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ABSTRACT

THE INVESTIGATION OF RELATIONSHIP BETWEEN PERCEIVED
PSYCHOLOGICAL CONTRACT BREACHES AND ORGANIZATIONAL
SILENCE: THE CASE OF KiLiS STATE HOSPITAL

BALIKCI, Orhan
Master Thesis, Department of Business Administration
Supervisor: Asst. Prof. Dr. Ozlem YASAR UGURLU
December 2017, 66 pages

Psychological contract is an important phenomenon. It comprises of mutual
expectations and promises between employee and employer. When these promises and
expectations are not met, it can affect badly employees' behavior such as low
performance and motivation, intent to leave the job or silence in the workplace. On the
other hand, organizational silence plays a decisive role in the point of being participant
in the organization. This study’s aim is to investigate the relationship between
perceived psychological contract breaches and organizational silence. A survey is
conducted to the health workers in the Kilis State Hospital. 300 doctors and nurses
participated in the study. The result showed that there is not any statistical difference
between demographic characteristics and perceived psychological contract breaches,
but it detected relationship between age, marital status, education level, profession and
organizational silence. When the relationship between two variables is examined,
perceived psychological contract breaches have effect on organizational silence.

Key words: psychological contract, organizational silence, violation, breach, health
workers



i

OZET

PSIKOLOJIiK SOZLESME IHLALLERI ILE ORGUTSEL SESSIZLiK
ARASINDAKI ILISKININ INCELENMESI: KiLiS DEVLET
HASTANESI ORNEGI

BALIKCI, Orhan
Yiiksek Lisans Tezi, Ingilizce Isletme ABD
Tez Danismani: Yrd. Dog. Dr. Ozlem YASAR UGURLU
Aralik 2017, 66 sayfa

Psikolojik sdzlesme orgiitlerde onemli bir fenomendir. Isveren ile is géren
arasindaki karsilikli sézler ve beklentilerden olusur. Bu sézler ve beklentiler
karsilanmadigr zaman diisiik performans ve motivasyon, isten ayrilma niyeti veya
calisma ortaminda sessizlik gibi calisan davranislarini olumsuz etkiler. Orgiitsel
sessizlik ise orgiitiin ¢alisanlarinin katilime1 olmasi noktasinda belirleyici rol oynar.
Bu arastirmanin amaci bu iki degisken arasinda pozitif yonlii bir iligki olup olmadigin
test etmektir. Kilis Devlet Hastanesi’nde gorev yapan saglik ¢alisanlarma anket
uygulanmustir. Sonuglar gostermistir ki algilanmis psikolojik s6zlesme ihlalleri ile
demografik bilgiler arasinda iliski yoktur fakat yas, medeni durum, egitim seviyesi,
meslek ile drgiitsel sessizlik arasinda iligkiler tespit edilmistir. Iki boyut arasindaki
iligki incelediginde ise algilanmis psikolojik sdzlesme ihlallerinin orgiitsel sessizlik
tizerinde etkiye sahip oldugu belirlenmistir.

Anahtar kelimeler: psikolojik sozlesme, orgiitsel sessizlik, ihlal, saglik ¢calisanlari
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FIRST PART
INTRODUCTION

1.1 Introduction

Organizations are becoming increasingly complex due to the human factor.
One of the most recent concepts that cause this complexity is the psychological
contract which is one of the variables of this thesis study. It is a non-written dynamic
contract and it consists of mutual promises, expectations between employee and
employer. Generally, this contract not have sharp boundaries. It is different from the
written contract and is continuously renewed and monitored by the parties. Even if the
psychological contract is based on the perception of the employee, the parties of the
contract mutually expect to be fulfilled by those committed to them.

Organizational silence, one of the variables of this thesis study, has recently
become a subject of research into organizational behaviour. Articles published about
organizational silence tried to reveal what the problem was, how it emerged and how
to solve it. Establishing a climate in which ideas and thoughts can be expressed within
the organization enhances organizational performance. If organizational silence is not
hindered, it can turn into a big obstacle against organizational change (Morrison,
Milliken, 2000, p. 707). Sharing employees' ideas, opinions and information helps
increase organizational performance.

The psychological contract breaches cause employees to give negative
organizational outputs. Psychological contracts have include the reciprocal
relationships consisting of rights, responsibilities, promises and obligations. When
employees are not satisfied with their jobs, their organizational commitments decrease
and they may intend to leave the organization. the sense of belonging to the workplace
and the desire to work will be reduced and it will not be an endeavor to add an extra
surplus beyond its mandatory tasks. When viewed from this aspect, it is thought that
perceived psychological contract breaches lead to organizational silence and this study

has been done from this point. As far as the literature is searched, it was not found any
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paper that examined perceived phycological contract breaches and organizational
silence together. In this sense, this thesis study may contribute to the literature.

