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ARTICLEINFO

Bu aragtirmanin amaci ilgili literatiirden farkli olarak psikolojik s6zlesme algisinin, ¢alisanlarin ig
tatminleri ve isten ayrilma niyetleri iizerindeki etkisini incelemektir. Bu baglamda bir kamu
tUniversitesindeki 153 aragtirma goérevlisinin katildig1 bir alan aragtirmas yiriitilmiistiir. Verilerin
analizinde SPSS (Sosyal Bilimler icin Istatistik Paket Programi) programi kullamlmistir. Analizler
sonucunda arastirma gorevlilerinin psikolojik sézlesme ve i tatmini algilart ile isten ayrilma
niyetleri Gzerinde demografik faktdrlerden egitim ve akademik ¢aligma alaninin etkili oldugu, s6z
konusu alg1 ve niyetler arasinda iliski bulundugu ve psikolojik sdzlesme algisinin is tatmini ve isten
ayrilma niyeti iizerinde etkili oldugu tespit edilmistir. Arastirma sonuglarinin yoneticiler ve
kurumlarin ¢aligan tatminini artirarak isgilici devir hizin1 azaltmak amaciyla psikolojik sézlesme
cergevesini  dikkate almasi noktasinda yol goOsterici olmasi agisindan kullanighh  olmast
beklenmektedir.
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The aim of this study aims to investigate the effect of psychological contract perception on
employees' job satisfaction and their intention to leave distinctly from the related literature. In
parallel with the context, the researchers have conducted a field study with the participation of 153
research assistants from a public university. SPSS (Statistical Package for Social Sciences) program
is used for analysing the obtained data. The data shows that demographic factors of education and
academic field of study are effective on the psychological contract perceptions and job satisfaction
of the research assistants and their intention to leave. Furthermore, there is a relationship between
the aforementioned perceptions and intentions. In the same way, the psychological contract
perception is effective on job satisfaction and intention to leave. The findings of this research are
significant in terms of guiding managers and institutions to consider the psychological contract
framework to increase employee satisfaction and reduce the labour turnover rate.

1. Introduction

research assistants constitute the tenure of candidates, who
will play a role in the future of academic life. Research

State universities are public institutions that employ civil
servants working in-many academic positions and fields.
Academic staff, who are associated with the civil service due
to working in a public institution, have to keep up the pace
with academic life while fulfilling the requirements of the
civil service. Among the academicians within this scope,
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assistants, who can be employed within the scope of the sub-
clause “a” of 1% clause of 33" article of the Higher Education
Law numbered 2547 (tenured) or sub-clause “d” of 1% clause
of 50" article of the same law (contracted), can have a
permanent or scholarship status respectively in accordance
with the aforementioned regulations. Although the
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employment type distinction at this point does not cause a
significant change in the personal rights held during the
tenure of research assistance, it makes a difference in the
continuation or termination of the contract when the his or
her graduate education finishes. In this context, academics
working as research assistants might have a concern on
continuation of the academic tenure. Taking this fact into
consideration; the sample of is research assistants who have
the scholarship (50/1d) status and work in a public university
in Konya. The study will investigate the possible effect of
psychological contract perception of the research assistants
on their job satisfaction and resignation intentions.

In line with the managerial and technical developments,
which determine today's business environment, it-is-has seen
that the psychological contract plays a significant role on
employment relations of our times. The psychological
contract is defined as a kind of cognition at the level of
individuals. In terms of focusing on employee perceptions, it
is possible to define psychological contract as "individual
beliefs about the terms and conditions of a mutual agreement
between the focal person and another party" or "individual
beliefs on a mutual obligation between the individual and the
organization" (Rousseau, 1989). The obligations consist of
commitments, attitudes and intentions for future actions. The
emphasis on the staffs’ beliefs about what to be exchanged
is an important feature of the psychological contract
(Blomme, Van Rheede, & Tromp, 2010: 146). The
theoretical foundations of the psychological contract concept
are based on the Social Exchange Theory of Blau (1989)
(Van der Vaart, Linde, & Cockeran, 2013: 358). According
to the theory, the failure of an organization to fulfil its
perceived obligations towards its employees results in a
decrease in the employees’ perceived obligation towards
their organization, as well. It is stated that this situation will
cause a decrease in job satisfaction, trust and employee
commitment and an increase in the intention of leave the
organization as well (Blau, 1989). Rousseau (1989) states
that employees regard supervisor’s explicit or perceived
promises are the obligation of the organization. He (1989)
also claims that any failure to fulfil those promises could be
regarded as a breach of contract by the members of the
organization. Those incidents also cause a tendency to create
negative employee attitudes and behaviours (Behery,
Abdallah, Parakandi, & Kukunuru, 2016: 187).

