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Abstract
This study investigated the moderating role of psychological breach of contract and violation on the relationship 

between mental wellbeing and sense of humour among workers of T-Man Nigeria LTD, Enugu state. A total of 
one hundred and seven (107) participants (44; 41.1% males and 63; 58.9% females) participated in the study. 
Participants were drawn using convenience sampling technique and were administered questionnaire during their 
break period. Three instruments were used in data collation namely; the Coping Humour Scale (CHS), Warwick-
Edinburgh Mental Well-being Scale (AWEMWBS) and Psychological Contract Breach and Violation Scale (PCBVS). 
Two hypotheses were tested and the results showed that sense of humor significantly and positively correlated with 
psychological well-being at r=1.00, while psychological contract significantly moderated the relationship between 
sense of humor and psychological wellbeing (f-change= .000, p< .05). The findings indicate that the presence of 
sense of humour will always increase the levels of psychological well-being and existence of psychological contract 
breach will always influence the relationship between sense of humor and psychological well-being. 

Keywords: Sense of humor; Psychological well-being; Psychological 
contract breach; Work place; Violation

Introduction
Recently, researchers have increased their recognition on the need 

to understand employees’ psychological contract. The recognition 
has been driven by various changes, namely: economic and political 
environments, workforce demographics and values of individuals [1]. 
In any case these contracts are breached; the psyche and the overall 
wellbeing of the employee might be grossly affected. The above assertion 
is in line with the thoughts of Robinson, Kraatz and Rousseau [2], where 
he opined that psychological contract reflects an individual’s belief 
or perception that some forms of promise or reciprocal obligations 
have been made between the two parties, namely, the employee and 
employer. That is to say that the psychological contract encompasses an 
individual’s perception of how he/she regards the exchange relationship 
in terms of promissory obligations [3]. Even though both parties seem 
to have a common belief that they have accepted the same agreement, 
more often than not, they do not have a common understanding of the 
terms and conditions underlying the employment relationship [4,5]. 

A breach of psychological contract occurs when the employee 
perceives that the “organization has failed to meet one or more 
obligations within one’s psychological contract in a manner 
commensurate with one’s contributions” [6]. Although, so many 
empirical literatures has examined the antecedents and outcomes of 
psychological contract breach (PCB) [4,6,7], it does appear that very 
little is known about other relevant psychological constructs which 
may act as a buffer towards reducing the negative consequences 
that psychological contract breach may be posing for industries and 
organizations alike. That is, what is the state of feeling of the employee 
whose contract is being breached? Does the psychological breach affect 
his/her or sense of humor with coworker and immediate boss? It is 
at the instance of the questions above that the research topic, “mental 
wellbeing and sense of humor in the workplace: the moderating role of 
psychological contract breach and violation”.

Psychological contract is defined as “individual beliefs, shaped by 
the organization, regarding terms of an exchange agreement between 
individuals and their organizations” [5]. Psychological contract is 
more subjective than a legal contract. The psychological contract also 
has been distinguished from the broader construct of expectations. The 
promissory expectations in a psychological contract are “only those 
expectations that emanate from perceived implicit or explicit promises 
by the employer” [8]. We define psychological contract breach as the 
employee’s perception regarding the extent to which the organization 
has failed to fulfill its promises or obligations [4]. Although, the terms 
psychological contract violation and breach are sometimes used 
interchangeably, Morrison and Robinson [6] sought to distinguish 
between the two constructs by suggesting that breach is the cognitive 
evaluation that one’s organization has failed to fulfill its obligations, 
whereas violation is the emotional and affective state that may follow 
from the breach cognition. 

