contract within the parties (employer & employee) of the 

organization. Psychological contract consists of expectations of both the parties which are not formally written in 

employment contract. Healthy work environment, enhanced career, recognition, better rewards policy are some of the 

expectations of employees from an employer and in return employer expects performance, commitment and contributions 

towards organization. Psychological contract possess two categories one is transactional and the other is relational contract. 

Former deals with the monetary or short term expectations whereas relational contract deals with long term benefits and 

expectations. Fulfillment of these contracts affect the behaviour of an individual. 

Psychological contract has two sides, one which generates non acceptable behaviours and actions from employees 

originated from breach of the contract and the other is participation of employees in in-role and extra-role behaviours 

(OCB), enhanced commitment and promotion originated from fulfillment of contract. Behaviour which is not formally 
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recognized and rewarded within organizational limits isknown as organizational citizenship behaviour, this behaviour is 

considered as the significant aspect for every organization. 

This study strives to provide answer to the question, that does organizational citizenship behaviour and psychological 

contract fulfillment have any association. It also focuses on identifying the relationship of transactional and relational 

contract fulfillment with OCB in the private colleges of PRSU. Private colleges like other private organizations have their 

own working environment, rules and regulations which affect their employees. This study aims at identifying the 

association of the variables in the private colleges for enhanced commitment, contribution and behaviour.  

Literature Review 

Psychological Contract Fulfillment& Organizational Citizenship Behaviour 

Contract is an agreement which is always acceptable by two parties. In the general contract the two parties agree on 

something which forms a kind of promise and which is to be executed by both the parties in a certain time frame. Normally 

the general contracts are enforceable under law but some contracts which are implicit and not recognized formally are not 

enforced by law instead these contracts have reactions of parties which might harm each other.Psychological contract is 

based on the same notion of exchange relationship. This exchange relationship and contract has its origin from social 

exchange theory. Psychological contract is the assumptions of both the parties (employer and employee) regarding certain 

duties and responsibilities (Soareset.al., 2019).  The formal employment contract or agreement has all formal rewards and 

obligations of an employee and employer.Similar toemployment contract, psychological contract is a contract in which the 

employer possess expectations from employees in regard to the contribution towards profitability and sustainability of the 

enterprise. Similarly employee expectations from employer is to provide contribution in the employee career advancement, 

support and overall growth (Soareset.al., 2019). The fulfilment of contract triggers the other for reverse behaviour and 

encourages response. The behaviour of employees and the contribution of employees towards organization after 

experiencing fulfillment of contract have been recognized in many ways in which one is Organizational Citizenship 

behaviour. Organizational citizenship behaviours are not formally recognized and rewarded. (Podsakoff et. al., 1990) has 

given five dimensions to organizational citizenship behaviour, which are altruism, conscientiousness, civic virtue, 

sportsmanship and courtesy. In which courtesy is associated with problem solving behaviours, sportsmanship relates with 

adjusting activities which are not acceptable, civic virtue relates with participation in organizational matters, 

conscientiousness links with working extra to help others and alturism is related with providing help and guidance to other 

colleagues.  

Academicians are those persons who are responsible in shaping the future personnel. They give directions to the youths in 

which they can develop themselves as an asset for the companies as well as the societies. Universities and colleges are 

taking utmost importance in choosing the academics, their qualifications and expectations have changed a lot from the 

previous years. The task of faculties are now not just restricted towards imparting knowledge to students rather preparing 

them for future employment and other challenges, enhancing students personalities and many others. These extra 

responsibilities of academicians initiate the contract and similar responses from employers towards them.   

Social exchange theory creates a balance between the parties to the exchange. In psychological contract also the balance is 

required for further actions and reactions. It is assumed that employees experiencing fulfillment of contract exhibit extra-

role behaviours also known as citizenship behaviour. The dimensions of contract transactional and relational also share the 

same relationship with OCB. When the teaching personnel receive monetary benefits or short term benefits they experience 

transactional contract fulfillment and it is assumed that they tend to involve in extra-role behaviours. Similarly receiving 

recognitions for their work and other long term benefits implies relational contract fuflillment and encourages OCBs. Based 

on these assumptions the following hypothesis has been framed; 

H1: Psychological Contract fulfilment is positively related to Organizational citizenship Behaviour. 

H2: Transactional contract fulfillment is positively related to organizational citizenship behaviour. 

H3: Relational contract fulfillment is positively related to organizational citizenship behaviour.  
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Methodology 

Collection of data was done through virtual platform and by prior approval. Previously designed questionnaire has been 

taken to collect responses from the employees. Faculties of colleges affiliated with Pandit Ravi Shankar Shukla University 

(PRSU) have been recognized as the population for this study.  There are approx 70 private colleges which are affiliated to 

PRSU.  In the current pandemic situation majority of colleges are working with less number of staffs and some of the 

colleges are even closed in this period. The sampling technique adopted in this study was ‘convenience sampling’ to collect 

responses from employees and even for the selection of college the same technique was adopted. Sample size in this study 

is 211 employees and from them responses has been collected and further analyzed. Questionnaire was sent to the 

employees through virtual platform with the prior approval of their principals. Confidentiality of responses and respondents 

was maintained. 