This study’s aim is to investigate the relationship between perceived
psychological contract breaches and organizational silence. It is assumed that positive
perceptions have positive effects and negative perceptions are expected to cause
negative effects. the harmony and commitment between the individual and the
organization probably affects the psychological contract positively. Otherwise,
organizational silence will be negatively affected, and psychological contract breach
perception will be high. It is investigated by two scales composed of 25 questions on
Likert scales according to age, profession, marital status, etc.

300 nurses and doctors working at Kilis State Hospital participated in the
study. In terms of their demographic characteristics, perceived psychological contract
breaches and organizational silence was examinated. It is investigated by two scales
composed of 25 questions on Likert scales according to age, profession, marital status,
etc. The relationship between perceived psychological contract breaches and
organizational silence and the direction of the relationship were revealed through the
analysis of regression and correlation.

The first part of the work consisting of three parts is the introduction, in this
section contains information on the importance, purpose, scope, method and plan of
study.

The second part of the study comprises of the literature review. In the second
part, the definition of the psychological contract, buildings of psychological contract,
factors leading to psychological contract, responses to breach and violation, types of
psychological contract, theories on which the psychological contract is based is tried
to explain. At the same time, this part includes definition of silence, forms of
organizational silence, causes of silence and basic theories related with silence.

In the third part, research methodology was expressed. In this part,
importance of the study, model of study, measures, hypotheses, methods of data
analysis, finding is mentioned. Finally, the findings are interpreted and suggestions are

made.



SECOND PART
LITERATURE REVIEW

2.1 Psychological Contract

2.1.1 Definition of the Term Psychological Contract

Farnsworth refers contract as a group of verbal or written promises made, by
the one party to the other party in a reciprocal relationship (as cited in Sandra L.
Robinson & Rousseau, 1994, p. 245). Contracts are basement in organizations to create
consensus between two sides to contract such as employee and employer (Rousseau &
Parks, 1992, p.2). The Turkish Language Association defines contract as mutual and
consentaneous declaration of intent by two or more people or organizations to have
legal effects (Biiytik Tiirk¢e Sozliik, 2015).

The seeds of change are taking root in organizations and new psychological
contracts are developing between organizations and their members. The traditional
contract that existed between the organization and the employee is no longer valid
(Sims, 1994, p. 374).

“Note that these are beliefs or perceptions regarding promises and acceptance.
Each party believes that both parties have made promises and that both parties have
accepted the same contract terms. However, this does not necessarily mean that both
parties share a common understanding of all contract terms. Each party only believes
that they share the same interpretation of the contract” (Robinson & Rousseau, 1994,
p 246).

There are different definitions made by researchers and each researcher
proposes distinct perspective. The psychological contract is generally defined as
explicit and implicit promises between employer and employee and beliefs about
employment relationship between them (Rousseau & Tijoriwala, 1998, p. 679). The
term “Psychological Contract” is firstly used by Chris Argyris. He observed the

relationship between employees and a foreman, then he called this relationship as a



psychological work contract (Taylor & Tekleab, 2004, p. 254). After Chris Argyris,
some researchers developed new definitions. Levinson et al. state psychological
contract emerges from expectations regarding employment relationship in implicit and
unspoken ways (Levinson et al, 1962, p. 27). Schein puts forth a definition, refers to it
as the interaction between two sides in waiting with psychological dynamics (Taylor
& Tekleab, 2004, p. 255). Like Levinson’s definition, Schein defines it as “a group of
unwritten reciprocal expectations between an individual and an organization” (Guest,
1998). Kotter defines the psychological contract as an implicit contract between an
individual and his organization which specifies what people expect to give and receive
from each other in their relationship (Kotter, 1973). “In a psychological contract,
consistency between what is promised (or understood) and what is received is an issue”
(Rousseau, 1989).

According to Rousseau (1995), “Psychological contract is individual beliefs,
shaped by the organization regarding terms of an exchange agreement between
individuals and their organization” (as cited in Bekaroglu, 2011). In the other
definition, it was said that “the perception of both parties to the employment
relationship, organisation and individual, of the reciprocal promises and obligations
implied in that relationship” (Guest & Conway, 2002, p. 22).

Psychological contract depends on employment agreement between
employee and employer. Gaps in the written agreement give rise to psychological
contract and psychological contract can have much more impact than written
agreement on the employment relationship.

Rousseau noted that “the term psychological contract refers to an individual's
beliefs regarding the terms and conditions of a reciprocal exchange agreement between
that focal person and another party. Key issues here include the belief that a promise
has been made and a consideration offered in exchange for it, binding the parties to
some set of reciprocal obligations” (Rousseau, 1989, p. 123).

Belief regarding reciprocity relationship is able to be herald to the
development of a psychological contract (Rousseau, 1989, p. 124). These beliefs or
perceptions is comprised of promises and acceptance (Robinson & Rousseau, 1994, p.
246).

