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Abstract: Increased competition, technologies, and downsizing, demographic diversity affect employment relationships and 

make the academic organization becoming more complex. As competition between firms becomes more fierce and fierce, the 

state of talent turnover directly affects the survival and development of the company. The human resource department is 

committed to effectively improving employees' enthusiasm and giving full play to employees' ability to tap into employees' 

potential, and then improve employee performance. One of the indicators of the company's success is the performance of the 

employees who work efficiently and effectively that would produce a good performance. Depending on the social exchange 

theory. This study examines the positive role of psychological contract fulfillment in the linking mechanism between 

organizational support and employee performance. The fact that organizational support plays an important role in enhancing 

employee performance has been studied in the literature. However, studying the mediating role of psychological contract 

fulfillment in the relationship between organizational support and employee performance is still needed. It is argued that 

psychological contract fulfillment is a vital mediator in the relationship between organizational support and employee 

performance. Therefore, the major aim of the current study is to provide empirical support for the relationship between 

organizational support and job performance and psychological contract fulfillment as a mediator. 
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1. Introduction 

All organizations and universities, in particular, striving 

for progress and prosperity. Human resources are considered 

the main factor for organizational excellence and 

development, therefore, Management of organizations, 

practitioners of organizational behavior and human resource 

management at present in particular are in a struggle to find 

out the causes of employee low performance. To perform 

better, there is a need to emphasize the physical and 

psychological health of the employees [4]. 

The psychological contract concept drew the attention and 

interest of academics and professionals over the past few 

decades [5]. A Psychological Contract (PC) plays an 

important role in how employees perceive their institutions as 

well as how they will perform [6]. A psychological contract 

is a set of existing unwritten expectations between employees 

and their employers. A Psychological contract is a system of 

beliefs that encompasses the actions employees believe are 

expected of them and what response they expect in return 

from their employer, and, reciprocally, the actions employers 

believe are expected of them and what response they expect 

in return from their employees [7]. Perceived organizational 

support (POS) has been viewed as an important factor in the 

employee-organization relationship that influences stress, 

well-being, and employee Performance [8]. 



26 Samar Mahmoud Sheikh Elsouk et al.:  The Mediating Role of Psychological Contract Fulfillment in the Relationship  
Between Organizational Support and Employee Performance 

Perceived organizational support is the perception 

employees have concerning whether the organization values 

their contributions and cares about their well-being. 

Perceived organizational support also fulfills socioemotional 

needs, resulting in greater identification and commitment to 

the organization, an increased desire to help the organization 

succeed, and greater psychological well-being [9]. PC and 

POS are both rooted in the social exchange framework. 

While PC is a way of representing the employment 

relationship in the mind of the employee, POS refers to an 

employee’s belief that the employer values his/her 

contribution and demonstrates concern for his/her well-being 

at work. Consistent with the rule of reciprocity norms applied 

to the work context, in exchange for the fulfillment of 

obligations and promises by their employer and through POS, 

employees are more committed, more satisfied, less prone to 

leave, and more willing to make extra efforts that go beyond 

the job duties [10]. Employees who perceive high 

organizational support concentrate more on the social 

exchange between themselves and organizations [11]. 

None of the relationships will prosper in the growing 

human economy before and unless they have the correct 

awareness and ability to reinforce the bond of their 

interactions. It is simply an individual view of looking at the 

bonding of the partnership to further strengthen or dissolve it. 

Of individual worker has evolved to be regarded as an asset 

to the educational institutions, and the psychological well-

being of the employer plays an important role in the use of an 

organization’s assets. However, although there are ample 

studies available on perceived organizational support, 

psychological contract, and employee performance, the study 

of the role of psychological contract fulfillment as a mediator 

between organizational support and employee performance 

remains needed. This study will investigate the role of 

organizational support in psychological contract fulfillment 

to improve employee performance. 

The current study makes twofold contributions. First, we 

offer a theoretical rationale for and provide an empirical test 

of the organizational support as an additional explanation for 

effects of psychological contract fulfillment on employee 

outcomes to better understand how employees respond to the 

psychological contract fulfillment. Second, this study 

examines the mediating role of psychological contract 

fulfillment between both the perceived organizational support 

and employee performance. This examination is crucial 

because it helps to provide a test of the connections between 

organizational support and employee performance theories in 

general and in the educational institutional in particular. 

2. Theoretical Background and 

Hypothesis Development 

2.1. Organizational Support 

The perceived organizational support construct was 

developed in 1986 by Robert Eisenberger [12]. Perceived 

organized support is theoretically based on social exchange 

theory [13]. Blau (1964) was among the first to differentiate 

social exchange from the economic exchange. Blau 

suggested that social exchange, unlike economic exchange, 

refers to relationships that involve unspecified future 

obligations. Also, the social exchange does not occur on a 

calculated basis. Economic exchange is based on transactions, 

but the key to social exchange relationships is the individuals’ 

trust in the other parties to fairly discharge their obligations 

in the long run [14]. According to social exchange theory 

(Blau, 1964; Gouldner, 1960), employees who perceive that 

they are supported by their organization tend to value it more 

and actively collaborate to achieve its goals [13]. 

