
56

¶：권용주, 010-5670-2271, yjkwon@khu.ac.kr, 서울시 동대문구 경희대로 26 경희대학교 호텔경영학과

The Korean Journal of Culinary Research
Vol. 19, No. 4, pp. 56～76 (2013)

A Structural Model Analysis of Psychological Contract Breach, 
Psychological Contract Violation, and Employee Outcomes

- A Case of Five Star Deluxe Hotel Employees -

Ji-Eun Kim1)․Yong-Ju Kwon¶

Department of Hotel Management, Catholic University of Daegu1)

Department of Hotel and Tourism, Kyunghee University¶

인지된 계약위반, 경험된 계약위반과 직원의 조직행동 간의 구조적

관계에 관한 연구

- 특 1급 호텔 종사원을 중심으로 -

김 지 은
1)
․권 용 주

¶

대구가톨릭대학교 호텔경영학과1)․경희대학교 호텔경영학과¶

Abstract

With a distinction made between contract breach and contract violation, this study develops a structural 
model that investigates whether each dimension of contract breach influences experience of a contract 
violation in the hotel industry. At the same time, the impact of such a violation on hotel employees' work 
outcomes has been studied. One hundred and seventy eight employees, who are employed in five star deluxe 
hotels participated in the study and a structural equation modeling(SEM) is employed. The result indicated 
that good working relationship, and training and development, a so called relational oriented breach, make 
positively significant impact on contract violation. Whereas, benefits and salary categorized as transactional 
oriented breach does not. Also, the suggested employee outcomes including high turnover intent, low job 
satisfaction, and person-organization fit have been influenced by contract violation. As a result, hotel 
practitioners need to clarify the contract items prior to employment and during employment and to prepare 
to react to unmet promises.

Key words: Psychological contract breach, Contract violation, Person-organization fit, Job satisfaction, 
Turnover intent

Ⅰ. INTRODUCTION

In the both flexible and competitive environ-
ment of the hospitality industry, hotel managers 
and subordinate employees need to make constant 
efforts to accomplish organizational goals. In a 

similar vein, hotel employees are referred to as in-
ternal customers because they take primary roles 
to earn profits through guest satisfaction. How to 
satisfy internal customers, who fulfill external cus-
tomers' needs, is still left as a subject to be 
examined. However, engaged with this age of con-
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tinuous organizational restructuring and downsiz-
ing(Suh GS · Park DJ · Kim TH · Kim BH 2003), 
the forms of employment in the hotel industry 
have been varied and changed as well. In other 
words, job security, clear paths of career advance-
ment, and protective employment relationships are 
no longer guaranteed in the organizations. There 
is no exception in the hotel industry in spite of the 
internal customers' importance(Gwak DY · Park 
JH · Yoon HH 2011). These phenomena may also 
cause hotel employees to have less loyalty and 
commitment towards organizations and to decide 
to remain with organizations providing fair treat-
ment and opportunities to enhance their skills 
(Kickul J 2001).

With the stream of employment conditions, the 
employees' expectations about what they should be 
provided with have become varied. These expect-
ations need to be examined if hotel organizations 
would like to attract and retain satisfied and com-
mitted employees. When these are not fulfilled, the 
employees show negative attitudes and perform-
ance(Rousseau DM 1995; Lee JH 2010). For ex-
ample, if these expectations are not met, organiza-
tional members perceive psychological contract 
breach. An individual's beliefs or expectations of 
a reciprocal promise between employer and em-
ployee explain the psychological contract(Morrison 
EW · Robinson SL 1997). For example, a psycho-
logical contract consists of a promise of future re-
turns: such as an opportunity for promotion and 
benefits from employees' obligations such as loy-
alty and commitment to organizations(Fuchs DI 
2005).

A psychological contract breach is formed 
through employees' negative perception on human 
resources' management(Rousseau DM · Wade- 
Benzoni KA 1994) and the industrial paradigm of 

hotel business raises the level of psychological 
contract breach. This possibly causes higher turn-
over rate and lower job satisfaction due to employ-
ees' perception of low vision(Kim MH & Hwang 
JS 2003). The frequent turnover may cause service 
quality and negatively influence overall manage-
ment efficiency(Shin KH 2003). For this reason, 
the studies focused on hotel employees' psycho-
logical contract breach need to be extended. At the 
same time, while plenty of studies have treated 
psychological contract as a whole concept(e.g., 
Kim KG · Song JJ 2004) or divided psychological 
contract solely into transactional and relational fac-
tors (Hwang YH 2006), there are few studies to 
examine the effect of each contract dimension on 
dependent variables.

Furthermore, the previous studies seldom dis-
tinguish psychological contract breach and viola-
tion regardless of the differences and therefore, 
this study intends to fulfill these needs. In detail, 
the psychological contract violation is not always 
derived from an unfulfilled contract, a so called, 
contract breach. The interpretation of psycho-
logical contract breach and the emotional and atti-
tudinal responses could be various depending on 
the emotional loss, the importance of contract fac-
tors, perceived justice and so on(Fuchs DI 2005). 
For example, employees perceive psychological 
contracts regarding salary, benefit, opportunity for 
training and development, and good working rela-
tionship(Rousseau DM 1990) while they emotion-
ally experience contract violation.

From the employee outcomes’ perspectives, job 
satisfaction and turnover intent have been fre-
quently discussed in plenty of studies focused on 
psychological contract. However there is the need 
to investigate further attitudinal and/or behavioral 
outcomes. At the point of view, person-organ-
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ization fit has been firstly addressed by Fuchs 
DI(2005) because unmet contracts possibly asso-
ciate with employees' value congruence. Based on 
the study needs, this study employed P-O fit in ad-
dition to job satisfaction and turnover intent as the 
employee outcomes.

As a result, this study firstly aims to prioritize 
the effect of each dimension of psychological con-
tract breach on hotel employees' contract violation 
using structural equation modeling. Secondly, this 
study aims to investigate whether the psycho-
logical violation influences employee outcomes in-
cluding job satisfaction, turnover intent, and per-
son-organization fit. Finally, this study aims to 
suggest managerial directions based on the results.

Ⅱ. LITERATURE REVIEW

1. Definition of Psychological Contract

The psychological contract refers to the con-
scious and/or unconscious expectations between an 
organization and the employees and was in-
troduced by the literature of Levinson and his col-
leagues (1962) for the first time. The term illus-
trated the implicit and unspoken expectations be-
tween employee and employer. 