Psychological contracts are nominative, each part of the contract looks to
psychological contract on his/her own perspective. Although these beliefs lead to the

birth of the contract, parties do not need to agree on the terms (Robinson & Rousseau,



1994, p. 246). “Cognitive limits and different frames of reference make it impossible
to focus on every element in such a complex social interaction” (Farnsworth, 1982).
“Cognitive limits affect the matters addressed in overt promises, and frames of
reference affect their interpretation.” (Rousseau, 1989, p. 212).

Rousseau (1989) expressed that existence of a psychological contract depends
on the employee's experience. Individuals can perceive psychological contracts,
organizations cannot. She said that “though their individual managers can themselves
personally perceive a psychological contract with employees and respond
accordingly” (Rousseau, 1989, p. 126).

Robinson and Rousseau referred it as the perceived mutual obligations that
characterize the employee’s relationship with his/her employer. According to the
psychological contract, unlike expectations, entails a belief in what the employer is
obliged to provide, based on perceived promises of reciprocal exchange (Robinson &

Rousseau, 1994).

2.1.2 Building Psychological Contract

The building process of a psychological contract depends on sides’ comments
in their mind about events within an organization (Coyle-Shapiro & Kessler, 2000).
This process starts with the beginning of the employment relationship such as job
change, recruitment or organizational development (Rousseau & Parks, 1992). If
employee and employer have belief regarding obligation of reciprocal relationship, it
can be said that psychological contract occurs (Rousseau, 1989, p. 124). However, this
belief is one-sided and does not bind the opponent side. Some components such as
overt promises strengthen this belief according to Rousseau (1998). Along with the
promises, organizational policy builds trust between two sides. The deeper relationship

each side has, the more they trust each other. The process is shown in Figure 2.1.
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Figure 2.1: Development of an Individual’s Psychological Contract (Rousseau, 1989)

Rousseau (1995) mentions a schema existed in individual’s mind. Contract
sides build it on promises, acceptances, reliance. These concepts have subjective
meanings and depend on individual’s perspective. Likewise, these concepts comprise
a schema in the individual’ mind. The individual behaves according to that schema
and tries to live up to expectations.

Rousseau (1995) put forward a model describing process of psychological
contract formation. This process starts with message framing. After that, it continues
with encoding of the message by individual. In the other words, the individual
construes the message and decodes it.

According to that model, some factors effect this process. Rousseau (1995)

divides these factors into two as organization-related and individual-related factors.

2.1.2.1 Organization-Related Factors
In the Rousseau’s differentiation, organization-related factors are named as
external factors. They consist of messages and social cues (Maguire, 2003).
Messages contain employer’s and employee’s promises, comments about the
organization, expectations, experiences, etc. Managers and employers forward their
intentions via messages and these messages include commitments. There are different
models of commitments in organizations. The following behavioural events convey
individual’s commitments and promises;
e Overt statements,
e Observation,
¢ Expression of organizational policy,

e Social constructions.



Social cues are knowledge which is provided by managers and employers.
They include information provided by co-workers or companions. Such information
has strong influence on the process of contract creation. They consist of in-house
standards and practices. Individual’s perception is shaped through that information.
Companion or co-worker unofficially sends messages which carry tips about the
organization. On the other hand, the information individuals get from co-workers and
how he/she comments it effect the contract more than the messages they send

(Rousseau, 1995).
2.1.2.2 Individual Factors

Encoding the messages is a process in which the individual interprets events
in organizations as promises. Rousseau (1995) stated that interpreting a message as a
promise depends on whether the employee receives and recognizes the message. At
that point, the individual sending the message should have certain properties as the
following;

e Having the power and authority to make promise,

e Operating in context where promise making is deemed appropriate,

e Behaving in ways consistent with the commitment made (Rousseau,
1995)

Individual predispositions are the other external factors effecting the contract.
Individual's character plays role in commenting the terms of contract. It includes two
components: cognitive biases and career motives. Cognitive biases are a factor, which
are related to personality traits. Most people have positive thoughts about their skills,
they think their abilities are above average while they ignore negative sides of their
personality. The other factor is career motives and what a person expects from his job.
They effect how long a person will work in an organization, what he/she will gives in
return for what he/she receives (Bekaroglu, 2011, p. 21).

Decoding reflects a person’s ideas on how to behave to meet promises. They
shows their loyalty to the contract with their behaviors. For example working hard to

get promotion (Rousseau, 1995, p. 57).

2.1.3 Violation and Breach of Psychological Contract
Psychological contract, as it has been mentioned before, consists of

individual’s beliefs and promises regarding relationship between two sides. If the



beliefs and promises are broken by one side and the opponent side perceives this
situation, then the side whose beliefs is broken show reaction in implicit or explicit
ways. It depends on the extent to which the individual senses the broken promises of
his/her organization.. Broken promises made the employee anger and demolish trust
between them (Robinson & Rousseau, 1994, p. 247).