The social exchange has been conceptualized in two ways 

in the management and organizational literature. The first 

conceptualization characterizes social exchange as a global 

exchange relationship between employees and the 

organization. This characterization focuses on the employee’s 

belief that the organization values his/her efforts and 

contributions to the organization and cares about their 

wellbeing which is termed perceived organizational support. 

The second conceptualization of social exchange focuses 

more on the dyadic relationship between employee and 

supervisor. From this perspective, the employee perceives 

his/her direct supervisor or manager cares about their 

wellbeing and values their contribution back to the 

organization. This conceptualization can be termed perceived 

supervisor support [12]. 

The theory of organizational support draws on the social 

exchange theory to demonstrate the relationship between 

employees and the organization [13]. This relationship 

significantly influences the increase of the positive 

orientation and well-being of the employees [15]. 

Organizational Support Theory suggested that employees 

will feel obligated to return the favor upon receiving 

favorable treatment from supervisors or the organization. 

Such a felt obligation represents employees’ positive 

orientation toward the organization [16]. 

Perceived organizational support was positively related to 

social exchange and negatively related to economic exchange 

[9]. Perceived organizational support is based on employees’ 

attitudes concerning the value the organization places on 

their contribution and the degree to which the organization is 

believed to attend to their well-being. This construct aligns 

with the idea that employees have a high need for esteem 

surrounding their work, for approval from colleagues and 

supervisors who they deem important and social affiliation 

with others. This theory of perceived organizational support 

explains that employees form a perception of the 

organization and how it values their contributions and cares 

for their well-being. This perception corresponds to one’s 

sense of the benefits of increased work [17]. 

Eisenberger et al. defined perceived organizational support 

as “global beliefs developed by employees concerning the 

extent to which the organization values their contributions 

and cares about their well-being [13]. Perceived 

Organizational Support (POS) is the perception of employees 

about the support they receive from the organization. POS 
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stands for the employee’s belief about the availability of help 

from the organization when it is needed to perform the job 

effectively and overcome difficult conditions [18]. 

The organizational support theory suggests that employees 

pay attention to how organizations treat them to discern the 

extent to which the organization is supportive and values 

their contributions. Employees associate the treatment 

offered to them by agents of the organization as indicative of 

the organization’s overall favorable or unfavorable 

orientation towards them [19]. 

Perceived organizational support is related to motivation is 

based on the idea that perceived organizational support 

would increase the satisfaction of psychological needs. As it 

is operationalized as caring about employees, perceived 

organizational support is likely to make employees feel more 

highly related to the organization and its members; as it is 

described as trusting employees, it is likely to make 

employees feel more autonomous in their job; and as it is 

also described as providing employees with the resources 

necessary to perform one’s job efficiently, it is likely to make 

employees feel more competent [20]. 

Perceived organizational support makes employees feel 

more related to the organization [21], it is likely to make 

them feel more autonomous at work. Perceived 

organizational support can also provide employees with the 

resources necessary to perform their job more efficiently and 

make them feel more competent and motivated [13]. 

Employees who have high perceptions of organizational 

support will have more positive feelings about their 

organizations [15]. 

Further, perceived organizational support has been 

activated into four dimensions: fairness, job condition, 

supervisory support, and organizational reward [22]. As 

perceived organizational support increases when employees 

believe they receive favorable treatment from the 

organization in terms of supervisory support, fairness and 

procedural justice, and rewards and job conditions [23]. 

The Perceived organizational support composited by three-

dimensional mental structure is widely accepted, which 

includes the organizational identification of employee’s value, 

organizational care of employee’s benefit, and organizational 

support of employee’s work [24]. 

Perceived Organizational Support Scale which is 

developed by Derinbay, made up of 29 items and 3 

dimensions educational support, administrative support, 

justice [25]. 

Eisenberger, Huntington, Hutchison, and Sowa (1986) 

suggested that POS is influenced by a variety of factors, such 

as organizational rewards in the form of praise, money, 

promotions, and influence, all given by the organization to 

employees as a way of communicating to employees that 

they are valued [20]. There are several antecedents of POS, 

including” (1) perceptions of the organization, such as justice 

and politics, (2) job conditions, (3) supervisor support, (4) 

personality, and (5) human resource (HR) practices [26]. 

Perceived organizational support can classified in to financial 

POS, career POS, and adjustment POS [27]. 

Most prior research has examined the relation of POS on 

individuals’ work attitudes and behaviors. Perceived 

Organizational Support has been proven to be related to a 

variety of work-related attitudes and outcomes [19]. For 

example, research has found that POS is positively related to 

job satisfaction [28], affective commitment [29], 

organizational citizenship behavior and task performance 

[30], employees’ job performance [31], well-being and 

learning self-efficacy [32], organizational trust [25], safety 

management performance [24], job embeddedness [33]. 

Not only is POS a strong predictor of positive work 

behavior, but it is also a strong predictor of employees’ active 

negative work behaviors [14]. For instance, [15] study found 

a negative and significant relationship between teacher views 

on organizational support and psychological contract 

violation. The study confirmed a strong practically 

significant negative relationship between Perceived 

Organizational Support and the employee’s Intention to Quit 

[19], turn over intention [33]. 