More recently, psychological contract was de-
fined as an individual's beliefs concerning the 
terms of a reciprocal exchange agreement between 
the parties(Rousseau DM 1989). Also perceived 
patterns of past exchanges and observations of oth-
er employees' expectations help the employees to 
develop the beliefs about what an organization 
should provide for them(Robinson SL · Rousseau 
DM 1994). Normative contracts are said to exist 
at the collective level when these employees share 
their beliefs in the organization(Rousseau DM · 
Parks JM 1993).

To a large extent, the individual experiences of 
pre-employment, recruiting practices, and experi-
ences in socialization influence the development of 
psychological contract(Rousseau DM 2001). It also 
develops through the range of organizational mes-
sages generated by organizational interactions, 
communications, policies, structures and practi-
ces(Bowen DE · Ostroff C 2004). It is notable that 
each individual might understand these messages 
in different ways(Guzzo RA · Noonan KA 1994). 
In detail, different views among the parties exist 
regarding both the terms of the psychological con-
tracts and how much they have been fulfilled. This 
is because psychological contract specifically is as-
sociated with the nature of unwritten description 
and individual perceptions(Morrison EW · 
Robinson SL 1997). Psychological contracts are 
subjective, and "... exist in the eyes of the be-
holder"(Robinson SL · Rousseau DM 1994, p.246). 
Therefore, the related parties are likely to interpret 
the contents of the contract with very different 
views.

1) Dimensions of Psychological Contracts

The promise exchange between an employer 
and an employee is the major concern of psycho-
logical contract(Guest DE · Conway N 2001). 
Within this context, the psychological contract is 
formed by cognition, perception, expectations, be-
liefs, promises, and obligations between two 
parties. The fulfillment of psychological contract 
is even related to his or her psychological well-be-
ing(Cable DAJ 2008). There have been plenty of 
studies to suggest the generic contents of psycho-
logical contract as follows.

First, Rousseau DM(1990) investigated the con-
tent of psychological contracts using interviews of 
human resource managers and selected the samples 
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over various industries. He or she found common 
contract items suggested by employers during the 
recruiting process like advancement, high pay, 
training, job security, development, and support. 

The contents were distinguished into job con-
tent, opportunities for individual development, so-
cial aspects, human resource management policy, 
and rewards. Later on, twelve focal items of psy-
chological contract categorized by Herriot P · 
Manning WEG · Kidd JM(1997) consist of train-
ing, fairness, needs, consult, discretion, humanity, 
recognition, environment, justice, pay, benefits, 
and security. In addition, Hutton D & Cummins 
R(1997) separate psychological contract items 
from employer obligation such as support, respect, 
fair practice; and from employee obligations like 
getting a job done, flexible citizenship, and 
loyalty.

More recently developed terms of psychological 
contract by De Vos A · Buyens D · Schalk 
R(2005) include career development, job content, 
financial rewards, social atmosphere, and respect 
for private life.

In the long run, although personal perception 
and industrial characteristics influence the inter-
pretation of fundamental concepts of psychological 
contract, a number of researchers basically adapted 
Rousseau DM's(1990) work to their studies. Thus, 
this study employs the dimensions of good work-
ing relationship, training and development, salary, 
and benefits as the terms of psychological contract 
and these are based on Rousseau DM's(1990) com-
ponents and modified and credited by Fuchs 
DI(2005).

2. Psychological Contract Breach and

Psychological Contract Violation

Psychological contract breach occurs when em-

ployees perceive unmet promises between employ-
er and employee (Kim KG · Song JJ 2004). 
Meanwhile, psychological contract violation refers 
to an experience that could be processed through 
a broken promise or unmet expectation(Morrison 
EW · Robinson SL 1997). In other words, contract 
breach is perceived as a discrepancy between what 
was contracted and what is actually experienced. 
However, psychological contract violation is 
viewed as the intense affective experience that of-
ten follows previous perception. The perception of 
breach is processed cognitively. And this is un-
likely to be consciously concerned(Kidd JM 1998). 
On the other hand, psychological contract viola-
tions are associated with both emotional and attitu-
dinal reactions: anger, outrage, distrust, bitterness 
and resentment(Morrison EW · Robinson SL 
1997). Psychological violation is distinctive from 
the psychological contract breach because it is 
something experienced upon a deep visceral level, 
and generated from the perception of betrayal. 

In addition, this distinction can be understood 
through Frijda NH(1993) that a readiness to cope 
with the environment in an issue accompanies an 
emotion often through increased arousal. In detail, 
psychological contract breach is interpreted as the 
event or issue. And the contract violation is an 
aroused emotion through the perception of psycho-
logical contract breach. That is, the subjective ex-
perience of psychological violation can be influ-
enced by the environmental factors and/or psycho-
logical contract breach. For example, the employ-
ees' perceived contract breaches cause their experi-
enced psychological violation(Robinson SL · 
Morrison EW 2000). Based on the existing liter-
ature, this study predicts that a psychological con-
tract breach leads to the experience of psycho-
logical contract violation through an interpretation 
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process in the hotel industry as well.
Further, the contract breaches are divided into 

relational and transactional contracts. The former 
includes breach of training and development and 
the latter includes breach of salary and benefits. 
The existing literature for the relationship between 
the two dimensions and contract violation is as 
follows.

First, the employees may quit developing rela-
tional resources such as favors or loyalty for their 
organizations unless the expected relational con-
tracts are fulfilled(Dulac T· Coyle-Shapiro JA · 
Henderson DJ · Wayne SJ 2008). In addition, the 
employees who perceive relational contract breach 
may experience affective violation, however, they 
are likely to engage in cooperative behaviors 
(Grimmer M · Oddy M 2007). On the basis of 
these studies, the relationship between rela-
tional-oriented dimensions and psychological con-
tract violation has been hypothesized as follows.

Finally, according to Cropanzano R and Mitchell 
MS(2005), transactional psychological contract 
may influence the people’s negative emotion such 
as violation. In addition, a transactional psycho-
logical contract associates with less emotional in-
vestment and attachment towards the organ-
izations(Millward LJ · Hopkins LJ 1998; Rousseau 
DM 1995). The emotional response refers to psy-
chological contract violation. Based on the liter-
ature, the following hypotheses regarding the rela-
tionship between transactional psychological con-
tract and psychological contract violation has been 
withdrawn.