In organizational behavioural literature, it is reported that
failures to fulfil psychological contractual obligations are in
a negative relation with job satisfaction (Robinson, &
Rousseau 1994; Johnson, & O'Learry Kelly, 2003; Gakovic,
& Tetrick, 2003; Knights, & Barbara, 2005; Zhao, Wayne,
Glibkowski, & Conway, 2007; Rigotti 2009; Bal, & Dorien,
2011; Conway, Guest, & Trenberth, 2011; Umar, & Ringim,
2015) and positively associated with the intention to leave
(Malik, & Khalid, 2016; Turnley, & Feldman, 2000;
Conway, & Briner, 2002; Turnley, Bolina, Lester, &
Bloodgood, 2003; Collins, 2010; Arshad, 2015; Zhao et al.,
2007; Van der Vaart et al., 2013; Ballou, 2013; Behery et al.,
2016). Intention to leave can be defined as the staff's
subjective assessment of possibility of leaving the
organization in a short time. The staff who want to leave the
organization have strong negative behavioural reactions and
attitudes that have detrimental effects on the morale of their
colleagues and their performance as well (Van der Vaart et
al., 2013: 358). Concordantly, the aim of our research is to

determine the effect of research assistants' psychological
contract perception on work/job satisfaction and intention to
leave.

2. Theoretical Framework

Psychological contract perception is expected to have a
positive effect on employees’ performance and their
satisfaction with the work/job of them, when they are pleased
about the implementation of that contract. However, a
displeasure on the issue mentioned causes them to think
about leaving the organization. This section of the study
involves the theoretical information on the concepts of
psychological contract, job satisfaction and intention to
leave.

Psychological Contract

This concept, defined as an implied "consensus™ between a
group of workers and their employers was first used by
Argyris (1960). Later, Levinson (1962) defined the
psychological contract concept as "the result of an unwritten
agreement and mutual expectations of the employee from the
job" (Manxhari, 2015: 232). The concept of psychological
contract is structured on Blaus’s (1989) Social Exchange
Theory to conceptualize the employees” work relationship
(Van der Vaart et al., 2013: 358). Social exchange theory
consists the voluntary activities that emerge when employees
are motivated by the returns they expect to receive as a result
of the exchange (Aydin, 2017: 549). Social exchange is the
motivation source to shape attitudes and behavioural
responses of employees to psychological contracts. As the
interactions of the various parties of job and working
relationships progress over time, those parties act within the
framework of rules agreed and relationships of exchange. As
long as the parties of exchange feel indebted to the other
ones, the relationship of exchange goes on and the parties
become more willing to make sacrifices on behalf of others.
However, when staff perceive that the balance of the
psychological contract of them changes, the relationship of
exchange between staff and the organization of them is
changed, as well. Breach of psychological contract arises in
case when employees realize that the organization of them is
not delivering one/some of the promises they had given. That
kind of breach of the psychological contract, which one of
the basic concepts of social exchange theory, is defined as
"cognitive evaluation in which a person notices that his/her
organization cannot/do not fulfil its obligations” (Rayton, &
Yalabik, 2014: 2383).

No universally definition of the psychological contract is
accepted (Manxhari, 2015: 233), however it is generally
taken as the belief regarding the terms and conditions of the
mutual exchange agreement between the employee and the
employer. The belief of the employee is based on the
perception about the contribution to employer he feels
responsible for and the incentives that the employer believes
his/her employer is obliged to give in return (Arshad, 2015:
252). Psychological contract is subjective in terms of its
being dependent to the employee's view regarding the
obligations that the organization must fulfil (Ballou, 2013:
2).