Measurement Scale 

Existing questionnaire from previous articles has been incorporated to analyse the variable. All items used a five-point 

Likert scale ranging from 1 = strongly disagree to 5 = strongly agree. 

 

 

 

 

 

Conceptual Framework 

Results 

Descriptive statistics and correlation  

Table1. discloses the information regarding the descriptive statistics amongst the variables. Table2. shows the correlation 

analysis between the dependent and the independent variable. 

Table 1: Descriptive Statistics 

Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Age of employees 211 24 62 36.91 8.172 

Gender of employees 211 1 2 1.72 .450 

Employment Type 211 1 2 1.44 .497 

PCF 211 1.35 5.00 3.5730 .86600 

OCB 211 2.41 5.00 3.9660 .44167 

Valid N (listwise) 211     

 

Table 2: Correlation Analysis 

Correlations 

 PCF OCB 

PCF Pearson Correlation 1 .343** 

Sig. (2-tailed)  .000 

N 211 211 

OCB Pearson Correlation .343** 1 

Sig. (2-tailed) .000  

N 211 211 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 3: Transactional CF & OCB Correlation 

Correlations 

 OCB T_PCF 

OCB Pearson Correlation 1 .314** 

Sig. (2-tailed)  .000 

N 211 211 

T_PCF Pearson Correlation .314** 1 

Sig. (2-tailed) .000  

N 211 211 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 
Table 4: Relational CF & OCB Correlation 

 

Correlations 

 OCB R_PCF 

OCB Pearson Correlation 1 .330** 

Sig. (2-tailed)  .000 

N 211 211 

R_PCF Pearson Correlation .330** 1 

Sig. (2-tailed) .000  

N 211 211 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Result of hypothesis:  

The result of the first proposed hypothesis is shown in Table2. H1 proposed the positive correlation between PCF & OCB. 

The result support H1(i.e. p < 0.05) and the value of their association is .353 which within the range of -1 to +1, which 

implies that PCF and OCB are positively related.This positive relation confirms the fact that as employees experience 

fulfillment of their contracts the more they indulge in in-role and extra-role behaviours in organization. 

Similarly the second hypothesis result is shown in table3. the hypothesis states that transactional contract fulfillment a 

dimension of PCF has a positive association with OCB. As per the result the p value in this regard is .000<0.05 which 

means that transactional contract also share a positive association with OCB.  

The other dimension of PCF, relational contract fulfillment also shares the positive relationship with OCB. The result is 

disclosed in table4. Similar to above two result this also has p value less than 0.05 and their value of association is .330 

which signifies a positive relationship.  

Conclusion 

The basic cause of writing this article was to recognize the existence of association amidst psychological contract 

fulfillment (PCF) and organizational citizenship behaviour (OCB) in the academic sector. In understanding this association, 

the dimensions of PCF; transactional and relational contract fulfilment was also taken to identify their association with 

OCB. As per the hypothesis both transactional and relational contract fulfilment possesses positive association with OCB. 

The outcome or the result justifies that PCF and its dimensions possess a positive relationship with OCB. The relationship 

of relational contract with OCB is higher as compared to transactional contract fulfilment. 

Implication 

The findings which this study provides can be fruitful to the universities and its colleges in many ways. Our finding is also 

similar with the results of other researchers validating that psychological contract fulfillment and organizational citizenship 

behaviour share a positive association (Lee et al., 2000; Conway and Coyle-Shapiro, 2012). This study also analyses the 

relationship of the dimensions of psychological contract fulfillment with OCB. Based on ancient studies it justifies that 
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PCF and its dimensions lead to extra-role behaviours (Turnley et al., 2003; Conway and Coyle-Shapiro,2012). OCB can be 

stated as an action of employees to restore balance in the exchange relationship and the fulfillment of contract 

experienced(Colquitt et al., 2014; Organ, 1990; Turnley et al., 2003).  

 

The behaviour of one party is the cause and effect of the behaviour of a previous person. Similarly psychological contract 

fulfillment by employer or organization causes the behaviour change in employees. Universities and its private colleges can 

integrate these findings in changing the behaviour of its faculties. Through this the teaching staffs can contribute more by 

adding intellectual ideas in reshaping the future personnel and their commitment and satisfaction level will also be 

enhanced. 

Limitations and future research 

 

Every research in itself consists scope for future research which is encashed by the researchers and scholars. This article 

also possesses certain limitations which can become the cause of further and more detailed research. In this article 

responses were taken from a sole university and its colleges; scholars can take more universities and colleges.  The number 

of variables in this study is limited; future researchers can integrate more variables as mediators and moderators. Faculties 

responses were only taken in this study, researchers can collect responses from both teaching and non teaching personnel 

for validating the response. Furthermore the researchers can identify the gaps in this study and can converge it into an 

opportunity. 
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