H1 : Psychological contract breach positively 
influences psychological contract violation in the 
hotel industry. 

 H1-1: Breach of good working relationship 

positively influences psychological contract viola-
tion in the hotel industry.

 H1-2: Breach of training and development 
positively influences psychological contract viola-
tion in the hotel industry.

 H1-3: Breach of salary positively influences 
psychological contract violation in the hotel 
industry.

 H1-4: Breach of benefits positively influences 
psychological contract violation in the hotel 
industry.

 
3. Psychological Contract Violation

and Employee Outcomes

The effects of the violation of a psychological 
contract on organizational outcomes have been ex-
amined in many studies. In addition, contract vio-
lation has been found to make a negative impact 
on employee attitudes and behaviors. Violation of 
the psychological contract has been related to the 
employees’ distrust towards organizations(Robinson 
SL · Rousseau DM 1994), organizational commit-
ment(Guzzo RA · Noonan KA · Elron E 1994), or-
ganizational loyalty(Turnley WH · Feldman DC 
1999), perceived organizational support(Coyle- 
Shapiro J · Kessler I 2000), and employee per-
formance(Robinson SL 1996).

In order to understand how psychological con-
tract violation is emotionally developed, Weiss 
HM & Cropanzano R‘s(1996) Affective Events 
Theory(AET) is a useful framework. AET focuses 
on the idea that, when specific events occur at 
work, individuals prepare to have affective re-
actions and to generate emotions though the ap-
praisal process. The events have been perceived as 
an individual's environmental change. He or she 
may experience an affective reaction through the 
appraisal process. However, this significance of 
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this experience may be different depending on the 
individually perceived values of events. These 
emotional reactions then lead to organizational at-
titudes and employee behaviors at work (e.g., job 
satisfaction, turnover intent)(Fuchs DI 2005). 
Thus, work outcomes are likely to be predicted by 
psychological contract violation(e.g., Turnley WH· 
Feldman DC 2000). This study includes job sat-
isfaction, turnover intent, and perceived person-or-
ganization fit as employee outcomes as follows.

1) Job Satisfaction

Job satisfaction is known as the most widely ex-
amined employee outcome within the industrial 
and organizational psychology literature(Fuchs DI 
2005). However, investigating job satisfaction in 
the studies of organizational psychology is still 
useful due to its theoretical role in the previous 
models concerning employees' efficiency within an 
organization and its practical implications for im-
proving their employees' experiences at work as 
well as the organization's utmost effectiveness 
(Judge TA · Parker S · Colbert AE · Heller D · 
Ilies R 2001). The low level of job satisfaction 
from psychological contract violation has been 
demonstrated in the existing literature(e.g., Robinson 
SL · Rousseau DM 1994) as well. 

In this model, job satisfaction is predicted by 
psychological contract violation because sat-
isfaction is an emotional response caused by some 
environmental situation, which may be understood 
subjectively. For example, the response to a per-
ceived discrepancy between what the employees 
were promised and what they have received can 
be mainly led to their dissatisfaction(Kabar AA · 
Barrett B 2010). Additionally, Knights JA & 
Kennedy BJ (2005) indicated that psychological 
contract violation perceived by employees is the 

antecedent of lower job satisfaction. 
Further, Xiaoyan Z & Yanping L(2010)’s study 

proved the impact of psychological contract on job 
satisfaction. At the same time, Hwang YH(2003) 
depicted that when employees experience psycho-
logical contract violation, they felt dissatisfied 
with their jobs. Tekleab, A · Bartol, K · Liu 
W(2003) also concluded that preception of failure 
to fulfil psychological contracts was a crucial fac-
tor of job dissatisfaction. In addition, Lee KM's 
(2006) study focused on employees in food service 
industry, further proved the negatively significant 
relationship between perceived psychological con-
tract violation and their job satisfaction. Based on 
these arguments, it is hypothesized that:

 H2: Psychological contract violation negatively 
influences job satisfaction in the hotel industry.

2) Turnover Intent

An employee's intention to turnover is one of 
the concerns regarded within psychological con-
tract violation. Since intentions to turnover often 
predict actual turnover, they are likely to make or-
ganizational functioning decline, and create un-
necessary costs for the organization related to re-
cruiting, hiring and training. There have been sev-
eral studies indicating that stressful situations raise 
the members' intention to terminate their relation-
ship with their organizations(e.g., Chen PY · 
Spector PE 1992). Likewise, employees may get 
stressed when they experience psychological con-
tract violation. Hence, including intention to turn-
over in the contract violation study is logical. As 
Turnley WH & Feldman DC(2000) asserted, the 
anger attached to the psychological contract viola-
tion may cause the employees' intention to leave 
their organizations. 
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Employers and employees treat psychological 
contracts specifically due to their connection to the 
organizations by offering to provide reciprocal 
benefits to those that adhere to their terms. For this 
reason, when a psychological contract is unmet, 
the connection between employee and employer is 
compromised from the employee's viewpoint. In 
this background, employees may have problems 
finding reasons to stay with an organization that 
does not fulfill its contracts. And therefore, they 
are likely to consider terminating their relationship 
with it. For example, to recover what the employ-
ees have lost, it is natural that they intend to leave 
their organizations in response to experiencing 
contract violation(Shore LM · Barksdale K 1998). 
The positive relationship between psychological 
contract violation and turnover intent have been 
demonstrated in Xiaoyan Z & Yanping L's(2010) 
study. According to Hwang YH(2003), it was also 
noted that they would encompass turnover intent 
if psychological breach was interpreted as a 
violation. Further, Guzzo RA et al.(1994) depicted 
the employes respond to psychological contract vi-
olation with higher turnover. Based on the existing 
literature, the following hypothesis has been 
drawn. 

 H3: Psychological contract violation positively 
influences turnover intent in the hotel industry.