The psychological contract, which is the perception of the
individual on his/her obligations towards the organization
and to what extent the obligations of the organization are
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fulfilled (Blomme et al., 2010: 146), is divided into two
components. Those are transactional and relational
components. Transactional contracts involve exchange
conditions for tangible monetary rewards that are short-term,
are precise relatively and has a narrower scope. The essence
of the transactional component may be explained as
existence of a fair work and wage equation. In this case, the
requirements of the job and expectations of the employees
should be clearly pre-defined to assess costs and benefits
before entering into the contract. On the other hand,
relational agreements are structured on socio-emotional and
non-monetary exchanges which are dynamic, and are not
covering a specific time period, and are subject to the beliefs
and perceptions of individuals. Relational contracts are
based on less tangible rewards such as; trust, respect, and
loyalty, which require considerable effort from the staff and
their employers. For this reason, relational contracts are very
crucial for companies, as they invest in improvement for
their employees continuously in order to to boost up their
employees’ performance and loyalty (Behery et al., 2016:
186).

Psychological contracts are the source of non-compulsory
behaviour, and they play a key role in terms of affecting
employees' behaviours. Psychological contract is a kind of
unwritten contract that assumes a social exchange
relationship between staff and managers which brings
obligations on a mutual trust (Kaya, 2013: 275). Failure to
fulfil the psychological contract’s aspects will ultimately
cause a change in attitudes and behaviours therefore a
violation of the contract. Rousseau (1989) suggests that
violating the psychological contract can cause strong
emotional responses such as anger, rage and feelings of
injustice (Blomme et al., 2010: 146).

According to Rousseau (1995), the psychological contract is
individual beliefs shaped by the organization in relation to
an exchange agreement between individuals and their
organizations. In employment relationships context, each
party in that relationship has perceptions of the given
promises and the accepted obligations. Organizations are
sometimes incapable or unwilling to fulfil all obligations
associated with the perceived mutual promises. That
situation means the psychological contract breach (van der
Vaart et al., 2013: 358). A study conducted by Robinson and
Rousseau (1994) on behaviour, forward that the
psychological contract breach leads to an employee turnover
increase. Therefore, the concept of psychological contract
provides a framework to investigate and interpret the
employee's behaviour and attitudes such as job satisfaction
and intention to leave (Blomme et al., 2010: 146). As a result
of the violation of the psychological contract, employees
begin to suffer from dissatisfaction with their work and,
consequently show an increase in their tendency to to leave
job.

Job Satisfaction

Job satisfaction, can be defined as the pleasure or positive
emotional situation which is the result of one’s evaluation of
his/her job or experiences (Resnick, & Bond, 2001: 12) is
one of the major factors affecting job-related behaviours.
Some of those behaviours are absenteeism, turnover etc.
(Piko, 2006: 312). Furthermore, job satisfaction is a positive
emotional situation arising from the evaluations of the
employee of an organisation on the characteristics of the

performed work. The level of satisfaction or that of
dissatisfaction about the work is correlated with that positive
emotion (Yicekaya, & Giimiis, 2020: 46). It is possible to
observe many factors, which has an effect on the level of job
satisfaction (Yiksel, 2005: 306). However, it is possible to
link job satisfaction to two main factors in general
framework. The first factor is the personal characteristics of
of the individual; which is related to individual’s personality,
feelings, thoughts, and desires. and his or her strengths over
those needs. The second main factor which has an effect on
the level of satisfaction is work conditions. It involves the
physical and psychological conditions of work/job and
compatibility of those conditions with the expectations of the
individuals (Bayrak Kok, 2006: 293).

Another type of factor classification of job satisfaction is the
two-factor theory of Herzberg, which is one of the most
substantial issues of modern management approach (Cop, &
Doganay, 2020: 38). The two-factor theory was formulated
by Herzberg and Mausner in 1959. They put forward that
satisfaction and dissatisfaction are distinct two phenomena.
The intrinsic factors of the work and nature of it such as
responsibility or feeling of success are accepted as
motivators. The extrinsic factors of the work such as
payment, job security or management are seen dissatisfiers
and called as hygiene factors (Lu, While, & Barribal, 2005:
212; Oriicii, Yumusak, & Bozkir, 2006: 42; Kahyaoglu, &
Akca, 2020: 228). The satisfaction or dissatisfaction of the
employee with his or her work/job is important for both the
happiness of himself/herself and the productivity of the
organization they work for. (Karcioglu, & Akbas, 2010: 140;
Kahya, 2013: 36; Sékmen, 2020: 2134). Additionally, due to
its dynamic structure, organisations should give more
importance to the factors affecting job satisfaction. In other
words; when job satisfaction is achieved once, it should not
be expected to be preserved without any measures taken for
consolidating it (Yenihan, 2014: 174; Glimiis Donmez, &
Topaloglu, 2020: 312).