Besides, POS plays an important role as a moderator, for 

example, the [34] study showed that POS decreases the 

negative effect of narcissism on work satisfaction and 

colleague satisfaction among the sub-factors of job 

satisfaction and affective commitment among the sub-factors 

of organizational commitment. Also, organizational support 

was found to moderate the indirect effect of employees’ CSR 

perceptions and job performance through job crafting [35]. 

Perceived organizational support as a moderator of the 

relationship between the Dark Triad personality traits of 

narcissism, Machiavellianism, and psychopathy with specific 

types of counterproductive work behavior [36]. 

Organizational support moderates the relationship between 

job insecurity and feedback-seeking behavior [11]. 

2.2. Psychological Contract 

Employees are the main key to sustainable competitive 

advantage, and it follows that relationships between 

employers and employees are critical to ensuring 

productivity and the continued release of innovation and 

creativity [37]. Psychological contract theory is an important 

theory for studying the employment relationship [38]. 

The majority of research on psychological contract theory 

has been carried out on the dyad between the employer and 

the employee, and the reciprocal expectations and obligations 

they perceive [5]. 

The exploration of the concept of psychological contract 

mainly experienced the emergence stage (from the early 

1960s to the late 1980s) and the development stage (from the 

late 1980s to the present) according to the previous study 

[38]. 

The term of the psychological contract was introduced by 

Argyris (1960). Argyris utilized psychological contract to 

demonstrate the relationship between supervisors and 

employees in his famous work Understanding organizational 

behavior. For Argyris, the psychological contract captured the 

unwritten rules and expectations that were held by employees 

and employers in respect of each other [37]. A psychological 
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contract can be understood as an understanding of mutual 

responsibilities and obligations between employees and 

enterprises. This kind of understanding doesn’t have a written 

document, but it performs on the unspoken subjective 

commitment of staff and enterprise [1]. The psychological 

contract embraces perceptions and beliefs on an array of 

items that were promised, mentioned, or in some way 

perceived but not written on the formal written legal contract 

[39]. Unlike contracts on paper where two parties reach an 

agreement, a psychological contract is one person’s belief 

regarding the reciprocal relationship, which is perceptual, 

unwritten, and implicit. Since no contract can be perfectly 

complete. There is a psychological component in all contracts, 

where a party to the agreement will assume certain 

obligations from the other party and vice versa [40]. 

Individuals’ beliefs that link the fulfillment of their own 

specific obligations to their receipt of rewards are the basis of 

psychological contracts [41]. 

What differentiates an actual employment contract from a 

psychological contract is that the psychological contract is 

based on expected, and not necessarily required, employer 

inducements, and reciprocal employee obligations [42]. 

Psychological contracts are much broader than economic 

and legal contracts [43]. A psychological contract can exist in 

both the presence and the absence of economic contracts [44]. 

Unlike economic contracts, psychological contracts are not 

formal; rather they represent a mental model or schema of 

conceptually related elements gleaned from the employee’s 

experiences with the organization, such as interviews, written 

documents, and organizational practices [44]. Three 

important dimensions of the PC distinguish it from other 

forms of social and implied contracts: mutuality, 

psychological, and individuality [45]. 

The psychological contract is grounded in processes such 

as first, pre-employment negotiation, which is the foundation 

of the psychological contract. Second, redefining a 

psychological contract, ensuring that there is a clear line of 

communication between the employee and employer 

regarding expectations; and third, a fair, balanced, and 

dynamic relationship which does not lead to a psychological 

contract breach by the employer [46]. 

The psychological contract is utilized as one of the 

important tools to resolve many Human Resource (HR) 

related issues [5]. It is essential to understanding the attitudes 

and behaviors of employees in their organizations [47]. The 

key function of psychological contracts lies in their capacity 

to reduce insecurities and help both employees and 

organizations meet their needs [48]. 

Psychological contracts are favorable conditions perceived 

by employees during employment, built on promises, 

statements, or even attitudes made by management [39]. 

Psychological contracts are mental models or schemas that 

govern how employees understand their exchange 

relationships with their employers [44]. Psychological 

contract is the employment relationship between an 

organization and an individual employee concerning the 

obligations that each party has to the other. In the early days, 

it was defined as beliefs about what employees are entitled to 

receive from their employer [49]. 

Social exchanges entail unspecified obligations, while the 

obligations in economic exchanges are more commonly 

tangible. Social exchange relationships create priceless and 

long-lasting social patterns. Therefore, according to this 

theory, employees’ values determine the relationship 

outcomes with peers and employers. Scholars developed 

these concepts and placed the social and economic exchanges 

in the context of the psychological contract, labeling them as 

transactional and relational contracts [39]. 

Mac Neil 1985 was the first to classify the dimensions of 

the psychological contract between employees and 

organization from a theoretical Perspective in two types of 

transactional contracts and relational contracts [38]. 

These two types do not refer to the specific obligations that 

are exchanged between employees and organizations, but 

more broadly to the type of relationship that evolves between 

an employee and the employer [47]. Relational and 

transactional types of psychological contracts are relative 

rather than mutually Exclusive [50]. 