Psychological contract breach does not only elicit intense emotional 
reactions [3,6,9] but may also trigger different behavioral responses 
in an attempt to re-modify, adjust, or abandon the organization 
[10]. These responses are to be investigated in line with the stressing 
factor like psychosocial stressors [11]. The degree of manifesting one 
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set of behaviors over another is said to be influenced by the way an 
individual chooses to interpret an episode of contract breach [5,12,13]. 
One study by Robinson and Morrison [7], investigated the role of 
causal explanations on the relationship between perceived contract 
discrepancies (breach) and emotional reactions (violation). The results 
showed that although explanations did not exacerbate the relationship, 
the interaction became significant upon entering “perceived fairness,” 
such that perception of unfairness alone increased the occurrence 
of emotional reactions following breach, irrespective of the causal 
explanations. However, the relevance of the breach goes beyond the 
sheer non fulfillment of expectations. If reciprocity is a key element 
of social relationships [14], an unfulfilled expectation of reciprocity 
is likely to harm the foundation of a relationship. Thus, even though 
PCB is often considered to be the opposite of contract fulfillment, 
this dichotomy is not quite so clear-cut [15]. Whether the employees’ 
evaluation of the organization is positive or negative as opined by 
Morrison and Robinson [6], the central idea is that the employees’ 
mindset and general wellbeing is affected, in this sense, there is need 
for the concept of mental wellbeing to be explicitly manifested. 

Ryff and Singer [16] suggest that health is not a medical concept 
associated with absence of illness, but rather a philosophical one that 
requires an explanation of a good life-being one where an individual 
has a sense of purpose, is engaged in quality relationships with others, 
and possesses self-respect and mastery. This is synonymous with the 
World Health Organization [17,18] definition of positive mental 
health. However, such a definition is incomplete as individuals do 
not exist in isolation, but are influenced by, and influence, their social 
and physical environments. Furthermore, people will have their own 
individual interpretations of what a good life is. Rowling et al. [19], 
defined mental health as the capacity of individuals and groups to 
interact with one another and the environment in ways that promote 
subjective wellbeing, the optimal development and use of cognitive, 
affective and relational abilities, the achievement of individual and 
collective goals consistent with justice. Mental health problems have 
many effects on the individual at the workplace. The productivity of 
individuals with unsupported mental health needs may decline while 
at work. Mental health problems can affect work performance in terms 
of increase in error rates, poor decision-making, loss of motivation 
and commitment, tension and conflicts between colleagues [20]. 
From these explanations, it can be said therefore that mental disorders 
affect individuals and their employment much beyond the breach of 
contract issues. People with mental disorders face stigmatization, social 
exclusion and barriers in obtaining equal opportunities at all levels of 
life, including at their workplaces.

More so, empirical research on the explicit association of PCB 
with health outcomes is still rather limited [21]. However, breached 
obligations generally have a stronger effect on employee well-being 
when compared with fulfilled obligations [22] and thus promise to be 
more predictive of employee health. PCB is associated with reduced 
psychological well-being. It also predicts teacher burnout, as well as 
high levels of soldier burnout during missions. Guest, also agrees that 
employees health are specifically threatened by psychological contract 
breaches, and these unmet expectations are important and should 
be understood for relevant employee wellbeing. Generally speaking, 
expectations not met by organizations are also associated with burnout 
and emotional exhaustion [23] and broken promises are closely 
related to emotions of betrayal and hurt including negative emotions 
such as anger, violation, and depression. Concerning physical health 
outcomes, Clinton and Guest [24], found that unfulfilled obligations 
predict increased sickness, absenteeism and poorer general health. 

More research on physical health is currently not available. However, 
because negative psychological stress reactions due to perceived unmet 
obligations affect physical health as well, suggested that PCB is also 
likely to be connected to employee physical and mental health.

Theoretical Framework
Frustration-Aggression Theory [25] in 1939 Dollard et al, 

proposed the Frustration-Aggression Theory of violence. This theory 
derived many of its basic postulates from Freudian theory. It explains 
the process by which frustration is linked to aggression. Whenever 
something interferes with an individual's attempt to reach certain 
goals or end, he feels frustrated and frustration in turn, leads to some 
forms of aggression [25]. Aggression includes both physical and 
verbal behaviors which intend to hurt someone. It is closely related to 
increased tension and restless movements or feelings of anger that may 
lead to destructiveness and hostile attacks. People become frustrated, 
when they are unable to reach their goals, when frustrated; they tend 
to strike out at others, in ways that range from tongue lashing to overt 
violence. They consider verbs like destroy, damage, and torment, 
retaliate, hurt, humiliate, insult, threaten and intimidate as action of 
an aggressive nature. 