The problem here is that equilibrating between what employee promises and
what he/she receives in return (Rousseau, 1989, p. 126). Perceived breach refers to
understanding that situation which an individual’s organization fails to fulfil the
promise given within the scope of psychological contract although the individual
makes contribution as he/she promises. For this reason, whether this situation causes
to violation bases on individual’s meaning of the breach in his/her mind (Morrison et
al, 1997, p. 231).

Perceiving breach is a subjective aspect. It literally depends on the meaning
of breach in the individual’s mind. Although sometimes perceived breach is a result of
true contract breach, sometimes it is not. In fact, there may not be a real breach;
however, the employee assumes that the given promises are not fulfilled. Not giving
clear promises by employers increases the gravity of this situation (Robinson &
Morrison, 2000, p. 526).

Several researchers have argued the conceptualization of psychological
contract violation but it remains ambiguous still. If one side of the contract perceives
that another failed to complete a promise, it can be said that is violation (Robinson &
Rousseau, 1994, p. 247). Rousseau (1989) states that “Violating a psychological
contract is failure of organizations or other parties to respond to an employee's
contribution in ways the individual believes they are obligated to do so”. Violation is
much more than perceiving a breach of contract. Its basement is mental accounting in
which the individual thinks what he/she receives in return of given promises. Violation
1s an emotional reaction and it is a result of this interpretation process (Morrison et al.,
1997, p. 230). Unfulfilled promises make individuals angry and it leads to distrust
between two sides of the contract, so violations take in problems regarding distributive
fairness, desired outcomes, perceptions of inequity (Robinson & Rousseau, 1994, p.
247).

To better understand the term violation, distinction between violation and
perceived breach should be made (Morrison et al, 1997, p. 230). Interpretation process

in individual’s mind balances the tie between perceived breach and violation. Through



this process, individual thinks about what causes the breach and double-checks the
social contract with her/his organization (Morrison et al., 1997, p. 233). Morrison et
al. (1997) developed a model to detail this interpretation process which includes
reneging and incongruence. It is presented below.
2.1.4 Model of Violation and Breach

Morrison and Robinson (1997) put forward a model showing conditions that
lead to perceived breach and violation. The model is demonstrated in Figure 2.2. In
the model, perceived breach is referred as a cognitive assessment of contract fulfilment
that is depends on comparing what the promise given is and what the employee
receives in fact. They define violation as a mood state which employee feels in case of
breach of contract.

According to this model, two situations cause violation; the first one is
reneging, the second one is incongruence. All violations depends on either

incongruence or reneging (Morrison et al., 1997, p. 233).

Int2rpratation
Process

Reneging

Perceived

ey Violation

Contract Breach

Incorgrence

Figure 2.2: Model of Violation and Breach (Robinson & Morrison, 2000)

Reneging: It means that employee or agent of organization consciously fails
to carry out promises because of inability or unwillingness (Morrison et al., 1997, p.
233). Changing the things such as environmental factors, organizational structures etc.
do not let employee fulfil promises given, or, the situation is available to fulfil

promises but the agent does not keep promises anymore.
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Incongruence: refers to a situation in which the employee and employer
ascribe a different meaning to a promise. In other words, each side of contract does
not understand the same meaning from a promise (Morrison et al., 1997, p. 235). Due
to incongruence, an employer may not realize that he fails to fulfil obligations of
contract. It can be incongruence in case a promise is given by one side, or it can occur
while psychological contract develops between two sides (Robinson & Morrison,
2000, p. 529). Even at the beginning of the employment relationship, employee
misunderstands a promise given during recruitment (Robinson & Morrison, 2000, p.
528). Communication plays an important role to reduce misunderstanding terms in the
psychological contract between two sides (Robinson, Kraatz, & Rousseau, 1994, p.
530)

In addition to these two factors, there is a third factor named as vigilance. It
is a process in which individuals seek for a sign about contract breach. Vigilant
individual looks sharp and straights off contract breach but it can be rooted in true
breach or ambuity case (Robinson & Morrison, 2000, p. 527-530).

“Thus, breaches of relational obligations are likely to have much stronger

effects than breaches of transactional obligations” (Robinson et al., 1994).

2.1.5 Responses to Breach and Violation
Hirschman (1970) developed a groundwork to grasp responses to breach and
violation. The groundwork points out that individual shows reaction in the following
ways:
e Increased voice
e Increased exit
e Decreased loyalty
e Increased neglect
When the individual feels breach or violation of the contract terms, it leads to
make the unsatisfied individual. At that point, unsatisfied individual starts to look for
solution path or wants to get rid of that situation. At that time, studies show that the
individuals generally behave responsively such as exit, voice, loyalty and neglect
(Withey & Cooper, 1989, p. 522).
Voice is described generally as a respond to breach and violation by

individuals who likely resist against changes in their organization, it is a classified as
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active and constructive (Rousseau, 1995, p. 147; Rusbult et al., 1988, p. 601).
Similarly, individuals increase their voices to refuse inequity in their organization
(Turnley & Feldman, 1999, p. 900). Voice is descriptive of a situation in which
individual actively and constructively tries to improve conditions or to solve a problem
by talking with high workers or supervisors (Rusbult et al., 1988, p. 601). The
individual thinks that the cost of other alternatives such as exit is high and feels
attached to his/her organizations, he/she prefers to increase his/her voice (Withey &
Cooper, 1989, p. 525).