3) Perceived Person-Organization Fit

Perceived P-O fit refers to employees' compati-
bility with their organization that constitutes each 
concept of person-environment (P-E) fit(Cable DM 
· Judge TA 1997). P-O fit has been considered one 
of the organizational pressures to be resolved be-
cause it makes an organization utilize human re-
sources more effectively, recruit capable candi-

dates, and maintain a man power. Furthermore, in 
this unpredictable and continuously changing these 
backgrounds, the employees that have high P-O fit 
are much more likely to behave flexibly and be 
more attentive to their organizations than the em-
ployees who do not(Merrit SM 2007).

In addition, on the basis of an individual's per-
ceived compatibility with his or her organization's 
values, he or she evaluate his or her P-O 
fit(Chatman JA 1989). Thus, when individuals per-
ceive that their values are not matched with their 
organization's values, they will not perceive P-O 
fit. 

As mentioned above, the psychological contract 
is a reciprocal promise about what each party owes 
to each other. This agreement gives each party a 
direction concerning how to conduct itself with the 
other. Thus, employees value congruencies are 
connected to their perception of how these con-
tracts are fulfilled. In other words, when in-
dividuals perceive their values are incompatible 
with their organization's values, their perceived 
P-O fit will be decreased(Fuchs DI 2005). For ex-
ample, Fuchs DI's(2005) study actually showed 
that a psychological contract violation influences 
person-organization fit negatively. Behery M(2008) 
also raised the significant role of psychological 
contract in relation to person-organization fit. 

Finally, it seems that when employees experi-
ence psychological contract violation, they are un-
likely to have P-O fit with their organizations 
since the existing literature supports this idea. 
With the assumption that this applies to hotel em-
ployees as well, it is hypothesized as follows. 

 H4 : Psychological contract violation neg-
atively influences person-organization fit in the ho-
tel industry.
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<Fig. 1> Proposed Research Model

Ⅲ. METHODOLOGY

1. Settlement of Proposed Model

As illustrated in Figure 1, based on the proposi-
tions developed from the literature review, a con-
ceptual model is proposed to explain the relation-
ship among psychological contract breach, psycho-
logical contract violation, job satisfaction, turnover 
intent, and P-O fit. 

2. Measurement

1) Psychological Contract Breach

Based on Rousseau DM’s(2001) investigation, 
psychological contract breach in this study is de-
fined as the extent to which each official or/and 
unofficial promise was not fulfilled. Further, the 
contents of psychological breach are mostly based 
on the respondents' expectations from past experi-
ences and information from others. Nineteen-item 
by Fuchs DI(2005) based on Rousseau DM’s 
(1990) items was employed to measure psycho-

logical contract breach. The measure was designed 
to assess the levels of individuals' perception on 
the promises fulfilled in areas such as salary, bene-
fits, training and development, and good working 
relationship. Respondents were asked to indicate 
on a 5-point scale(1=received none of what was 
promised, 2=received little of what was promised, 
3=received a moderate amount of what was prom-
ised, 4=received about the same as promised, 5=re-
ceived more than promised). 

2) Psychological Contract Violation

Psychological contract violation refers to the ho-
tel employees' experienced emotion that may pro-
ceed following the perception of psychological 
contract breach. This definition is supported by 
Robinson SL and Morrison EW(2000). Their four 
items were also adopted to measure this variable. 
Respondents were asked to indicate on a 5-point 
scale(1=strongly disagree, 5=strongly agree).
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3) Job Satisfaction

This study defines job satisfaction as the hotel 
employees' positive feeling on reflection of their 
jobs as introduced by Hackman JR and Oldham 
GR(1976). At the same time, three items devel-
oped by them were used to measure the hotel em-
ployees' satisfaction level, They responded on a 
five-point scale with anchors of "not at all descrip-
tive"(1) and "extremely descriptive"(5).

4) Turnover Intent

Based on Camman C and colleagues’(1979) def-
inition, turnover intent is the hotel employees' in-
tention to quit their current position in the hotel 
organizations. To measure turnover intent, 
Camman C and colleagues's(1979) three items 
were used. Respondents rated their management on 
five-point Likert type scale ranging from "strongly 
disagree "(1) to "strongly agree" (5). 

5) Person-Organization Fit

Person organization fit is defined as hotel em-
ployees perceived fit with their organizational 
values. Person-organization fit was assessed using 
Cable DM & Judge TA's(1996) and Lauver KJ & 
Kristoff-Brown A’s(2001) three items. Responses 
were made on a 5-point scale(1=strongly disagree, 
5=strongly agree)

3. Data Collection and Sampling Frame

Five-star deluxe hotel employees are targeted 
for this study. The researcher conducted prelimi-
nary survey using the sample data of M hotel in 
Seoul and H hotel in Jeju. The fifty identified re-
sponses were used to correct any unclear survey 
items and decide whether this study model can be 
conducted. This had been conducted from May 3rd 
to 18th in 2012.

To measure the relationship among the sug-
gested constructs, the convenience sampling was 
selected including M, H, and S hotels in Seoul, S 
hotel in Incheon, P hotel in Pusan, G hotel in 
Daegu, and H hotel in Jeju. The main survey had 
been conducted through mail survey from July 2nd 
to 25th in 2012 after each hotel manager's approval 
had been given. A number of 250 cases were 
surveyed. Further, a total number of 189 responses 
had been collected and cases with missing value 
were subsequently dropped from the data analysis. 
Finally, 178 faithful cases have been analyzed.

4. Data Analysis

The collected data was analyzed using SPSS 
19.0 and AMOS 4 software program. Through 
these programs, descriptive statistics, multi-variate 
analysis of variance, and structural equation mod-
eling (SEM) are utilized. Frequency analysis, reli-
ability analysis after using Cronbach's alpha, and 
confirmatory analysis were operated. Furthermore, 
in order to understand the different relationship be-
tween variables, correlation analysis was 
conducted. To verify the hypotheses and model of 
the study, confirmatory factor analysis was used to 
examine conformity of the causal relationship 
among each factor and covariance structure analy-
sis was used to investigate a path coefficient. 