Aggression was thus regarded as a response to frustration, directed 
towards the infliction of injury. The injury may be mental as well as 
of physical in nature and the target of aggression may be animate or 
inanimate. In other words, aggression is the dominate response in the 
hierarchy of responses to frustration and this dominant position of 
aggression is probably the result of learning rather than of innate factor. 
Thus, the theory of Frustration-Aggression is criticized on the ground 
that aggression is not always directed to the source of frustration but 
often is directed towards some other objects i.e. displaced aggression. 
It is also criticized on the grounds that, (1) the relationship between 
frustration and aggression is not innate; that (2) a wide variety of 
responses may result from frustration and aggressions are not the 
only responses; (3) that aggression may be an adaptive response and a 
rational choice of behavior. Yet other criticisms against this theory are: 
that (i) human behavior is not an extension of animal instinctive or 
innate behavior but is the product of a complex interplay of biological 
and environmental factors. An individual's social behavior depends 
upon his social and cultural milieu; (ii) Responses to frustrations are 
learnt just like any other social behavior and what is learnt has a lot to 
do with socialization practices which themselves differ from group to 
group and society to society. 

Despite the number of criticisms flooding the frustration-aggression 
theory, there is still justifiable evidence credible enough for this research 
to be hinged on it. The evidence is: even though, following frustration, 
aggression is not always observed, it may nevertheless be there as a 
'tendency'. To put it another way, if one sticks with the assumption that 
"aggression is always a consequence of frustration", one can always find 
evidence for it if one looks long enough. A sufficiently diligent search is 
bound to uncover aggression following frustration and (one presumes) 
a frustration to which aggression can be traced.

Hypothesis
It is hypothesized as follows:

1.	 Sense of humor will have a significant and positive correlation 
on psychological well-being.

2.	 Psychological breach of contract will moderate the 
relationship between sense of humor and psychological well-being. 
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Method 
Participants 

The study sample comprised of 107 participants (44; 41.1 % males 
and 63; 58.9% females) with a mean age of 36.8 years (SD=7.88), their 
age range fell between 25-55 years with an average of 39 years. 74 
(69.2%) had university first degree, 17 (15.9%) had OND/HND/NCE, 
while 15 (15%) had postgraduate degree. On their marital status, 55 
(51.4%) were single, while 52 (48.6) were married.   

Instruments 

The short warwick-edinburgh mental well-being scale 
(SAWEMWBS): The short Warwick-Edinburgh mental well-being 
scale (SAWEMWBS) was developed to access level of mental wellbeing 
in the general population with the intention to improve mental 
wellbeing. The SAWEMWBS is a 7-item questionnaire against the 
full version of 14-item. The 7-item SAWEMWBS targets the mental 
functionality which are positively worded with like rt type response 
format from 1=None of the time, 2=Rarely, 3=Some of the time, 
4=Often, and 5=All of the time. While the internal reliability yielded 
0.83. The Psychological Contract Breach and Violation Scale (PCBVS) 
The psychological contract breach and violation scale as developed 
by Robinson and Morrison (2000) to measure psychological contract 
breach and violation among test takers. The PCBVS is a 9-item 
questionnaire with 5-point Likert format ranging from 1=Strongly 
Disagree, 2=Disagree, 3=Don’t Know, 4=Agree to 5=Strongly Agree. 

It contains items like “Almost all of the promises by my employer 
during recruitment have been kept do far” “I feel a great deal of anger 
toward my organization” “I have not received anything promised to me 
in exchange for my contributions” “I feel that my employer have come 
through in fulfilling the promises made to me when I was hired” “My 
employer has broken some of the promises to me even though I have 
upheld my side of the deal”.

The coping humor scale (CHS)

The coping humor scale is a 7-item instrument developed by 
Martin to measure the degree to which respondents make use of humor 
in coping with stressful situations. The CHS is a 4-point Likert scale 
worded 1=strongly disagree, 2=mildly disagree, 3=mildly agree, and 
4=strongly agree. All items are positively scored except question 1 and 
4 which are scored in reverse direction. It contains some items like 
“I often lose my sense of humor when am having problems” “I often 
found that my problems have been greatly reduced when I try to find 
something funny in them” “I usually find something comical to say 

when I am in tense situations” “I must admit my life would probably 
be a lot easier if I had more of sense of humor” “I have often felt that 
if I am in a situation where I have to either cry or laugh, it’s better to 
laugh”.