Transactional psychological contracts: are characterized by 

an economic focus; they lead to short-term employment 

relationships in which performance requirements and mutual 

obligations are specified [51]. Transactional contracts are 

based on extrinsic factors and focus on tangible, mainly 

monetary factors, for a specific period—they are explicit, 

stagnant, and narrow in scope [39]. Transactional contracts 

are specific and quid pro quo in nature, primarily depending 

on employees’ input to the organization [48]. 

Relational psychological contracts: lead to long-term 

employment relationships in which mutual obligations are 

less specified and in which exchanges are based on socio-

emotional resources [51]. Focused on intrinsic factors such as 

status and recognition, the potential for creativity, 

employment security, work-life balance, healthy work ethics, 

and career advancement—they are based on indefiniteness, 

dynamism, and expanded objectives [39]. Relational 

contracts serve to maintain the employee-employer 

relationship and are not fundamentally quid pro quo [48]. 

While it is straightforward to make a distinction between 

employees on short-term contracts, likely to have a 

transactional contract, and employees on permanent contracts, 

more likely to have a relational contract, this distinction is 

less clear-cut in reality [47]. When employees feel they have 

not received the benefits from their organization that they 

expected to receive, this is referred to as a PC breach [52]. 

The concept of psychological contract breach has become 

increasingly relevant with the growing pace of globalization 

and the continuous economic cycles leading to inevitable 

restructuring exercises and loss of jobs [39]. 

There is a difference between a psychological contract 

breach and a psychological contract violation, while the 

breach is only assimilated to the awareness that an obligation 

has not been honored by the employer, violations frame the 

emotional reactions from this awareness that tends to be 

generated from perceived breaches [39]. Psychological 
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contract breach leads to feelings of violation and can occur 

even when employees’ economic contracts are fulfilled [44]. 

Psychological contracts have generated considerable 

interest from organizational scholars and practitioners for the 

past several decades, largely due to the negative 

organizational outcomes that arise when these contracts are 

violated [42]. 

Parzefall and Coyle-Shapiro (2011) classify the events that 

lead to the breach of contract into four categories, namely 

breach of a specific obligation, chains of breaches, secondary 

breaches, and everyday Breaches [39]. Organizations can 

potentially reduce psychological contract breaches by 

implementing more formalized and internally consistent 

human resource practices. HRM practices are the primary 

means through which organizations communicate the 

expectations that create employees’ psychological contracts 

[41]. 

Most prior research has examined the relation of 

psychological contract on individuals’ work attitudes and 

behaviors. For example, research has found that PC is 

positively related to promotive voice behavior [53], job 

performance [1, 3], as well as with perceived organizational 

support and organizational citizenship behavior [54], 

working Generation Y’s perceived fairness of performance 

appraisal [55], internal branding [56], organizational 

citizenship behavior [5]. 

Psychological contract breach is negatively related to 

organizational identification and affective commitment [57], 

job satisfaction [48], trust [39], positively related to 

frustration and employee dysfunctional behavior [58], 

intention to leave the job [39]. Psychological contract breach 

as a mediator between work-home interference and job 

satisfaction [48], partially mediates the relation between 

budgeting type and budgetary misreporting [44]. 

2.3. Employee Performance 

The success of any organization to achieve its 

organizational strategies and goals depend heavily on the 

performance of the employees [59]. 

Enhancing the employee performance considered the main 

aim for any organization as a result of increasing competition 

between organizations [11] and it presents the actions and 

behaviors that related to organizational goals [60]. 

Organizations take care of their employees and value their 

works as they are the foundation for its survival [61]. 

Employee performance is considered an important activity 

for human resource management [62]. It’s a key factor for 

improving organization performance [31]. 

Many researchers saw employee performance as a multi-

dimension concept [63]. Job performance is the degree to 

which employees meeting the duties specified in their job 

description [64]. Employee performance is a function of 

ability and motivation, where ability is comprised of the 

skills, training, and resources required for performing a task, 

and motivation is described as an inner force that drives an 

individual to act towards something [59]. Job performance 

may be conceptualized as acts and behaviors individual basis 

that contribute to acquiring the jobs and organizational goals. 

Employees struggle to consume their energy or stamina for 

achieving the organizational goals, consequently the 

employee receives remuneration from the organization. If an 

employee feels insecure, consequently his performance 

decreases with time [65]. 

Gilbert (1978) is commonly described as the father of 

performance technology; as an engineer, he applied his 

understanding of the process of technological improvement 

to human beings. He argued that the absence of performance 

support, not a person’s lack of knowledge or skill, was the 

greatest barrier to idealistic or worthy performance. He 

further identified six variables necessary to improve human 

performance: information, resources, incentives, knowledge, 

capacity, and motives [66]. 

Although different scholars have indicated different 

dimensions of employee performance, most of the 

dimensions can be classified into two main aspects: in-role 

performance and extra-role performance. In-role performance 

is related to performance that is specified in the employee’s 

job description and is recognized by the company’s formal 

reward system [67]. In-role performance focus on how well 

an employee work in his/her works [68]. 