Studies on job-related attitudes have determined that nine job
dimensions are effective on job satisfaction. Those factors
are (Asan, & Erenler, 2008: 205-206):

v Payment: This is not only related to the amount of
payment itself, but also important in terms of
comparing the employee’s his or her own wage with
other employees’ wages.

v Promotion: The opportunity of an employee to
progress within the hierarchical structure of the
organization.

v Managers: Attitudes and behaviours of the managers
towards the employees.

v" Additional Opportunities: The presence or absence of
monetary and non-monetary opportunities of the
organisation.

v Possible Rewards: Recognition of the possibility of
receiving an award for a good job behaviour.

v/ Operational Procedures: The functioning of the
business within the organization, the policies and
procedures related to them.

v' Colleagues: Group members’ technical and social
competency and their support as well.

v The Work Itself: The fact that whether the job or the
related work fits with the interests of the employees.
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v' Communication: The desired level of communication
with other individuals in the organization.

Intention to Leave

The breach of psychological contract is not to benefit of an
organization in terms of its performance and productivity
from the perspective of emotional consequence of
employees’ side. Employees dissatisfy with their works/jobs
when they experience a psychological contract breach. This
also causes a decrease in organizational commitment and
ultimately increases intention to leave (Aykan, 2014).
Employees' intention to leave is defined as the intention of
an individual to leave the organization within a certain
period. Their intention to leave stems from individuals'
negative views and attitudes towards their jobs and
workplaces (Behery et al., 2016: 187). Intention to leave is a
commonly used concept in the literature of organizational
behaviour. (Price, 2001: 600). Organizations invest in
recruitment, training and development of their employees;
and give effort for the continuity of the organization.
(Appollis, 2010: 34). For this reason, the determinants of the
intention to leave have great importance not only for the
employee -who is the subject of considering leaving the job-
but also for the manager who faces problems in terms of
organizational efficiency and high costs resulting from the
recruitment and training of new personnel (Van Schalkwyk,
Du Toit, Bothma, & Rothmann, 2010: 3).

The literature provides different definitions for intention to
leave (Hemdi, & Rahim, 2011: 78). Price (1989) defines the
intention to leave as “current employees leaving the
organization”; Vandenberg, & Nelson (1999), as “the
possibility of an individual to leave the institution
permanently at some point in the near future”; Zhao et al.
(2007), as “the tendency of an employee to leave the
organization in a certain period in the future”; Lacity, lyer,
& Rudramuniyaiah (2008), “the extent that an employee
plans to leave the organization”; Takase (2010), as
“willingness or attempt of employees to leave their current
workplace voluntarily”; Matz, Woo, & Kim (2014) as
“conscious, deliberate willingness and determination to
leave an organization”.

The intention to leave is considered by an employer as an
indicator of dissatisfaction with the person's employment.
Principally, "intention to leave" is expressed as the intention
of the staff to quit their job. Specifically, “intention to leave”
refers to the subjective estimate of an individual's probability
of leaving an organization in the near future (Cho, Johanson
and Guchait, 2009: 375). The intention to leave is the
consciousness and willingness of employees to quit the job.
When employees experience psychological breach of
contract; this can lead to an intention to leave the
organization. If employees intend to resign but prefer to
work for the organization due to other factors such as lack of
job opportunities, they will be in constant disappointment
because they do not respond fairly to their contributions
(Malik, & Khalid, 2016: 39).