Design and Statistics 
The study adopted cross-sectional design and Hierarchical linear 

regression analysis was employed as the most appropriate statistical 
method.

Results
Table 1 above shows sense of humor and are related at r=1.00, 

and are positively interacted. Hence the first hypothesis tested 
which stated that “sense of humor will significantly and positively 
correlate psychological well-being” is hereby accepted. This implies 
that the presence of sense f humor will always cause the presence of 
psychological well-being (Table 1).

Table 2 above displayed that in step 2 psychological contract breach 
moderating the relationship between sense of humor and psychological 
wellbeing are related at r= 1.0, also psychological contract breach 
contributed 100% variance to the relationship between sense of humor 
and psychological wellbeing at r-square= 1.00, and adjusted r-square= 
1.00 which give account of 100% shows a fitted model. Psychological 
contract was able to moderate the relationship between sense of 
humor and psychological wellbeing at sig. F-change= .000, hence 
the hypothesis tested which stated that “psychological contract will 
significantly moderate the relationship between sense of humor and 
psychological wellbeing” is hereby accepted because sig. f-change= .000 
is below the threshold of at p< .05 (Table 2).

Discussion
The first hypothesis tested which state that sense of humor 

significantly and positively correlate with psychological well-being. 
The findings of this study is in line with previous studies, Arnie and 
Chatal [26] observed that stable affect was related to resilience and 
psychological well-being, and that a sense of humor that involves 
self-enhancing, humor, humor based on maintaining a humorous 
perspective about one’s experience, was positively related to stable 
positive affect, negative related to stable negative affect, and was 
mediated through stable affect in influencing resilience, well-being and 
distress. Thus, while a good sense of humor can lead to greater resilience 
and better psychological health. Similarly other authors observed from 
their study of humor styles and mental health status of health services 
students in vocational schools; that the high humor behavior scores 

Correlations
Sense of humor Psychological wellbeing

Sense of humor Pearson Correlation 1 1.000**

Sig. (2-tailed) .000
Sum of Squares and Cross-products 5211894.185 5834259.000
Covariance 48709.291 54525.785
N 108 108

Psychological wellbeing Pearson Correlation 1.000** 1
Sig. (2-tailed) .000
Sum of Squares and Cross-products 5834259.000 6533400.000
Covariance 54525.785 61059.813
N 108 108

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

Table 1: Shows correlation between sense of humor and psychological wellbeing.
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suggest that students are mentally healthy. 

A significant number of theoretical assertions regarding the 
contribution of humor to psychological health are based on the opinion 
that a sense of humor is an effective coping strategy regarding stress. 
The role that a sense of humor plays when coping with stress enables 
the individual in question to distance themselves from the problem 
and thus attain a different perspective of that problem in relation to 
their situation or themselves. This humorous understanding enables 
individual greater attitudinal flexibility and tolerance when faced with 
their faults and the general irrational behavior of other people. Besides 
Ganz and Jacobs [27], noted that exposing individuals to humorous 
stimuli to be been associated with enhanced moods elevated levels 
of secretory immunoglobulin-A, and vasodilation. This implies that 
engaging in humor and laughter spurs people to feel more positive, 
happy and energetic thus reducing the proclivity to depression, anxiety, 
irritability, and tension. This implies that humor tends to enhance 
positive moods and neutralize negative emotions. The sense of humor 
is crucial to mental health for it contributes to an individual’s ability 
to regulate or manage their emotions which is an important aspect of 
mental health.

The second hypothesis tested which state that psychological contract 
significantly moderate the relationship between sense of humor and 
psychological wellbeing. Essentially, psychological contracts enable 
individuals to form mental representations, or schemas about their 
working relationship. Hence, it is central framework for understanding 
various aspects of employment relationships and the impact that both 
sense of humor and psychological wellbeing. The findings of this study 
show that psychological contract significantly moderate the relationship 
between sense of humor and psychological wellbeing. A defining feature 
of psychological contracts is the belief that the agreement is mutual or 
that a common understanding exists that binds the parties involved 
in the employment relationship to a particular course of action [12]. 
Hence, if this agreement is frustrated, the outcome will be that sense 
of humor and psychological wellbeing will likely be jeopardized. On 
the contrary, Gianluca and Claudio [28] in their study highlighted that 
well-being in the workplace does not depend exclusively on external 
conditions in terms of the working and organizational environment 
within which the individual operates: so, it could be promoted not only 
from above, through actions by management, but also from below, 
influencing individual traits and behaviors.