Extra role performance is related to the employee’s 

behaviors that benefit the organization and are not specified 

in the employee’s job description or the company’s formal 

reward system [67]. Extra role performance focus on how 

good an employee is willing to do anything beyond his/her 

work. An employee with high extra-role performance used 

to be willing to help his/her workmates and spend extra 

hours finishing his/her work even if without any demand 

from the supervisor [68]. Two methods can be used to 

measure the performance of an employee the first is the 

supervisor assessment and the second is the self-assessment 

and this last method is the practical way to measure the 

performance [68]. 

Most of the previous research examined the relation of 

employee performance on individuals’ work attitudes and 

behaviors. For example, research has found that employee 

performance is positively related to effective communication 

[66], work engagement [69], job crafting [70], and, self-

efficacy [71] and negatively related with stress [72]. 

To conclude the above-mentioned, this study advances 

previous research by examining the ongoing reciprocal 

relation-ship between employees’ perceptions of 

organizational support and employee performance and also 

explores whether psychological contract fulfillment moderate 

these relationships. As this study aims to a better 

understanding of the mechanisms by which employee 

performance is influenced by psychological contract 

fulfillment and the role of organizational support in 

psychological contract fulfillment. In other words, examine 

the mediating role of the psychological contract in the 

relationship between organizational support and employee 

performance. Based on current organizational support, 

psychological contract, and employee performance research. 

Hence, the following hypotheses formulated in figure 1: 
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Figure 1. Proposed model for the study. 

We are responding to calls to integrate social exchange 

theory and psychological contracts by examining how the 

quality of the social exchange relationship modifies the 

reciprocity between employer and employee. Perceived 

organizational support capturing the quality of an individual's 

exchange with their organization. Perceived Organizational 

support and psychological contract are similar in that they 

refer to a set of items that are exchanged as part of the 

business relationship [73] however, they are clearly distinct 

conceptually psychological contract is the unspoken and 

informal understanding that an employee will contribute 

certain things to the organization (for example, capacity to 

work and position of will) and will receive certain things in 

return (for example, reasonable salaries and benefits)[74]. In 

line with previous studies [75, 76]. We supposed that 

organizational support have positive effect on psychological 

contract fulfillment. 

H1: There is statistically significant relationship between 

organizational support and psychological contract fulfillment 

by its dimension (contract of relations, contract of 

transactions) among employees in the university under study. 

Under the psychological contract, the employee may 

believe that if he works hard and obtains favorable 

performance reviews, he will receive an annual bonus, 

periodic increases and promotions, and will not be laid off 

[74]. Evidence supports employees maintain balance by 

matching their contributions with what they perceive in this 

psychological contract, this contract is associated with a wide 

range of employees' behaviors. Such as job stress [77], 

employee performance [73], citizenship behavior [78]. 

Performance at the individual level depends on the things 

you need to do in your job, or performance on the job, and 

things that add value but are not part of the formal job 

description. These "add-ons" are called extras or 

organizational citizenship behaviors (OCBs). At this point, it 

may be easier to consider role performance as having both 

productivity and quality dimensions associated with certain 

standards that you must meet in order to do your job. In 

contrast, OCBs can be understood as individual behaviors 

beneficial to the organization which are discretionary, and 

they are not recognized directly or explicitly by the official 

bodies [74]. Based on the above arguments, employees are 

expected to increase the level at which they perform their 

duties when they believe that the promises made to them 

have been fulfilled in line with predictions from social 

exchange theory and the norm of reciprocity. 

H2: The higher fulfillment of psychological contract the 

better performance of employees in the university under 

study. 

Psychological contract plays vital role as a mediator 

between organizational variables. The studies will employ 

social exchange theory in agreement with organizational 

researchers who have supported this theory in explaining 

and confirming the mediating mechanism. Relationships. 

Such as paternalistic leadership and turnover intention [79], 

human resources management practices and job outcomes 

[3]. Ethical leadership and employee extra performance 

[80]. 

Based on this discussion, the study proposes that 

psychological contract fulfillment mediated the relationship 

between organizational support and employee performance. 

H3: Psychological contract fulfillment mediates the 

relationship between organizational support and the 

performance of the employee. 

So that the organizational support will affect the 

psychological contract fulfillment and psychological contract 

fulfillment will affect the performance of the employee. 

Since a psychological contract relies on individual 

expectations and interpretations of what has been undertaken 

through the employment contract, this means that employees 

will differ in their views on the contract. From an individual 

perspective, factors that shape psychological contracts 
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include gender, age, education; job, work experience, and 

personal life. Likewise, there are some demographic 

variables (age, work experience) had correlation (negative 

correlation) and other (gender) had no correlation with 

organizational support [54]. 

In addition, various demographic variables such as gender, 

age, education, and organizational tenure were examined as 

precedents for performance [81]. 

Demographic variables are expected to affect the perceived 

organizational support, fulfillment of psychological contract, 

and employee performance. Based on these discussions. 

H4: There is statistically significant relationship between 

Demographic variables and organizational support, 

psychological contract, and employee performance separately. 

3. Methods 

3.1. Measurement 

A quantitative approach was used in the research. An 

online self-administered survey in addition to an in-person 

survey was used to collect data. The survey consists of four 

sections: organizational support, psychological contract 

fulfillment, employee performance, and demographic 

information. All the items except demographic information 

questions were rated on a five-point Likert scale ranging 

from Strongly Disagree = 1 to Strongly Agree= 5. Perceived 

organizational support was measured by eight items adapted 

from Eisenberger, Huntington, Hutchison & Sowa (1986, as 

referenced in [82]. The psychological contract is measured by 

two subcontracts: relational and transactional psychological 

contact. Both relational (6 items) and transactional (9 items) 

psychological contract was derived from Raja et al. (2004). 