Psychological contract perception is positively related with
job satisfaction according to the literature (Robinson, &
Rousseau 1994; Johnson, & O'Learry Kelly, 2003; Gakovic,
& Tetrick, 2003; Knights, & Barbara, 2005; Zhao et al.,
2007; Rigotti 2009; Bal, & Dorien, 2011; Conway et al,
2011; Umar, & Ringim, 2015). On the other hand, it is

negatively correlated with intention to leave (Malik, &
Khalid, 2016; Turnley, & Feldman, 2000; Conway, &
Briner, 2002; Turnley et al., 2003; Collins, 2010; Arshad,
2015; Zhao et al., 2007; Van der Vaart et al., 2013; Ballou,
2013; Behery et al., 2016). In the field study part of this
research, we will test the mentioned relationships above to
see if they are meaningful in the context of a public
university. We will also analyse whether there is a significant
difference among groups in terms of their perceptions of
psychological contract, job satisfaction and intention to
leave. Accordingly, the hypotheses of this research are:

Hypothesis 1: There are significant differences between the
groups formed according to demographical characteristics of
the participants in terms of their perceptions of psychological
contract, job satisfaction, and intention to leave.

Hypothesis 2: Perception of psychological contract has a
significant positive influence on job satisfaction.

Hypothesis 3: Perception of psychological contract has a
significant negative influence on intention to leave.

3. Method and Field Study

The quantitative research method was used to determine
whether the perception of psychological contract has an
impact on job satisfaction and intention to leave. A
questionnaire form was prepared including for this. It
consists of 39 items. 6 of them are about demographic
characteristics and 33 of them are about scale statements. 9
statements form the psychological contract scale, while 20 of
them measure job satisfaction and 4 of them measure
intention to leave. Psychological contract scale consists of
the statements which are translated from the study of
Robinson and Rousseau (1994). Job satisfaction scale is the
short form of the questionnaire used by Weiss, Davis, &
England (1967) in their study. The third scale, which consists
of the statements about intention to leave was adapted from
the study of Rosin, & Korabik (1995).

The questionnaire forms were distributed following the
random sample method to the participants and collected
between the dates of 20-25 November 2019. Although 170
questionnaires were distributed, 153 of them were
completely and carefully filled out and included for the
analysis process. The data obtained through the
questionnaire forms was analysed by SPSS (Statistical
Package for Social Sciences) program. Frequency analysis,
ANOVA, t test, Pearson correlation and Regression analysis
were applied for the data. The results are given in the
findings section of the study.

4. Findings

The first test used to analyse the data -which is derived
through the quantitative field study is the reliability test,
which is commonly used in the social sciences field research
literature (Leech et al., 2005: 63). The results of the test are
given below.
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Table 1: Reliability Analysis of The Scales

Scale Number of Cronbachs’s
Items Alpha
Psychological Contract 9 0,882
Job Satisfaction 20 0,924
Intrinsic 12 0,874
Extrinsic 6 0,784
Intention to Leave 4 0,922

The level of the alpha value determined shows the internal
consistency of the used scale. While the alpha value gets
closer to 1.00, the probability of the scale to involve
statements usable for measuring the same phenomenon. The
common view about alpha coefficient about reliability of the
scales is values above 0.70 is enough to define them reliable
(Gaur, & Gaur, 2009: 134). Accordingly, it can be stated that
scales and sub-scales used in the quantitative field research
are statistically reliable.

Frequency distributions give researchers the chance to
determine which replies are given how many times by the
participants (Pallant, 2007: 54). The table below has been
prepared in order to show the demographical distribution of
the participants.

Table 2: Demographic Characteristics of the Participants

0,973/1,994, -1,984/1,267 and 1,373/1,853 respectively,
their standard deviations are 0,196/0,390. The results show
that the data is not normally distributed. On the other hand,
it is only possible to discuss a mean difference, in case of its
significancy. Thus, non-parametric tests will be used for
testing the null hypothesis. In addition, because Kruskal-
Wallis test and Mann-Whitney U test do not show the mean
values of the data according to groups, post hoc tests and
explore menu will be deployed to determine them. The
results of the Kruskal Wallis tests conducted to investigate
whether there is a significant relationship between the
demographical characteristics of the participants, taking age
and working period into consideration. The results are given
below.