IV. EMPIRICAL RESULTS

1. Demographics

Out of the 178 respondents, the result shows 
that 44.9 % of them are males(80 persons) and 
55.1% of them are females(98 persons) as shown 
in <Table 1>. The majority of the respondents 
(20~29:44.9%. 30~39:41.5%) are in the age groups 
of 20-39. Moreover, the majority of the re-
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<Table 1> Result of the demographic analysis of the respondents 

Respondent 
Characteristics

Items
Frequencies

(Percentages)
Respondent 

Characteristics
Items

Frequencies
(Percentages)

Gender
Male

Female
80(44.9)
98(55.1)

Employment 
Status

Full Time
Temporary Contract

 115(64.6)
 63(35.4)

Age

20~29
30~39
40~49

50 or more

80(44.9)
74(41.5)
22(12.4)
2(1.1)

Department

Room Division
F & B

Sales & Marketing
Catering
Planning
Others

64(36.0)
67(37.6)
21(11.8)
17(9.6)
8(4.5)
1(0.56)

Education

High school
Junior collage

University
Master or more

1(0.56)
50(28.1)
105(59.0)
22(12.4)

Your
Average Income

Less than 2M(won)
2M~2.99M
3~3.99M
4~More

50(28.1)
85(47.8)
37(20.8)
6(3.4)

Work Experience 
in Hotel

Under 3 years
4~6 years
7~9 years

Over 10 years

49(27.5)
62(34.8)
38(21.4)
29(16.2)

Current Position

Clerk
Caption(Supervisor)

Manager
Director

70(39.3)
62(34.8)
41(23.0)
5(2.8)

The Total 178(100) The Total 178(100)

spondents (87.1%) have a degree between junior 
college and university. Also, 49 people (27.5%) 
have 1~3 year(s) of work experience and 62 peo-
ple (34.8%) have 4~6 years while majority of them 
(64.6%) are full-time employees. At the same time, 
their current department are distributed to; room 
division (36.0%), food and beverage (37.6%), sales 
and marketing (11.8%), catering (9.6%), planning 
(4.5%); clerk (39.3%), caption (34.8), manager 
(23.0), director (2.8). Finally, the respondents' 
average monthly income concentrated on the cat-
egory of less than four million wons (less than 2 
million: 28.1; 2 million~2.99 million:47.8%; 3 mil-
lion~3.99 million: 20.8%).

2. Analysis of Validity and Reliability

1) Results of Reliability and Validity

As the survey items are adapted from different 
streams of studies, it is important to ensure con-
struct reliability and validity. Cronbach's co-

efficient alpha was calculated to determine reli-
ability of the measurement.

As indicated in <Table 2>, Conbach's a of each 
construct in measurement model is ranged from 
0.646 to 0.897 significantly a scale with high level 
of reliability; this value is adequate at Cronbach's 
a ≧ 0.60(Lee HY 2006).

If construct reliability reaches above 0.7, con-
vergent validity or internal consistency is secured 
(Kim GS 2007). In terms of construct reliability, 
the values of eight constructs are ranged from 
0.701 to 0.920 as presented in <Table 3>. Also, 
convergent validity is procured as long as AVE 
reaches above 0.5(Kim GS 2007). As shown in 
<Table 3>, each average variance extracted (AVE) 
reaches between 0.503 to 0.748. At the same time, 
as illustrated in <Table 2>, factor loading of each 
variable is above 0.582, showing a moderate to 
high construct validity(Kim GS 2007).

Discriminant validity was established using the 
procedures outlined by Fornell and Larcker (1981). 



한국조리학회지 제 19권 제 4호(2013)66

<Table 2> Fit indices of measurement

Factor Items Estimate S.E.a t-value p-value Fit Indices

Good 
Working

Relationship

feedback on job performance(R)
supervisory support(R)
trust(R)
open/honest communication(R)
being treated fairly(R)
clear goals and directions(R)
enough resources to do my job(R)
recognizing my accomplishment(R)

1.000
0.891
0.962
1.210
1.099
1.133
1.105
0.937

0.736
0.601
0.710
0.785
0.741
0.764
0.761
0.679

7.900
9.477
10.500
9.867
10.197
10.152
8.992

0.000
0.000
0.000
0.000
0.000
0.000

x2 (df: 375)=446.279 
p=0.007.
CMIN/df= 1.190
GFI= 0.870
AGFI=0.828,
RMR=0.041,
NFI=0.900, 
CFI= 0.982, 
TLI= 0.978
RMSEA= 0.033
***: 0.000
(R):reversed scored

Training & 
Development

opportunities for professional growth
opportunities for developing new skills
opportunities for advancement
career development
challenging and interesting work

1.000
0.970
1.321
1.285
1.304

0.582
0.575
0.834
0.899
0.874

6.427
8.266
8.616
8.490

0.000
0.000
0.000

Salary
salary
pay raises
bonuses based on performance

1.000
1.013
0.911

0.744
0.738
0.804

9.088
9.800

0.000
0.000

Benefit
overall benefits
healthcare benefits

1.000
0.929

0.688
0.696 7.934 0.000

Psychological 
Violation

betrayed feeling by my organization
angry toward my organization
feeling contract-violated 
frustrated by the way of organizational treatment 

1.000
1.246
1.184
1.526

0.727
0.821
0.808
0.895

10.849
10.669
11.866

0.000
0.000

Job
Satisfaction

fond of my job very much
overall, happy with my job
dissatisfied with my job

1.000
0.974
1.159

0.841
0.828
0.853

13.561
14.221

0.000
0.000

Turnover 
Intent

often think about quitting
will look for a new job in the next year
choose this organization, if I could choose again (R)

1.000
1.123
1.121

0.818
0.852
0.847

12.887
12.793

0.000
0.000

Person-
Organization 

Fit

value match with this organization
maintenance of my values at this company
hard to fit in my values due to differences (R)

1.000
1.079
1.092

0.877
0.884
0.808

16.021
13.665

0.000
0.000

a S.E.: standardized estimate (factor loading)

<Table 2> shows the correlations between the la-
tent variables and the average variance extracted 
(AVE) of each construct. Fornell C and Larcker 
DF(1981) prescribe that the squared correlation be-
tween constructs must be less than the AVE of 
each underlying construct in order for the con-
structs to have discriminant validity. These out-
comes established discriminant validity. As a re-
sult, these values represent all eight constructs and 
it is significant to analyze the relationship between 
those constructs.

2) Results of Confirmatory Factor

Analysis

The confirmatory measurement model was as-
sessed to evaluate the construct validity of the 
measurement used in this study. As noted by Noar 
SM(2003), confirmatory factor analysis(CFA) pro-
cedures can provide confirmation that psycho-
metric properties a scale are satisfactory that ex-
tend beyond exploratory analytic technique.