Exit is positively related to the breach and violations of psychological
contract. That means that it causes increase of turnover. If the individual encounters
one of these problems, he/she re-examines his/her ties between the organization, can
likely lose loyalty to the organization, at the end, he/she wants to leave the organization
by quitting, transferring, looking for a different job (Rusbult et al., 1988, p. 601;
Turnley & Feldman, 1999, p. 899; Withey & Cooper, 1989, p. 525).

Loyalty is another alternative response to the violation and reach. It negatively
effects the loyalty of an employee. Individuals who has strong ties with their
organizations prefer to stay in the organization than to exit or look for another job in
case of violation and reach. They unwillingly work and do not perform more than
expected (Turnley & Feldman, 1999, p. 900; Withey & Cooper, 1989, p. 525). The
individual passively and optimistically stays in the organization, waits for
improvement, and hopes so. In the literature, it classifies as passive and constructive
behaviour (Rusbult et al, 1988, p. 601).

Neglect is a respond to the violation and it is classifed as destructive and
passive behaviour. When the costs of other alternatives are high, organizational
commitment is low and alternative jobs are available, the individual give his/her
interest to non-business issues during working hours, reduce efforts for the
organization, etc (Rusbult et al., 1988, p. 601; Withey & Cooper, 1989, p. 525). That
individual can even foster other individuals to putting less effort into their works

(Turnley & Feldman, 1999, p. 901).

2.1.6 Types of Psychological Contract
Organizational psychological contract can occur in countless forms. Its form
depends on relationships between parties of contract. This situation derives from the

nature of psychological contracts. Although psychological contracts have common
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features, they can have specific terms depending on relation between two sides. These
terms can hardly be categorized (Rousseau, 2004, p. 122). Rossueau (1995) has
generally focused on three types of psychological contract; transactional, relational
and balanced contracts.

Contractual continuum is important as to decide the types of psychological
contract between two sides of the contract (Macneil, 1985). The degree of specificity,
flexibility, scope of terms in the psychological contract effect on the ends of
contractual continuum. According to the ends of contractual continuum, they can be
categorized as transactional and relational contracts (Rousseau & Wade-Benzoni,
1994).

Rousseau (1995) take contract’s focus, inclusion, time frame, formalization,
stability, scope and tangibility in consideration while making a distinction types of
psychological contract.
2.1.6.1 Transactional contracts

Transactional contracts consist of narrow duties and limited or short-term
length. When the contract conditions change or being failed to fulfill its terms,
employees who have with transactional contracts with their organizations are inclined
to look for employment in another place. These employees’ duties are less critical in
terms of their organizations’ comparative advantage (Rousseau, 2004, p. 122).
Transactional contracts generally include financial inducements and traditionally
involve more formal methods of communication. Relational contracts generally are
related with non-monetary inducements and involve less formal methods of

communication (Barnhill, 2011, p. 40).

Rousseau (1995) stated typical transactional contract terms as below:

e Specific economic conditions (e.g., wage rate) as primary incentive

e Limited personal involvement in the job (e.g., working relatively few
hours/low emotional investment)

e C(Closed-ended time frame (e.g., seasonal employment, 2 to 3 years on the job
at most)

o Commitments limited to well-specified conditions (e.g., union contract)

e Little flexibility (change requires renegotiation of contract) Use of existing

skills (no development)
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e Unambiguous terms readily understood by outsiders

2.1.6.2 Relational contracts
Relational contracts comprise of such terms as fidelity and stability. Workers
who have relational contract with their employers are much more willing to work on
overtime, whether or not their organization pays in turn. There is also a high possibility
that these workers feel upset if their employer violates the contract. But the
commitment derived from terms in the contract forces workers to continue the
relationship in organization (Rousseau, 2004, p. 122).
Rousseau (1995) points out the terms of relational contracts as follows:
¢ Emotional involvement as well as economic exchange (e.g., personal support,
concern for family well-being)
e Whole person relations (e.g., growth, development)
e Open-ended time frames (i.e., indefinitely)
e Both written and unwritten terms (e.g., some terms emerge over time)
e Dynamic and subject to change during the life of the contract Pervasive
conditions (e.g., affects personal and family life)
e Subjective and implicitly understood (i.e., conditions difficult for third party to

understand)

2.1.6.3 Balanced contracts

Balanced contracts are also named as hybrid. It is between the transactional
and relational psychological contracts, so it includes both relational and transitional
terms such as the open-ended time frame, mutual concern of relational agreements
from relational contracts and the performance demands, renegotiation of transactional
contracts. The important feature of balanced contracts is that two side of contract share

out the risk between two side of contract (Rousseau, 2004, p. 122).