Table 4: Differences between Age Groups and Working Period in
Terms of Their Perceptions

AGE GROUPS Chi- Square df  Asymp Sig
Psychological Contract 4,902 3 0,179
Job Satisfaction 6,730 3 0,081
Intention to Leave 2,624 3 0,453
WORKING PERIOD GROUPS  Chi-Square  df  Asymp Sig
Psychological Contract 1,644 3 0,649
Job Satisfaction 0,952 3 0,813
Intention to Leave 3,715 3 0,294

Age N % Working Period N %
19-26 37 24.18 1 yearor less 7 458
27-34 83 54.25 1-5years 99 64.70
35-42 20 13.07  6-9 years 24 15.69
43 and older 13 850 10y. or longer 23 15.03

Gender N % Marital Status N %
Female 62 40.52  Married 81 52.94
Male 91  59.48 Single 72 47.06

Education N % Academic Field N %
Undergraduate 36 23.53  Life Sciences 100 65.36
Graduate 117 76.47  Social Sciences 53 34.64

As seen on the table, most of the research assistants, who
accepted to participate this study are between the ages of 27
and 34. The number of female participants is slightly less
than male participants. A great majority of the research
assistants have a graduate level of education, which is
probably master’s degree. Most of the participants have a
tenure of 1 to 5 years and study in the field of life sciences.
The percentage of married participants is almost the same
level with the single participants.

In order to test the first hypothesis of this research, the data
derived analysed by using F tests, which are used in order to
compare the mean differences of the replies given to the
statements of specific issues by one or more groups of
participants (Page et al. 2003: 20). For the convenience of
parametric tests such as ANOVA and T-Test the data has to
be normally distributed. Otherwise, non-parametric
alternatives of those tests (Kruskal-Wallis and Mann-
Whitney U) should be preferred.

Table 3: Normality Distribution of the Scales

Scale Mean Std Dev. S./K. Std Dev.

Comtact 37545 004167 R O 030
By s oo Somes it ol
Loe 18600 007198 —p RS TR 00

The skewness-kurthosis values of the scales of psychological
contract, job satisfaction and intention to leave are -

For the scales of psychological contract, job satisfaction and
intention to leave; the results indicate that there isn't any
statistically difference between psychological contract
perceptions, job satisfactions and intentions to leave in terms
of the participant groups formed according to their age and
period (p>0,05).

Since the Kruskal-Wallis test cannot be used when the
number of the participant groups is limited with two; t test
which do not only test the null hypothesis, but also give the
differences between the mean values of the group
perceptions (Hinton et al. 2004: 106-107) is suggested. The
second analysis to test the first hypothesis is the independent
samples Mann-Whitney U test.; which check whether there
are significant differences between marital status, education
and academic field groups of the participants, in terms of
their psychological contract perceptions, job satisfactions
and intentions to leave.

Table 5: Differences between Groups in Terms of Their
Perceptions

Mann- Wilcoxon Sig (2- Mean

GENDER  \ypiney W tailed)  Rank
Psychological 72,10
vl 2484000 4254000 0,430 7710
Job Satisfaction 2670,500 4440,500 0,956 ;2(232

Intention to 77,56

Leave 2563,000 6749,000 0,631 7416
MARITAL Mann- Wilcoxon Sig (2- Mean
STATUS Whitney U W tailed) Rank
Psychological 79,61
Contract 2479,500 5035,500 0,211 70.92
. . 79,31
Job Satisfaction 2503,500 5059,500 0,245 7126
Intention to 74,48
Leave 2724,000 5884,000 0,755 76.63
Mann- Wilcoxon Sig (2- Mean
EDUCATION  \\itney U w tailed)  Rank
Psychological 91,18
Contract 1405,000 8075,000 0,011 70,00
. . 78,69
Job Satisfaction 1829,500 8499,500 0,561

73,91



Eryesil, K. / Anemon Mus Alparslan Universitesi Sosyal Bilimler Dergisi, 2021 9(2) 393-402 398

Intention to 60,82
Leave 1473,000 2068,000 0,025 79,19
ACADEMIC Mann- Wilcoxon Sig (2- Mean

FIELD Whitney U W tailed) Rank
Psychological 97,54
Contract 295,500 1570,500 0,000 3141

. . 89,97
Job Satisfaction 1053,000 2328,000 0,000 46.56
Intention to 60,20
Leave 970,500 6020,500 0,000 106,09

The psychological contract perceptions, job satisfactions and
intentions to leave of the participants do not significantly
differ in terms of their gender and marital status. On the other
hand; there is a significant difference between educational
level groups when their psychological contract perception
and intention to leave is considered. Psychological contract
perception of research assistants -with a background of
graduate education level- is more positive but the intention
to leave is higher than the research assistants with
background of undergraduate level education. The academic
field groups exhibit significant differences in the context of
all scales. In other words, their perceptions of psychological
contract, job satisfaction and intention to leave are
significantly different. The positive perceptions of the
participants studying in the field of life sciences are higher,
in terms of psychological contract and job satisfaction. On
the other hand, their intention to leave is lower than that of
the participants from social sciences area.