It was noted that CFA can add further in-
formation about dimensionality of scale by testing 
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<Table 3> Correlation analysis

Inter-construct correlationsa 
Variables Mean SD 1 2 3 4 5 6 7 8

1.Working Relationship
2.Training & 
Development
3.Salary
4.Benefits
5.Psychological 
Violation
6.Job Satisfaction
7.Turnover Intent
8.P-O fit

2.362
2.220
2.039
2.244
2.357
3.616
2.624
3.427

0.775
0.789
0.761
0.908
0.731
0.829
0.898
0.856

1
 0.703**

 0.664**

 0.649**

 0.717**

-0.718**

 0.629**

-0.719**

1
 0.580**

 0.584**

 0.717**

-0.750**

 0.664**

-0.759**

1
 0.623**

 0.609**

-0.532**

 0.439**

-0.505**

1
 0.521**

-0.510**

 0.448**

-0.548**

1
-0.803**

 0.646**

-0.753**

1
-0.731**

 0.792** -0.690** 1

Cronbach's a 0.897 0.857 0.794 0.646 0.884 0.876 0.876 0.881
Construct
Composite
Reliability

0.896 0.869 0.831 0.701 0.920 0.895 0.878 0.899

AVEb 0.525 0.578 0.622 0.503 0.743 0.740 0.705 0.748
** significant at p<0.01 (two-way)
a Two standard-error interval estimate of correlation does not include value 1. b=AVE (average variance extracted)

a variety of models against one another(Noar SM 
2003). In this study, the confirmatory factor analy-
sis was completed with maximum likelihood 
estimation.

CFA was applied to all the items and chi-square 
of 446.279, degree of freedom of 375, and p-value 
of 0.01(p<0.05). Further, the value in chi-square/df 
should be less than three to secure overall good-
ness of fit(Kim GS 2007). The value of chisqure/df 
shows 1.190 so that overall goodness of fit is 
identified.

In assessing model fit, the following indices 
were employees: GFI(Goodness-of-fit index: desir-
able at ≧0.90), AGFI(Adjusted Goodness of fit 
Index: desirable at ≧0.90), RMR (Root Mean 
Square Residual: desirable at ≦0.05), NFI(Normed 
fit index: desirable at ≧0.90), CFI (Comparative 
fit index: desirable at ≧0.90), x2(chi-square: desir-
able at ≧0.05), TLI (Tucker-Lewis Index: desir-
able at ≧0.90), RMSEA(Root Mean Square Error 
of Approximation: desirable at < 0.05) 

As presented in <Table 2>, GFI(0.870) and 

AGFI(0.828) indicate unfulfilled indices while, 
RMR(0.041), NFI(0.900) CFI(0.982), TLI(0.978), 
and RMSEA(0.033) indicate the reasonable fits of 
the data. The relatively small sample sizes limit 
the possibility of reaching the 0.9 cutoff value for 
GFI and AGFI and they are not dependable as "a 
stand alone index "(Hooper D · Coughlan J · 
Mullen M 2008, p54). Further, a strict adherence 
to suggested cutoff values can result in the improp-
er rejection .of an acceptable model(Marsh HW · 
Haw KT · Wen Z 2004). Therefore, the relation-
ship among the latent variables can be presumed 
with the reasonable fits of the data.

Further, <Table 2> presents standard estimates 
for a measurement model. As illustrated, factor 

loading of all measures were moderate(ranging 
from 0.575 to 0.899) as presented as standardized 
estimate in <Table 2>. The factor loadings showed 
that relevant measurement items performed moder-
ately well in reflecting the designated underlying 
construct.



한국조리학회지 제 19권 제 4호(2013)68

<Table 4> Parameter estimates in structural model

Hypothesis Path S.C. S.E. t-value p-value Result

H1-1
Good Working Relationship ->
Psychological Contract Violation

0.595 0.117 4.147 0.000 supported

H1-2
Training and Development ->
Psychological Contract Violation

0.444 0.087 4.378 0.000 supported

H1-3 Salary->Psychological Contract Violation 0.031 0.073 0.340 0.734 rejected
H1-4 Benefits-> Psychological Contract Violation -0.102 0.092 -0.837 0.402 rejected

H2
Psychological Contract Violation ->
Job Satisfaction

-0.955 0.113 -11.077 0.000 supported

H3
Psychological Contract Violation ->
Turnover Intent

0.855 0.118 9.355 0.000 supported

H4 Psychological Contract Violation -> P-O Fit -0.937 0.113 -10.629 0.000 supported
Overall 

Goodness of 
Model Fit 

Indices

x2 ( df = 377)= 445.941 (p = 0.008), CMIN/df= 1.183, GFI = 0.871, AGFI = 0.831
RMR = 0.050, NFI = 0.900, 
TLI = 0.979, CFI = 0.983

RMSEA=0.032
*** :significant at <0.001

4. Test of Hypotheses

1) Results of Overall Measurement

Model Testing

Verification of theoretical model indicates some 
fit indices like GFI and AGFI are not satisfied. 
Thus, modification indices(MI) is used in order to 
reach goodness of fit. This model fit has been im-
proved though the correlation of error terms. This 
idea comes from Hooper et al.(2008) and they 
mention "Allowing modification indices to drive 
the process is a dangerous game, however, some 
modifications can be made locally that can sub-
stantially improve results"(p 56). <Table 4> illus-
trated the strength of the relationships among the 
constructs, showing path coefficients and overall 
goodness of model fit indices. Overall, the model 
was acceptable fit;(x2: df = 377)= 445,941 (p = 
0.008), GFI = 0.871, AGFI = 0.831, RMR = 0.050, 
NFI = 0.900, TLI = 0.979, CFI = 0.983, 
RMSEA=0.0432. 

2) Results of Hypotheses Testing

The path coefficients of the constructs were ana-
lyzed to examine the suggested hypotheses as fol-
lows:

Firstly, it has been found that hotel employees' 
breach of good working relationship makes sig-
nificantly positive influence on psychological con-
tract violation. For example, it depicts path co-
efficient of 0.595 for the impact of the breach on 
experienced psychological violation (t>1.96, 
p<0.001). Therefore hypothesis 1-1 is supported. 