Implication of the findings

The results of this study would be useful for developing training, 
workplace counseling, and organizational development activities 
aimed to support small groups, leaders, and other strategic players in 
the construction of the subsystems of sense of humor, psychological 
well-being, psychological contract breach in the workplace.

Limitations of the study

The research has shown that that sense of humor significantly 
and positively correlate with psychological well-being and that 
psychological contract significantly moderate the relationship between 
sense of humor and psychological wellbeing. However the result should 
be viewed within the context of the limitations posed by the method 
and sample size. 

Recommendations
It is recommended that employee should be educated to develop and 

maintain sense of humor to enable them build, sustain and keep their 
psychological well-being. Again it is recommended that employers and 
employers should seek to respect and honor the psychological contract 
so as to keep up sense of humor and psychological wellbeing in the 
work environment which in turn enhance harmonious relationship 
and productivity.

Suggestions for future studies

It is recommended that future researchers in this field of, the 
moderating role of psychological breach of contract and violation on 
the relationship between mental wellbeing and sense of humor among 
workers should include other personality traits like: neuroticism, 
conscientiousness, agreeableness, etc.

Conclusion         
This study was embarked upon to study investigate the moderating 

role of psychological breach of contract and violation on the relationship 
between mental wellbeing and sense of humor among workers of 
T-Man Nigeria LTD, Enugu state. The independent variables are of 
psychological breach of contract and violation while mental wellbeing 
and sense of humor are depended variables. The participants were 
drawn from among workers of T-Man Nigeria LTD, Enugu state. A 
total of one hundred and seven (107) participants (44; 41.1 % males and 
63; 58.9% females) participated in the study. The review of literature 
covered the areas that are relevant to the study. The self-evaluation 
questionnaire used in this study was without serious modification after 
a pilot study and tallies with the hypothesis. The findings reveal that 
there indicate that the presence of sense of humor will always increase 
the levels of psychological well-being and existence of psychological 
contract breach will always influence the relationship between sense 
of humor and psychological well-being. The findings have come from 
a particular data set, yet the present study gives a direction for the 
necessity of more integrated research in this field.

References
1.	 Lester S, Kickul J (2001) Broken promises: Equity sensitivity as a moderator 53 

between psychological contract breach and employee attitudes and behavior. J 
Business Psychol 16: 191-217.

2.	 Robinson SL, Kraatz MS, Rousseau DM (1994) Changing obligations and the 

Model Summary
Model R R Square Adjusted R 

Square
Std. Error of the 

Estimate
Change Statistics

R Square Change F Change df1 df2 Sig. F Change

1 1.000a 1.000 1.000 4.30091 1.000 176546.401 2 105 .000
2 1.000b,c 1.000 1.000 3.04669 .000 105.245 1 104 .000

a. Predictors: (Constant), psychological contract breach, sense of humor
b. Predictors: (Constant), psychological contract breach, sense of humor, moderator
c. Dependent Variable: psychological wellbeing

Table 2: Shows psychological contact breach as moderator of relationship between sense of humor and psychological wellbeing.

https://www.academia.edu/16366581/Broken_promises_Equity_sensitivity_as_a_moderator_between_psychological_contract_breach_and_employee_attitudes_and_behavior
https://www.academia.edu/16366581/Broken_promises_Equity_sensitivity_as_a_moderator_between_psychological_contract_breach_and_employee_attitudes_and_behavior
https://www.jstor.org/stable/256773


Citation: Chibuike OP, Ebuka IS, Sochukwuma EE, Philip OC, Chukwubuzo OT, et al. (2022) Relationship between Mental Wellbeing and Sense of 
Humour among Workers in the Workplace: The Moderating Role of Psychological Breach of Contract and Violation. J Addict Res Ther 13: 
482.