2.1.7 Theories Linking with Psychological Contract

When trying to understand the term psychological contract, it should be
investigated the fundamental theories linking with psychological contract. These
theories are Reciprocity Theory, Equity Theory, Expectancy Theory and Social
Exchange Theory.



14

2.1.7.1 Reciprocity Theory

According to that theory, an individual acts positively towards someone in
exchange of a favour. Reciprocity theory is universal but it depends on conditions of
the situation, characters of individuals and value that people give to result of the

situation (Gouldner, 1960, p. 161-178).

2.1.7.2 Equity Theory

Equity theory was developed by Adams (1969). That theory signs that
individual seeks equity between inputs he/she gives to organization and output he/she
gets from organization. Job satisfaction hinge depends on balance between the inputs
and the outputs. Individuals examine how fair that balance is. That theory signs that
individual seeks equity between inputs he/she gives to organization and output he/she
gets from organization. Job satisfaction depends on balance between the inputs and the
outputs. Individuals examine how fair that balance is. In addition, they compare their
balance between their co-workers’ balance (Adams, 1969, p. 269-300). At that point,
Equity Theory underlies the concept of psychological contract. When an individual
feels or thinks that the input and output are not equal, that means his/her his

psychological contract is violated.

2.1.7.3 Expectancy Theory

Expectancy theory developed by Vroom (1964) stated that an individual
always behaves rational to reach maximum gain and minimum pain. The individual
chooses conscious choices among alternatives. That process is affected by factors such
as: valence, expectancy and instrumentality. Valence is the individual’s emotional
orientation to the result. Expectancy is belief that if the individual tries, he/she can
reach desired result. Instrumentality is the perception of individual about whether

he/she will actually get what he/she desires (Vroom, 1964).

2.1.7.4 Social Exchange Theory

Counterparties join part to exchange relationship in return for intangible
awards like respect, honor, etc. according to Social Exchange Theory. In such a
relationship, there is no guarantee that the counterparties will get the awards. There is

only a guarantee that there is interdependence between the counterparties. That is an
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important point unless it is not a reciprocal relationship between them, that relationship
cannot be defined as social exchange. Social Exchange Theory has the following three
principles: “a cost/benefit analysis of intangibles, the need to believe in the intentions
of the other party, and the social message a social exchange conveys” (Gefen &

Ridings, 2002, p. 51).

2.2 Organizational Silence

2.2.1 Definition of Silence
Morrison and Milliken (2000) coined the term silence in management
literature. That paper was the first using the term silence. They use that term to describe
collective-level silence of employee. Then, Pinder and Harlos (2001) defined
employee silence in their paper as “the withholding of any form of genuine expression
about the individual's behavioural, cognitive and/or affective evaluations of his or her
organizational circumstances to persons who are perceived to be capable of effecting
change or redress” (p. 334). Employee silence is to withhold thoughts in an individual
level. On the other hand, organizational silence is collective level silence. Also, Bowen
and Blackmon (2003) put silence in opposite of voice.
According to Pinder and Harlos, the silence has following five functions:
e It both makes individuals together and keeps them away from each
other.
e [t both improves relationships between individuals and can harm the
relationships.
e [t both provides information and hides information.
e [t can sign out deep thought structure in organization. In addition, it
can be an indication of poverty of ideas of individuals.

e Lastly, the silence can be mark of adoption or refusal by individuals.

2.2.2 Forms of Silence

In management literature, three forms silence are mentioned. These are
explained in the next sections.
2.2.2.1 Acquiescent Silence

When individuals do not actively contact with colleagues in organization, we

cannot describe this as silence. The only absence of voice is not characterised as
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silence. Conceptualization of silence is limited with situation in which individual has
relevant feelings, thoughts, opinions and he/she does not prefer to share them with co-
workers. This is so important that individual has relevant ideas and hires or do not put
them into words (Dyne et al., 2003, p. 1367).

Acquiescent Silence includes disjoint behaviours and is classified as passive
behaviour. Individuals silently accepts the situation they are in and do not attempt to
change that situation. Because they does not believe they can change things (Dyne et

al., 2003, p. 1367).
2.2.2.2 Defensive Silence

It is defined in management literature as deliberate omission (Pinder &
Harlos, 2001). Individual withholds relevant ideas, information, or opinions to protect
themselves from external threats. When compared to Acquiescent Silence, it is more
proactive and conscious behaviour. While acquiescence is passive acceptance,
defensive silence is based on fear of receiving bad response from co-worker. Thus,

individual takes into all risks and alternatives before behaving so (Dyne et al., 2003,

p. 1367).