The responses given by the participants are analysed with
correlation tests to check whether there are significant linear
relationships between the answers given to the specified
statements or the averages on the basis of expression groups.
In order to make a determination that two variables are
effective with each other, the linear relationship assumed
between those two variables is needed to be meaningful. The
value that is going to be checked for this is a 2-tailed
significance value. The values below 0.05 indicate a 95%
confidence interval, and values below 0.01 indicate a 99%
confidence interval. The strength of the relationship between
variables can be observed by looking at the r value of the
correlation. In the Spearman Correlation, which will be used
as a means to analyse the relationship between variables in
the study, the value closer to the = 1.00, stronger the
relationship between the variables. The evaluation for the
table is showed below.

Table 6: Correlations between Psychological Contract, Job
Satisfaction and Intention to Leave

Job Intention

Satisfaction to Leave
Psychological _Corr. Coeff. 0.609’ -0.371”
Contract Sig. (2-tailed) 0.000 0.000
Job Corr. Coeff. -0.255
Satisfaction  Sig. (2-tailed) 0,002

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

According to the table above; psychological contract
perception has significant and strong relationship with job
satisfaction and a mid-level relationship intention to leave.
However, the relationship with job satisfaction is positive,
while it is negative with intention to leave. Additionally,
there is a significant but weak negative relationship between
job satisfaction and intention to leave.

Due to the fact that the data does not have normal
distribution; regression analysis using bootsrap (2000

bootsraps) for coefficients (Efron, & Tibshirani, 1993: 81)
will be drew on to test the second and third hypotheses. In
other words, it will test whether the psychological contract
perception of the participants has an effect on of their job
satisfactions and intentions to leave. The results of the
bootstrapping multiple regression analyses are given in
tables 6 and 7 below.

Table 7: Effect of Psychological Contract on Job Satisfaction

Bootstrap?

Dep. Indep. B -
Var. Var. Bias Std. Slg (2- Interval
Error tailed) " ower  Upper

Job Constant ~ 1.933 0.002 0.300 0.000 1.339 2516

Sat. Psych.
Cont.

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

0.500 0.000 0.075 0.000 0.335  0.650

When the results of the regression analysis are examined, it
is determined that the explanatory variable -which is
psychological contract- predicted the dependent variable -
which is job satisfaction- positively and statistically
significantly and 1 unit increase for psychological contract
explained 0,50 unit increase in job satisfaction (p <0.05).
Taking the results of the analysis is into account, it has seen
that psychological contract perception of the research
assistants, who participated in the field study, affected
positively participants’ job satisfaction. This result showed
that the participants’ job satisfaction level is increased, while
their positive perception on the psychological contract
getting more positive.

Table 8: Effect of Psychological Contract on Intention to Leave

Bootstrap?
Dep. -
Var Indep. Var. B ) Std. Sig (2- Interval
' Bias : e
Error tailed) " ower  Upper
Int. to Constant 5.128 0.023 0.609 0.000 3.999 6.438
Leave Pcsgg? 0,869 -0.006 0155 0000 -1.207 -0.585

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

Observing the results of the regression analysis, it is possible
claim that the explanatory variable, (psychological contract)
is determined to predict the dependent variable (intention to
leave) negatively and statistically significantly. Furthermore,
1 unit increase for psychological contract perception explain
0,87 unit decrease in intention to leave (p <0.05). When the
results of the analysis are evaluated, it is observed that
psychological contract perception of the research assistants,
who filled the questionnaire forms, affected their intention to
leave in a negative way. In other words, their positive
thoughts on the psychological contract which is between
themselves and the organization they work for is valid.
Therefore, it decreases their intention to leave the
organization.