Secondly, the positive relationship between ho-
tel employees' perceived breach of training and de-
velopment and psychological contract violation has 
been proved through the study results. For exam-
ple, it depicts path coefficient of 0.444 for the im-
pact of the breach on psychological contract viola-
tion (t>1.96, p<0.001). Thus, hypothesis 1-2 is 
supported. 

Thirdly, hotel employees' psychological breach 
of salary and benefits(hypotheses 1-3 & 1-4) fail 
to predict psychological violation in this study. 
This result can be explained from several theoret-
ical dimensions. As an emotional experience fol-
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lowing perceived psychological contract breach, 
the experience could be distinctive depending on 
some motivational mechanism from each breach. 
For example, "the analysis shifts from concrete is-
sues to abstract issues involves the presence of any 
need"(Graham S · Weiner B 1996 p64). In other 
words, the shift to experienced differences are di-
rectly related to the amount of needs and the level 
of arousal (Graham S · Weiner B 1996). Therefore, 
the affective motivation from psychological con-
tract breach of salary and benefits seems not to oc-
cur in this study because hotel employees' needs 
and level of arousal in relation to these factors 
may not be enough to reach the feeling of 
violation.

In addition, there are plenty of study results 
which proved the more positive effect of intrinsic 
rewards on motivation versus extrinsic rewards 
when they approach motivational behav-
iors(e.g.,Chi SK · Lee JS 2011). Intrinsic rewards 
include "pride in one's work, a feeling of accom-
plishment, or being part of a team" while extrinsic 
rewards include "money, promotion, or bene-
fits"(Szende P 2010, p78). Good working relation-
ship and training and development are interpreted 
as relational oriented dimensions of contract(Fuchs 
DI 2005). And they are likely to generate intrinsic 
motivation. Therefore, the relative effects of these 
two factors on psychological contract violation 
could undermine the effect of salary and benefits, 
which are interpreted as transactional oriented 
dimensions. This situation is a suppression effect 
suggested by Tzelgove J & Henik A(1991). 
Suppressor which shows relatively strong influen-
ces attenuates the significance of the other 
variables. In other words, the effect sizes of the 
two variables attenuate the effect of benefits and 
salary. As a result, hypothesis 1 is partially 

supported.
Finally, hotel employees' psychological contract 

violation significantly and negatively influence 
their job satisfaction (path coefficient:-0.102, 
t>1.96, p<0.001) and person organization fit (path 
coefficient:-0.937, t>1.96, p<0.001). On the other 
hand, it significantly and positively influence their 
turnover intent(path coefficient:0.855, t>1.96, 
p<0.001) Therefore, the hypotheses from 2 to 4 are 
supported.

V. CONCLUSION

1. Findings and Implications

This study was conducted to examine the rela-
tionships among hotel employees' psychological 
contract breach, psychological contract violation, 
and employee outcomes(i.e., job satisfaction, turn-
over intent, and perceived P-O fit).

The result first shows that the degree of hotel 
employees' psychological contract breach of good 
working relationship is related to their psycho-
logical violation. Specifically, good working rela-
tionship-related breach is noticeable(path co-
efficient : 0.595) compared to the other variables. 
This implies that hotel employees apparently expe-
rience psychological contract violation if their be-
liefs regarding good working relationship fail to be 
fulfilled. 

Second, hotel employees' training and develop-
ment-related breach makes an impact on their psy-
chological contract violation. This says that hotel 
employees are likely to emotionally respond when 
there is discrepancy between what they have been 
officially or unofficially promised and what they 
have actually received concerning training and 
development. Further, the significant impact of the 
two suggested variables are consistent with a 
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stream of research proposed that employees' psy-
chological contract violation is proceeded by psy-
chological contract breach(e.g., Robinson SL · 
Morrison EW 2000).

Third, the results did not support the effect of 
salary and benefits-related breach on contract 
violation. This indicates that the breaches of salary 
and benefits do not necessarily lead to a feeling 
of contract violation in the hotel industry. Hotel 
organizations may have clear salary and benefit 
systems followed by employment status and years 
of service since they are the most sensitive parts 
between employers and employees. Further, psy-
chological contract is associated with something 
unwritten so that it may constitute the employees’ 
expectations(Morrison EW · Robinson SL(1997). 
However, in terms of transactional contracts, they 
may be informed of benefits and salary through of-
ficiacl contracts. That is, the transactional oriented 
breaches may hardly occur among hotel employees 
or are likely to directly transform to other types 
of behaviors such as turnover intent other than 
emotional movement. 

Finally, the effects of psychological contract vi-
olation on job satisfaction(path coefficient :-0.955), 
turnover intent(path coefficient : 0.855), person-or-
ganization fit(path coefficient : -0.937) were found 
to be considerable in this study. In other words, 
once psychological violation occurs, hotel employ-
ees may have undesirable attitudes towards 
organizations. These results are consistent with the 
existing literature presenting that psychological 
contract violation predicts employees' job sat-
isfaction(e.g., Knight HA · Kennedy BJ 2005; 
Fuchs DI 2005). Its impact on turnover intent also 
follows the existing studies, which encompass that 
turnover intent is facilitated through psychological 
contract violation(e.g., Hwang YH 2003: Fuchs DI 

2005). Further, the negatively significant relation-
ship between perception of P-O fit and the degree 
of psychological contract violation is consistent 
with the previous studies(e.g., Fuchs DI 2005).

Several theoretical and practical implications for 
hotel practitioners and managers are suggested. 
First, previous studies have often blurred the two. 
From this point of view, this study was modeled 
to address the limitations in studies distinguishing 
the perception of psychological contract breach 
and the experience of psychological contract 
violation. At the same time, this extends the liter-
ature of the significant relationship between psy-
chological contract breach and psychological con-
tract violation. 

The findings of this study present the following 
practical implications. First, the results of the 
structural equation model, when four breach di-
mensions are concerned simultaneously, showed 
that transactional dimensions of contract breaches 
don't lead to psychological contract violation while 
relational dimensions strongly associate with it. 
Therefore, individuals, before and during entry to 
organization, need to acquire necessary information. 
Practitioners not only should pay attention to job 
contents, but also how the working relationship is 
arranged. For example, as Rousseau DM(1995) 
presented, there are some topics the organizations 
need to address at the entry level: specification of 
expectations regarding performance, exploration of 
candidate expectation, description of training, and 
so on.