2.2.2.3 Prosocial Silence

In this kind of silence, individuals hide related ideas, opinions, feelings or
remains silent to be useful to other people and organization. The most important
difference of prosocial silence from other silence is that individuals’ behave in that
way to protect other people instead of oneself. It is a conscious decision and includes
all possible consequences of alternatives like defensive (Dyne et al., 2003, p. 1368).
Dyne (2003) stated that although the three forms of silence assume the employee is
intentionally withholding relevant ideas, information, and opinions and although the
three forms of silence provide the same behavioural indicators (no speech acts), these
behaviours can be differentiated based on the extent to which employee motive is more
or less passive versus proactive and the extent that proactive behaviour is primarily
self-protective versus other-oriented. Table 2.1 shows types of silence and examples

of them.
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Table 2.1: Examples Of Specific Types Of Silence (Dyne et al., 2003: p. 1363)

Type of Behaviour EMPLOYEE SILENCE
Employee Intentionally ~ withholding work-related
ideas, information, and opinion
Employee Motive

Disengaged Behaviour
Based on Resignation
Feeling wunable to
make a difference

ACQUIESCENT SILENCE

Examples:

Withholding ideas based on resignation

Keeping opinions to self-due to low self-
efficacy to make a difference

Self-Protective
Behaviour
Based on Fear
Feeling afraid and
personally at risk

DEFENSIVE SILENCE
Examples:
Withholding
based on fear
Omitting facts to protect the self

information on problems

Other-Oriented
Behaviour
Based on Cooperation
Feeling cooperative
and altruistic

PROSOCIAL SILENCE
Examples:
Withholding  confidential  information

based on cooperation
Protecting proprietary knowledge to benefit
the organization

2.2.3 Causes of Silence in Organizations

There are many reasons of organizational and employee silence. Cakict

(2010) collects reasons under two headings as fear and the perceived risk factors and

contextual factors (as cited in Eriguc et al, 2014, p. 132). Table 2.2 demonstrates

causes of silence in organizations. Fear and the perceived risk factors include fear of

being seen or labelled as a negative person, fear of relationship damage, fear of revenge

or punishment, fear of isolation, fear of negatively affecting the others. Contextual

factors consist of individual factors, organizational factors, administrative factors.
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Table 2.2: Causes of Silence in Organizations (Cakici, 2010; as cited in Eriguc et al,

2014, p. 133)

Fear and the perceived risk

factors

Contextual factors

Fear of being seen or labelled
as a negative person

(e.g. complainer, trouble maker,
intriguer, cry-baby, source of trouble)

Individual factors

(e.g. lack of experience, low position,
being external locus of control, low self-
esteem, high
communication, high level of self-adaptation)

level of concerns for

Fear of relationship damage

(e.g. disliked by  the
administrators, loss of recognition and
support, loss of respect and image)

Organizational factors

(e.g. the culture of injustice, deaf-ear

syndrome, silence climate, hierarchical

structure)

Fear of revenge or punishment

(e.g. loss of employment, lack
of promotion, change of work location or
position, fear of increasing work load,

Administrative factors

(e.g. administrators do not support
the culture of open talking, they are not open to
different and new opinions, distant relations,

reprisals) mistrust towards the administrator, being
unable to reach the administrator, tacit beliefs
of the administrators, fear for

feedback)

negative

Fear of isolation

(e.g.to be accused of inadaptability,
los of respect, confidence and feeling of attachment)

Fear of negatively affecting the others

(e.g. avoidance of making someone ashamed or
upset or causing problems for someone)

In their study, Morrison and Milliken (2000, p. 708,709) suggest structures
and practices leading to organizational silence via a schema. In their paper,
organizational silence is predicated on two reasons as managers’ fear of negative
feedback and managers’ hidden beliefs. These two reasons contribute to organizational
silence climate in organizations and they are the most important factors leading to that
climate. They also support that suggestion with evidences and other papers. When a
manager ignores negative feedbacks from subordinates or hide their own beliefs or,
commonly believed in managers knows the best for everyone, then this situation
stimulates organizational silence climate. The other organizational factors causing

organization silence climate is shown in Table 2.3. Morrison and Milliken (2000, p.
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708,709) tries to explain organizational factors causing to silence climate. They
associated silence climate with top managers’ characteristics, organizational and
environmental characteristics. These factors have influence on implicit managerial
beliefs in their schema.

Henriksen and Dyton (2006) separates factors leading silence to three groups:
individual factors, social factors, organizational factors. They explain these factors in
following ways:

e Individual factors: They comprises of availability heuristic,
self-serving bias, and the status quo trap and prevents
individuals from feeling of belonging to organization and
adapting.

o Social factors: They include conformity, diffusion of
responsibility, and microclimates of distrust.

e Organizational factors: They cover unchallenged beliefs, the

good provider fallacy, and neglect of the interdependencies
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2.2.4 Basic Theories related with Silence
To understand why individuals chose to remain silent or speak up, there are
some theories that need to be known. These are cost-benefit analysis, expectancy

theory, self-adaptation theory and spiral of silence.
2.2.4.1 Cost-Benefit Analysis

Before individual decide to remain silent or express thoughts in an
organization, he/she accounts gains or costs in return. In result of comparing benefits
and costs, he/she takes action. That analysis process depends on individual’s past
experience in an organizations (Cakici, 2007, p. 152).