Page 5 of 5

Volume 13 • Issue 8 • 1000482J Addict Res Ther, an open access journal

psychological contract: A longitudinal study. Academy Manag J 47: 137-152.

3.	 Rousseau DM (1989) Psychological and implied contracts in organizations. 
Employee responsibilities rights J 2: 121-139.

4.	 Robinson SL, Rousseau DM (1994) Violating the psychological contract: Not 
the 54 exception but the norm. J organizational Behav 15: 245-259.

5.	 Rousseau DM (1995) Psychological contracts in organizations: Understanding 
written and unwritten agreements. Thousand Oaks, CA: Sage publications, 
USA.

6.	 Morrison EW, Robinson SL (1997) When employees feel betrayed: A model of 
how psychological contract violation develops. Acad Manage Rev 22: 226-256.

7.	 Robinson SL, Morrison EW (2000) The development of psychological contract 
breach and violation: A longitudinal study. J Organizational Behav 21: 525-546.

8.	 Robinson SL (1996) Trust and breach of the psychological contract. 
Administrative sci quart 41: 574-599. 

9.	 Rousseau DM (1990) New Hire Perceptions of Their Own and Their Employer’s 
Obligations. A Study of Psychological Contracts. J Organizational Behav 11: 
389-400.

10.	Freese C, Schalk R (2008) How to measure the psychological contract? A 
critical criteria-based review of measures. South African J Psychol 38: 269- 
286.

11.	Guest DE (2016) Trust and the Role of the Psychological Contract in 
Contemporary Employment Relations.  Building Trust Constructive Conflict 
Manag Org 1: 137-149. 

12.	Rousseau DM (2001) Schema, promise and mutuality: The building blocks of 
the psychological contract. J Occupational Org Psychol 74: 511-541.

13.	Turnley WH, Feldman DC (2000) Re-examining the effects of psychological 
contract violations: Unmet expectations and job dissatisfaction as mediators. 
J Org Behav 21: 25-42.

14.	Gouldner AW (1960) The norm of reciprocity: A preliminary statement. Am 
Sociol Rev 25: 161-178. 

15.	Conway N, Briner RB (2009) Fifty years of psychological contract research: 
What do we know and what are the main challenges?. Int Rev Industrial Org 
Psychol 24: 71-130. 

16.	Allahverdipour H, Karimzadeh Z, Alizadeh N, Jafarabadi MA, Javadivala Z 
(1998) Psychological well-being and happiness among Middle-aged women: A 
cross-sectional study. Health Care Women Int 42: 28-42.

17.	World Health Organization (2000) Mental Health: Stop Exclusion-Dare to Care. 
World Health Organization, USA.

18.	WHO (2005) WHO European Ministerial Conference on Mental Health: facing 
the challenges, building solutions: Stigma and Discrimination against the 
Mentally Ill in Europe.

19.	Rowling L, Martin G, Walker L (2002) Mental Health Promotion and Young 
People: Concepts and practice. Roseville, NSW: McGraw-Hill Australia.

20.	Harnois G, Gabriel P (2000) Mental health and work: impact, issues and 
good practices. Geneva: World Health Organization and International Labour 
Organization, USA.

21.	Gracia FJ, Silla I, Peiro JM, Fortes-Ferreira L (2007) The state of the 
psychological contract and its relation to employees' psychological 
health. Psychology in Spain 11: 33-41.

22.	Conway N, Guest D, Trenberth L (2011) Testing the differential effects of 
changes in psychological contract breach and fulfillment. J Vocation Behav 79: 
267-276. 

23.	Buunk BP, Schaufeli WB (1999) Reciprocity in interpersonal relationships: An 
evolutionary perspective on its importance for health and well-being. European 
Rev Social Psychol 10: 259-291. 

24.	Clinton M, Guest DE (2010) Establishing the main determinants of worker well-
being. New York: Oxford University Press, USA, pp: 185-211. 

25.	Dollard J, Miller NE, Doob LW, Mowrer OH, Sears RR (1939) Frustration and 
aggression. Yale University Press, London.

26.	Arnie C, Chatal C (2014) Sense of Humor, Stable Affect, and Psychological 
Well-Being. Europe’s Journal of Psychology 10: 464-479.