Finally, the employee performance is measured by two sub-

constructs: in-role and extra-role performance. The extra-

role performance was measured by 8 items adopted from 

Williams and Anderson’s (1991). Further, the in-role 

performance measured by five items: three items were 

adopted from Goodman and Svyantek’s (1999), and two 

items derived from Williams and Anderson’s (1991). 

Information about individual attributes includes Gender, 

Marital status, age, work duration, income, job title, was 

collected as part of demographic information. 

3.2. Sample and Procedures 

All people working at a university in the Southeast US are 

the target population for this study. The population of the 

study was made up of both permanent and contract people 

working at the University at the time of the study (from 

March to June 2019). The study covered only one US-based 

university, conducting this study on one university would 

guarantee common behaviors of both managers and 

employees regarding the psychological contract fulfillment. 

Participants’ information (i.e. numbers, locations, and 

contact methods) was drawn from the human resources 

department at the University after getting IRB approval. Of 

the 367 distributed questionnaires, 246 were usable with a 67 

percent response rate (table1). 

Table 1. Sample size. 

Population Sample Questionnaire distributed Questionnaire collected 

8383 367 367 246 

 

n = 
���������

�	�
��������
 

N (population size in the university According to fall 2018) 

= 8383 employee, e (standard error) =.05, P (percentage 

picking a choice) = 50%, Z (95% confidence level) = 1.96. 

Applying to the previous equation, n (sample size) = 367 

employee. 

3.3. Data Analysis 

The PLS is considered a well-established technique for 

estimating path coefficients in structural models [83]. For 

instance, PLS provides very robust model estimations with 

data that have normal as well as extremely non-normal 

distributional properties which enforce less restrictive 

assumptions about data normality [84]. Moreover, PLS is 

more suitable for small sample size, prediction, and theory 

development. Additionally, PLS is suitable for models that 

have large numbers of indicators [84]. The research 

hypotheses were tested using the Smart PLS-SEM version 

3.2.8. A two-step process was deployed to assess the 

theoretical model using the software of Smart PLS-SEM 

version 3.2.8; the measurement model and the structural 

model [84]. 

3.3.1. The Measurement Model (Outer Model) Quality 

The study examined both validity and reliability for all 

latent variables by assessing the measurement model of this 

study. Composite reliability (CR), which is more suitable for 

PLS-SEM, was used to examine the internal reliability of the 

constructs [84]. Moreover, the factor loadings of the indicator, 

composite reliability (CR), and the average variance 

extracted (AVE) have been considered to establish 

convergent validity. The discriminant validity was assessed 

through the square roots of AVE, Fornell & Larcker criterion, 

and Heterotrait - mono trait (HTMT) ratio of correlation. 

Collinearity issues were also checked by the Variance 

Inflation Factor (VIF) for all constructs. 

The CR for all latent variables (LVs) in the measurement 

model was greater than 0.857 and the threshold of. 7 [84]. 

Therefore, the results demonstrate that our measurement 

model had internal consistency and was reliable. All the item 

loadings exceed the recommended value of 0.5, the construct 

CR values are greater than 0.7 and the AVE values exceed the 

threshold value of 0.5 [84]. Therefore, convergent validity 
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was established. The full VIFs for constructs are below 5, 

indicating there is no multi-collinearity issue between the 

construct items. The discriminant values did not violate the 

threshold value of HTMT. 90. And all constructs correlations 

were lower than the square root of AVE of their respective 

constructs [83], therefore discriminate validity is established. 

All appeared to support the reliability and validity of the 

scales. 

3.3.2. Confirmatory Factor Analysis 

Cronbach alpha was used to test the internal consistency 

reliability of the instrument of measurement. The face and 

content validity of the instrument was conducted to ensure 

that the questionnaire achieved its purpose. Face validity was 

achieved using experts from faculty based-members from a 

US university independently who evaluated the adequacy and 

suitability of the questions in eliciting the desired responses. 

Their comments were incorporated to produce the final draft 

of the questionnaire. A questionnaire survey was used to 

facilitate the collection of information. The following 

sections further explain the different aspects of data 

collection and methods used to analyze collected data. 

Reliability results are given in the table below. The data 

indicate that the measures are robust in terms of their internal 

consistency reliability as indexed by the composite reliability. 

The composite reliabilities of the different measures range 

from.92 to.95 which exceeds the recommended threshold 

value of.70. In addition consistent with the guidelines of 

Fornell and Larker the average variance extracted for each 

measure exceeded 0.50. 

All the square roots of AVEs construct are higher than the 

lower coefficient of transverse elements in the equivalent 

rows and columns; hereafter discriminant validity has been 

established. 

 

Figure 2. Research model. 