5. Discussion

The perceptions of the participants on psychological
contract, job satisfaction and intention to leave do not differ
significantly considering their working period and gender
groups. The reason for this may be the equal working
conditions of the research assistants is independent from
their gender and working experience. However, those
perceptions differ significantly, when the academic fields of
the participants are taken into consideration. This result is
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interesting and it could be explained because the participants
from life sciences area can find job more easily than those
from social sciences area. The findings showed that the
research assistants in life sciences area have better work
conditions than the ones in social sciences. However, there
are significant differences between age and marital status in
terms of participants’ perceptions of psychological contract;
and between educational level groups in terms of their
intention to leave. Those results indicate that the first
hypothesis of this research is partially accepted.

The second hypothesis of this research is about a significant
positive influence of psychological contract perception on
job satisfaction. The results of the field study showed that the
psychological contract perception of the participants has a
significant, positive effect on job satisfaction and it predicts
31,9% of the cases. This result is compatible with the studies
of Robinson, & Rousseau (1994), Johnson, & O'Learry Kelly
(2003), Gakovic, & Tetrick (2003), Knights, & Barbara
(2005), Zhao et al. (2007), Rigotti (2009), Bal, & Dorien
(2011), Conway et al. (2011) and Umar, & Ringim (2015).
In this context, the hypothesis is accepted.

Additionally, the third hypothesis about a significant
negative influence of psychological contract perception on
intention to leave is approved, as well. The results of this
field study which is included research assistants working in
a public university showed that the psychological contract
perception of the participants has a significant, negative
effect on job satisfaction and predicts 25,8% of the cases.
This result is compatible with the studies of Malik, & Khalid
(2016), Turnley, & Feldman (2000), Conway, & Briner
(2002), Turnley etal., (2003), Collins (2010), Arshad (2015),
Zhao et al. (2007), Van der Vaart et al. (2013), Ballou (2013)
and Behery et al. (2016).

6. Conclusion

Research assistants do not only work as a civil servant for
public universities, but also do academic research in their
areas. They become part of their organizations in one of the
positions, which are the scholarship and permanent status
positions. Although those types of positions do not cause a
significant difference during their tenure, it creates
difference for the decision of continuation or termination of
their job contract once they finish their graduate education.
The research assistants who participated in this study have
the position of scholarship at a public university.

Both the private sector enterprises and some of the public
institutions, and organisations such as universities have an
issue of psychological contract which plays an important role
on employee behaviours and attitudes. In organizational
behaviour literature, implementing the framework of
psychological contract is expected from the managers. A
failure in that point lead to the employee take contract invalid
and reconsider to be part of organization again. As a result

of that perception; their dissatisfaction and the organization’s
turnover rate the organization is expected to increase.

This study aimed to explore whether the approach in the
literature is valid or not through a field study in which the
research assistants working in a public university accepted to
participate in this research. The results given below are the
ones derived from the analysis of the data obtained from a
field study conducted in a public university in Konya;

v" The scales used in the study are reliable and
consistent internally,

v/ The difference of perceptions on psychological
contract, job satisfaction and intention to leave of
the groups formed according to age and period of
work is not significant,

+ Psychological contract perception of research
assistants who has a graduate-level education is
more positive and intention to leave is higher than
the research assistants with undergraduate-level
education.

v" The research assistants studying in the field of life
sciences perceive psychological contract more
positively and their job satisfaction is higher, while
their intention to leave is lower than that of the
participants from social sciences,

v’ There is a strongly positive significant relationship
between  psychological contract and job
satisfaction,

v' There is also a negative, mid-level and significant
relationship between psychological contract and
intention to leave,

v" Psychological contract perception of the research
assistants strongly and positively affects job
satisfaction of them,

v' Additionally, their intention to leave gets less
strong, while their perception on the psychological
contract at their organization gets more positive.

Consequently, it can be stated that psychological contract in
an organisation is an important factor when the workplace
peace and turnover rate issues come to terms. Managers and
organizations should take care of their behaviours and
perceived by their employees in the workplace. Otherwise,
these well-educated professionals will begin to search
different careers or position in other organizations.

There have been limitations for this research such as sample
and repetition. For future studies, the sample of the study can
be enlarged by deriving more data from different
universities. It will contribute to literature for the compare of
previous studies. A greater sampling and deeper analysis are
possible for a field study which will need more time as well.
In addition, repeated studies may provide comparative
information from different periods of time involving
conditional changes.
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