In addition, psychological contract breach could 
be unavoidable due to its subjectivity, and hence 
hotel organizations may be able to minimize the 
breaches through analyzing the priority of the con-
tract dimensions from the employees’ perspectives. 
The importance of each term could be different de-
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pending on the employees’ characteristics or or-
ganizational backgrounds. Therefore, hotel practi-
tioners need to clearly communicate with their em-
ployees in terms of contract items. Here, hotel 
practitioners need to be concerned with how to 
communicate with them since the relationship with 
employees may get worse if the communication 
process is not noticed due to its complexity(Guest 
DE · Conway 2002). For example, hotel organ-
izations can help the employees to set up realistic 
expectations through intranet and/or any other so-
cial communication channel. In this information 
age, the leading organizations such as S group uti-
lize smart communication system with the titles of 
'talk on live, story on live'. And so, through com-
munication engine, and intranet, these have a pos-
itive effect for updating and monitoring recent in-
formation about an organization and sharing 
ideas(Kang MH 2012). Hotel organizations may 
want to activate this kind of communication re-
flecting reality and minimizing exaggerated 
expectations. 

Finally, it seems that there could be some ways 
to regulate the relationship between psychological 
contract breach and the emotional violation as evi-
denced by Fuchs DI(2005). For example, when 
employees perceive they are treated fairly, and 
they have an opportunity to express their opinions, 
the negative retractions to contract breach can be 
mitigated. Performance feedback meeting can also 
help the employees to understand their current sta-
tus and justify employee contract(Rousseau DM · 
Greller MM 1994) since performance feedback can 
provide employees with an opportunity to verify 
employees' expectations(Guest DE · Conway N 
2002). Thus, these practices are suggested to be 
consistently integrated into the hotel organizations' 
system to minimize the expansion of psychological 

contract violation.
The psychological contract depends on sub-

jective experience and influences the employees’ 
affection and behaviors in the hotel industry. 
Through the whole employment processes from 
entry to retirement, it plays a significant role on 
the employees’ attitudes. This, it is better to speci-
fy the dynamics of the employment contracts. 
Specifically, this study implies that the hotel em-
ployers and their employees are in business rela-
tionship and this determines their emotional expe-
riences and organizational outcomes. As a result, 
the hotel organizations would expect higher organ-
izational performances when considering the psy-
chological contract and its implications.

2. Limitations and Supplements

There were several theoretical and methodo-
logical limitations that should be addressed in fu-
ture studies. First, the sample used in this study 
is one of the limitations. The convenience sample 
consisted of the employees in five star deluxe 
hotels. Thus, it may not be appropriate to apply 
the study results to other hotel employees in low 
or middle scale hotels. At the same time, the spe-
cific characteristics of hotel backgrounds may in-
fluence the study results. Therefore, the target re-
spondents need to be collected from wider in-
dustries and random samples to secure the 
generalizability. 

Another limitation is found in the common 
method variance in data collection. For example, 
the significant correlations among the variables in 
this study are likely to make the study results in-
flated through the respondents' bias. In order to 
minimize common method variance, future re-
search needs to allow some time lag among all 
correlated study variables at survey or to concern 
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different methods of measurement, as suggested by 
Harrison DA · McLaughlin ME · Coalter TM(1996).

In addition, the self-report measures reflecting 
perceptions, which is different from objective 
measures, can cause challenges when the validity 
of individuals' responses is assessed(Fuches DI 
2005). In other words, participants are likely to be 
conscious of repercussion effect from negative re-
sponses toward their hotels although the con-
fidentiality of their responses are assured. Therefore, 
to some extent, the result is also likely to be influ-
enced by the respondents' tendency to be socially 
desirable. For future studies, social desirability 
bias can be reduced if this phenomenon is fully 
explained prior to the main survey. 

One area suggested for further study is the re-
search of intervening variables between psycho-
logical contract breach and psychological contract 
violation. The overall intensity of the employees' 
psychological contract violation from the contract 
breach may be influenced by the organizational sys-
tem(e.g., organizational justice, feedback, etc) and 
personal traits(e.g., self-leadership, personality). 

The other area suggested for future research is 
employer's perspective concerning the psycho-
logical contract breach and psychological contract 
violation. Actually, the employees' perception on 
the psychological contract overlooks the reciprocal 
exchange inherent in the concept of psychological 
contract introduced by Rousseau DM (1989). 
Further, the perspectives from both parties should 
be drawn as well(Coyle-Shapiro J · Kessler I 2000; 
Tekleab AG · Taylor MS 2003). In this way, the 
organizations can decide in which dimensions, and 
to which extent employees perceive incongruence, 
and be prepared to offer some responses for the 
differences between the employees' perception and 
the actual contracts.

한글 초록

직원들의 긍정적인 조직행동을 이끌어야 하는

의무가 있는 호텔 산업에서 심리적 계약 모델을

확장시켜야 할 필요성이 제기되었다. 이 연구는

심리적 계약위반을 인지된 계약위반과 경험된 계

약위반으로 나누어, 인지된 계약위반의 하위 개

념들이 경험된 계약위반으로 전이되는지와 경험

된 계약위반이 호텔직원의 조직행동에 영향을 미

치는지를 구조모형방정식을 이용하여 규명하였

다. 특 1급 호텔 근무자를 대상으로 하여, 178부
의 설문이 최종 분석에 이용되었으며 데이터 분

석을 위해 SPSS 19.0과 AMOS 4을 이용한 구조

모형방정식을 통해 연구가설의 유의성을 측정하

였다. 연구 결과로, 긍정적인 업무관계와 교육과

커리어 개발과 같은 관계지향적인 계약의 위반은

경험된 계약 위반에 정(+)의 영향을 미치는 것으

로 나타났다. 반면, 임금과 복리후생과 같은 거래

지향적 계약위반은 경험된 계약위반에 영향을 미

치지 않는 것으로 나타났다. 또한, 높은 이직의도, 
낮은 직무만족과 개인 조직 적합성을 포함한 조

직행동은 경험된 계약위반에 의해 영향을 받았다. 
결과적으로, 인지된 계약위반은 부분적으로 경험

된 계약위반으로 전이되며 호텔 관리자는 계약

항목을 명료화 하고 부합되지 못한 계약 등에 대

하여 대응할 준비를 할 필요가 있다.
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