Factor loadings are there to analyze the convergent validity 

of construct it is composite reliability and average variance 

extract. The validity of constructs is considered to be 

convergent when items load results high (0.50) on their 

subordinate Constructs and outcomes. Average composite 

reliability and variance extract are used to measure 

convergent validity of constructs. The AVE values of all 

items are above (0.50). And composite reliability is higher 

than (0.8) representing that convergent validity of all 

constructs has been established. 

3.3.3. Hetero Trait - Mont Trait Ratio 

Table 3 shows the HTMT ratio it is an approach to access 

discriminant validity that is another effective and alternative 

approach to determine discriminant validity. To ensure the 

discriminant validity HTMT ratio should be less than 0.85 

and in the case of evidence of discriminant validity all the 

ratio values are higher than the lower threshold. 
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Table 2. Factor loadings, alpha Cronbach, average variance explained and composite reliability. 

 Loadings Alpha Cronbach AVE CR 

Organizational support     

Sup1 0.856 

.938 .699 .948 

Sup2 0.834 

Sup3 0.784 

Sup4 0.836 

Sup 5 0.864 

Sup6 0.864 

Sup7 0.872 

Sup8 0.771 

Transactional contract    

Con1 0.693 

.899 .626 .920 

Con2 0.834 

Con3 0.842 

Con4 0.859 

Con5 0.794 

Con6 0.671 
   

Con7 0.821 

Relational contract     

Con8 0.776 

.932 .651 .943 

Con9 0.795 

Con10 0.672 

Con11 0.811 

Con12 0.829 

Con13 0.841 

Con14 0.828 

Con15 0.834 

Con16 0.860 

Role performance    

Per1 0.946 

.965 .651 .972 

Per2 0.962 

Per3 0.891 

Per4 0.955 

Per5 0.926 

Extra role performance     

Per6 0.917 

.940 .714 .951 

Per7 0.874 

Per8 0.890 

Per9 0.878 

Per10 0.910 

Per11 0.889 

Per12 0.614 

Per13 0.741 

Table 3. Hetero trait - Mont trait ratio. 

Construct 
organizational 

Support 
Role Performance 

Extra Role 

performance 
Transactional Contract 

Relational 

Contract 

organizational Support  0.744 0.756 0.704 0.840 

Role Performance   0.943  0.732 

Extra Role performance      

Transactional Contract  0.660 0.706  0.681 

Relational Contract   0.769   

Table 4. Collinearity statistics of structural model (inner VIFs). 

Construct 
organizational 

Support 
Role Performance 

Extra Role 

performance 
Transactional Contract 

Relational 

Contract 

Organizational Support  3.036 3.036 1.000 1.000 

Role Performance      

Extra Role performance      

Transactional Contract  1.89 1.89   

Relational Contract  2.84 2.84   
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3.3.4. Collinearity Statistics of Structural Model (Inner 

VIFs) 

Collinearity concern of the focal constructs was assessed 

by calculating the VIF values, which was less than five 

(Table4) thus concludes that collinearity was not a threat. 

4. Descriptive Analysis 

60.2% from participants were female and 39.8% from 

participants were male. Of participants 52, 8% were married, 41.7% 

were single, 3, 4% were divorced and 2.1% were widow. 48.2% 

from participants were between 25 to 35 years old, 22.8% from 

participants were between 36 to 45 years old. 18% were between 

46 to 55 years old. 5.3% from participants were from 56 to 60 

years old. And only 5.7% were above 60 years old. Of the 

participants 68% were full time employment and only 32% were 

part time employment.76.7% from participants were employee 

and 23.3% were a academic stuff. 53.6% from participant 

working from 1 to 3 years in the university. 14.5% working from 

4 to 6 years. 14% working more than 15 years, 8.5% working 

from 7 to 9 years, 6.8% working from 10 to 12 years and 2.6% 

working from 13 to 15 years.57% from participants have annual 

income less than 50.000$, 30.4$ from participants have annual 

income from 50.000$ to 100.000$, 9.6% from participants have 

annual income from 101.000 to 150000$ and 3% from 

participants have annual income more than 150.000%. 

5. Path Coefficients 

Path analysis was used to examine the concepts of interest 

as proposed in the conceptual framework. Path analysis 

allowed the proposed direct and indirect relationships to be 

tested simultaneously [75]. 

5.1. Organizational Support and Psychological Contract 

Fulfillment 

Path coefficients analysis results show that there is a 

relationship between organizational support and psychological 

contract fulfillment constructs. The organizational support was 

found to be positively related to relational contract (β = 0.79) 

and transactional contract (β = 0.66). 

5.2. Psychological Contract Fulfillment and Employee 

Performance 

Path coefficients analysis results show that there is a 

relationship between psychological contract fulfillment and 

employee performance. Psychological contract fulfillment 

was found to be positively related to employee performance 

and its constructs (role performance (β = .737) and extra role 

performance (β=.774)). These relationships have been 

theoretically supported in the literature [1, 3]. 

5.3. Organizational Support and Employee Performance 

Path coefficients analysis results show that there is a weak 

relationship between organizational support and employee 

performance constructs. The organizational support was 

found to be positively weak related to role performance (β = 

0.324) and extra role performance (β = 0.246). 