27.	Ganz FDK, Jacobs JM (2014) The effect of humor on elder mental and physical 
health. Geriatr Nurs 35: 205-211.

28.	Gianluca B, Claudio GC (2013) Well-being in the workplace through interaction 
between individual characteristics and organizational context. Int J Qual Stud 
Health Well-being 8: 1-10.

https://www.jstor.org/stable/256773
https://link.springer.com/article/10.1007/BF01384942
https://onlinelibrary.wiley.com/doi/pdf/10.1002/job.4030150306
https://onlinelibrary.wiley.com/doi/pdf/10.1002/job.4030150306
https://psycnet.apa.org/record/1995-99033-000
https://psycnet.apa.org/record/1995-99033-000
https://www.jstor.org/stable/259230
https://www.jstor.org/stable/259230
https://onlinelibrary.wiley.com/doi/10.1002/1099-1379%28200008%2921%3A5%3C525%3A%3AAID-JOB40%3E3.0.CO%3B2-T
https://onlinelibrary.wiley.com/doi/10.1002/1099-1379%28200008%2921%3A5%3C525%3A%3AAID-JOB40%3E3.0.CO%3B2-T
https://www.jstor.org/stable/2393868
https://onlinelibrary.wiley.com/doi/10.1002/job.4030110506
https://onlinelibrary.wiley.com/doi/10.1002/job.4030110506
https://journals.sagepub.com/doi/abs/10.1177/008124630803800202?journalCode=sapc
https://journals.sagepub.com/doi/abs/10.1177/008124630803800202?journalCode=sapc
https://link.springer.com/chapter/10.1007/978-3-319-31475-4_8
https://link.springer.com/chapter/10.1007/978-3-319-31475-4_8
https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1348/096317901167505
https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1348/096317901167505
https://d1wqtxts1xzle7.cloudfront.net/30925417/Gouldner_-_THE_NORM_OF_RECIPROCITY-with-cover-page-v2.pdf?Expires=1663245833&Signature=XHrx3UsFhd-~kIE7QDHESlnUM2zKBt7B~1i94uE9wTcQwjqeE~VjjHQcs13VJAlrvi-6-fGwf8cybpyp4D6iZF85teLfNqOCc0eIXnGMI4wEI7scvd~CPk6~0b7v1JEEqLF-dSJsYyh4OdKOrpASUT8pwUkvj26~QCNS1eQRXx6beIjKJWRNYGYZxD6jXeOpUlHv4eTaJU6OWF6ydobFrI1JkUXdE5gQtCfw8A722LDA9UMFgyN9VDF4G0EOUfh5Bgn00OCyz7Io5AwjX2RCueL7ADgycRq~GInmPmE5DB4Fw5Zy~8DhN7DyU7vxKM9BHg2cWeOegWiBZ8fMkv13iA__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://onlinelibrary.wiley.com/doi/10.1002/9780470745267.ch3
https://onlinelibrary.wiley.com/doi/10.1002/9780470745267.ch3
https://www.tandfonline.com/doi/abs/10.1080/07399332.2019.1703990?journalCode=uhcw20
https://www.tandfonline.com/doi/abs/10.1080/07399332.2019.1703990?journalCode=uhcw20
https://www.nirujahealthtech.com/mental-health-stop-exclusion-dare-to-care/
http://www.euro.who.int/document/MNH/ebrief10.pdf
http://www.euro.who.int/document/MNH/ebrief10.pdf
http://www.euro.who.int/document/MNH/ebrief10.pdf
https://espace.library.uq.edu.au/view/UQ:202436
https://espace.library.uq.edu.au/view/UQ:202436
https://apps.who.int/iris/handle/10665/42346
https://apps.who.int/iris/handle/10665/42346
https://d1wqtxts1xzle7.cloudfront.net/47364355/The_state_of_the_psychological_contract_20160719-724-119ldgj-libre.pdf?1468974270=&response-content-disposition=inline%3B+filename%3DThe_state_of_the_psychological_contract.pdf&Expires=1663331936&Signature=Wn2aKsxc-x-2MuzQI5Ada~LMovbnBYVMNHJwL9n67dbSiPoqELLuVjQ-aKchw9bOldna9PSKi7VxUgIR2UnmldFpYHBipf2Fn7TxEkUIGTMp8jP4iTbl6MM5Os-bc9iqygVVGDKiMRLEzervl7r3J4NXHHjSddYsGSqjooV750fmIuSEF1-nIZPAv42jlylVm~CGipN~ykYXzE2XbtdVLo2LxHMx8RME18SdOET9sKIz2cZkKEi52VYx4lHyK5W3GqM3e7ThkUBKFcn~whR2ZBRbAmGuvT9Aa8A8pw4IWbBpzUrdria4740o9BP78IFL0~35yF4WzDXdfhPvAgqJZg__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/47364355/The_state_of_the_psychological_contract_20160719-724-119ldgj-libre.pdf?1468974270=&response-content-disposition=inline%3B+filename%3DThe_state_of_the_psychological_contract.pdf&Expires=1663331936&Signature=Wn2aKsxc-x-2MuzQI5Ada~LMovbnBYVMNHJwL9n67dbSiPoqELLuVjQ-aKchw9bOldna9PSKi7VxUgIR2UnmldFpYHBipf2Fn7TxEkUIGTMp8jP4iTbl6MM5Os-bc9iqygVVGDKiMRLEzervl7r3J4NXHHjSddYsGSqjooV750fmIuSEF1-nIZPAv42jlylVm~CGipN~ykYXzE2XbtdVLo2LxHMx8RME18SdOET9sKIz2cZkKEi52VYx4lHyK5W3GqM3e7ThkUBKFcn~whR2ZBRbAmGuvT9Aa8A8pw4IWbBpzUrdria4740o9BP78IFL0~35yF4WzDXdfhPvAgqJZg__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/47364355/The_state_of_the_psychological_contract_20160719-724-119ldgj-libre.pdf?1468974270=&response-content-disposition=inline%3B+filename%3DThe_state_of_the_psychological_contract.pdf&Expires=1663331936&Signature=Wn2aKsxc-x-2MuzQI5Ada~LMovbnBYVMNHJwL9n67dbSiPoqELLuVjQ-aKchw9bOldna9PSKi7VxUgIR2UnmldFpYHBipf2Fn7TxEkUIGTMp8jP4iTbl6MM5Os-bc9iqygVVGDKiMRLEzervl7r3J4NXHHjSddYsGSqjooV750fmIuSEF1-nIZPAv42jlylVm~CGipN~ykYXzE2XbtdVLo2LxHMx8RME18SdOET9sKIz2cZkKEi52VYx4lHyK5W3GqM3e7ThkUBKFcn~whR2ZBRbAmGuvT9Aa8A8pw4IWbBpzUrdria4740o9BP78IFL0~35yF4WzDXdfhPvAgqJZg__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://www.sciencedirect.com/science/article/abs/pii/S0001879111000054
https://www.sciencedirect.com/science/article/abs/pii/S0001879111000054
https://www.tandfonline.com/doi/abs/10.1080/14792779943000080
https://www.tandfonline.com/doi/abs/10.1080/14792779943000080
https://www.researchgate.net/publication/290835835_Establishing_the_Main_Determinants_of_Worker_Well-Being
https://www.researchgate.net/publication/290835835_Establishing_the_Main_Determinants_of_Worker_Well-Being
http://ir.lucknowdigitallibrary.com:8080/xmlui/bitstream/handle/123456789/10059/53198.pdf?sequence=1
http://ir.lucknowdigitallibrary.com:8080/xmlui/bitstream/handle/123456789/10059/53198.pdf?sequence=1
https://www.psycharchives.org/bitstream/20.500.12034/903/1/ejop.v10i3.746.pdf
https://www.psycharchives.org/bitstream/20.500.12034/903/1/ejop.v10i3.746.pdf
https://www.sciencedirect.com/science/article/abs/pii/S0197457214000469?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0197457214000469?via%3Dihub
https://www.tandfonline.com/doi/full/10.3402/qhw.v8i0.19823
https://www.tandfonline.com/doi/full/10.3402/qhw.v8i0.19823

	Title
	Corresponding authors
	Abstract 