Table 5. Total direct effects. 

 
organizational 

Support 

Role 

Performance 
Extra Role performance 

Transactional 

Contract 

Relational 

Contract 

organizational Support  0.324 0.246 0.663 0.791 

Role Performance      

Extra Role performance      

Transactional Contract  0.222 0.267   

Relational Contract  0.302 0.366   

Table 6. Indirect effects. 

 
organizational 

Support 
Role Performance Extra Role performance Transactional Contract 

Relational 

Contract 

organizational Support  0.386 0.467   

 

Table results show that psychological contract fulfillment 

plays an important role as a mediator between organizational 

support and employee performance. Results show that the 

relationship between organizational support and role 

performance enhanced with a value of (β = 0.386) and the 

relationship between organizational support and extra role 

performance enhanced with a value of (β = 0.467). 

Table 7. Total Effects. 

 organizational Support Role Performance 
Extra Role 

performance 

Transactional 

Contract 

Relational 

Contract 

organizational Support  0.711 0.714 0.663 0.791 

Role Performance      

Extra Role performance      

Transactional Contract  0.222 0.267   

Relational Contract  0.302 0.366   
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5.4. Demographic Variables, Psychological Contract and 

Employee Performance 

Analysis results suggest that only gender, type of work and 

work period from all demographic variables had significant 

positive correlation with psychological contract fulfillment (P 

= 0.024, P = 0.037, p =0.0006 respectively). Likewise age 

from all demographic variable that had significant positive 

affect on employee performance (P = 0.042). 

6. Discussion 

This study illustrates the role of psychological contract 

fulfillment play in enhancing the relationship between 

organizational support and employee performance. Applying 

on the employee working in one American university the 

findings of this study will be highlighted and discussed. 

First, the findings revealed that organizational support had 

appositive effect on psychological contract fulfillment as the 

employer’s commitment to caring for the employees may 

increase employees’ affective commitment to the 

organization. Moreover, perceived organizational support 

may increase the employees’ level of affective commitment 

by satisfying their social and emotional needs, such as 

providing affiliation and emotional support. So this will help 

in increasing the expectation between employer and 

employee. Therefore the analysis results supported the first 

hypotheses "There is statistically significant relationship 

between organizational support and psychological contract 

fulfillment by its dimension (contract of relations, contract of 

transactions) among employees in the university under study". 

Second, Employees who believe they have been well 

supported by the organization are more likely to reciprocate 

by performing better at their work than those who reported 

lower levels of perceived organizational support [85]. As a 

result, perceived organizational support is positively related 

to employee performance consistent with previous studies 

[86]. So, we supported the second hypothesis" The higher 

fulfillment of psychological contract the better performance 

of employees in the university under study". 

Third, our study implies that employees who perceive that 

their contracts are being fulfilled may increase their level of 

performance. Consistent with previous studies [1, 3, 73]. So 

the results of the analyses revealed that psychological 

contract play a vital role in the relationship between 

organizational support and employee performance. Therefore, 

we supported the third hypothesis" Psychological contract 

fulfillment mediates the relationship between organizational 

support and the performance of the employee. So that the 

organizational support will affect the psychological contract 

fulfillment and psychological contract fulfillment will affect 

the performance of the employee". 

Fourth, in line with the previous studies [54] gender hadn’t 

any effect in (organizational support, performance). Likewise, 

gender, type of work and work period had a positive effect in 

psychological contract. Besides; age hadn’t any effect in 

(organizational support, psychological contract), but age had 

a positive effect on employee performance. On the contrary 

with [54] study age had negative effect with organizational 

support, psychological contract, and citizenship behavior. 

So, we partially supported the fourth hypothesis" There is 

statistically significant relationship between Demographic 

variables and organizational support, psychological contract, 

and employee performance separately". 

7. Implications 

The implications of the study are classified in to 

theoretical implications and practical implications. 

7.1. Theoretical Implications 

The results suggest that psychological contract fulfillment 

not only covers transactional contracts but also affects the 

relational contracts of employees. This is an additional 

contribution of this study which is in line with [54]. 

The findings of this study support a positive role of 

organizational support in psychological contract. Likewise 

[54] study found a positive impact of psychological contract 

fulfillment in organizational support. 

Consistent with previous studies [78], the findings of the 

study support a positive role of psychological contract in 

enhancing employee performance both in terms of in-role 

and extra role performance [54, 87]. 

7.2. Practical Implications 

The study contributes to the debate about the different 

interpretation of the employer's obligations and their 

fulfillment among the research and education-oriented 

academics and staff of the university under study. Exploring 

the psychological contract from both employee and employer 

perspectives will help in understanding shared expectations 

[88]. More satisfied employees may also serve as brand 

ambassadors of the university, speaking well of it to those 

outside the university, promoting its image, and attracting top 

talent [80]. University should encourage and promote extra-

role behaviors in the workplace. 

Additional research should include a wide range of 

universities and make comparisons across national borders. 

8. Conclusion 

We examine psychological contract expectations by 

employees and the mediating role of psychological contract 

fulfillment in the relationship between organizational support 

and employee performance. It was deducted that there is a 

significant relationship between organizational support and 

psychological contract, and there is a significant relationship 

between psychological contract fulfillment and employee 

performance. In addition, psychological contract fulfillment 

plays an important role as a mediator in the relationship 

between organizational support and employee performance. 
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