Possible consequences of speaking up are that individuals can lose their
energy and time. In addition, they can faces risk of losing dignity and entering
psychological conflict based on reprisal (Premeaux, 2001, p. 14)
2.2.4.2 Expectancy Theory

This theory is mentioned in the previous section related with psychological
contract. It can be interpreted in scope of silence as individuals wait positive reaction
from their employers in turn of speaking up in an organization. If individual gets
positive reactions continually, he/she continues to behave in this way. Nevertheless,
when he/she gets negative reactions by her/him, he/she prefer to silent in the next case
(Cakict, 2007).
2.2.4.3 Self-Monitoring Theory

Self-monitoring is described as the degree to which an individual observes
and controls his/her behaviour patterns in harmony with social cues. According to the
theory, individuals having skills to adjust their behaviours to social cues is named as
high self-monitors (Graeff, 1996, p. 483,484). They observe other individuals’
behaviour patterns and use them as tips to get approval. Because they have fears about
whether or not to get approval in social situations. Conversely, low self-monitors have
lack of skill to change their self-presentation within the scope of social norms. They
are less likely to act according to social norms than high self-monitors (Graeft, 1996,

p. 484; Snyder, 1974, p. 528).

2.2.4.4 Spiral of Silence Theory
Noelle Neuman (1974) developed that theory. It is defined as individual’s
silence for fear of isolation from society and disdain his/her thoughts. Even if he/she

do not support public opinion, individual joins to public opinion to refrain isolating.
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Because their thoughts spread among minority and in such a situation, individuals are
reluctant to express their own thoughts. If the individuals believes that their ideas will
spread among people and be accepted by majority, they prefer to express their own
ideas clearly in social environment (Brinsfield, 2009; Noelle-Neumann, 1974). This
situation causes to be gathered around the ideas that are common in society.

Bowen and Blackmon schematized the theory as shown in Figure 2.3.

Majority position
getting stronger

Minority position
getting weaker

Time

F'y
v

Unwillingness to express Perceived strength of majority

minority opinion opinion

Figure 2.3: The Horizontal Spiral Of Silence (Bowen & Blackmon, 2003, p. 1397)

2.3 Studies Examining Silence in Organizations

In this part of the study, the studies that examined silence were examined and
explained according to the historical order.

Taskiran (2007) investigated the role of organizational justice on the effect of
leadership style on organizational silence. A questionnaire was used to gather data and
602 individuals working in five-star hostels in Istanbul filled the form. According to
results, individuals’ relational silent attitude was more than individual silence attitude.
It was found that employees had a relatively high perception of justice and perceive
managers as more transforming leaders. While the leadership style was effective on
organizational silence in itself, it was observed that when the organizational justice
perception was taken into consideration, the effect on the variables became different
and the efficiency was different depending on whether the moderator variable

organizational justice perception was low or high.
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Cakici (2008) examined issues, causes and perceptional results of silence at
organizations. A survey was conducted in a higher educational institution in 2007 and
508 individuals participated. The study found out five reasons leading to silence:
administrative and organizational reasons, fears related to work, lack of experience,
fear of isolation and fear of damaging the relationships. Furthermore, the perceptual
results of silence was collected under three headings: results blocking better
performance and synergy, results limiting improvement and development, and results
making the employees unhappy.

Zhao and others (2007) conducted a meta-analysis to examine the influence
of psychological contract breach on 8 work-related outcomes. According to the study,
breach was related to all outcomes except actual turnover.

Bildik’s study (2009) was to reveal the relationship between the leadership
styles and organizational commitment and organizational silence. In the study, data
collection method was survey. 1051 individuals joined to the study. The results showed
a negative relationship between organizational silence and transformational
leadership, organizational performance, organizational commitment. On the other
side, positive and significant relationship was found between organization silence and
transactional leadership, laissez-faire leadership.

Bayram (2010) explored the perception levels of the academics on
organizational silence. For this purpose, 315 academics filled organizational silence
questionnaire. The results revealed isolation fear had an impact on individuals when
they show organizational silence behaviour.

Alparslan (2010) conducted a study to examine interaction between
organizational silence climate and employee silence behaviour on instructors of a
university. Therefore, like the previous studies, a survey was used to find out whether
there was any relationship between the organisational silence climate and silence
behaviour. According to the findings, individuals did not have any silence perception
and did not show silence behaviour. Likewise, the findings showed age, working years
in the institution and economic conditions of the academics had an effect on the silence
behaviour.

Kahveci’s study (2010) aimed to detect the level of organizational silence and
organizational commitment of teachers. The sample group consisted of 20 primary
schools. Scale of organizational silence and scale of organizational commitment were

used to gather their opinions. The findings indicated that “organizational silence
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perception of participants was high level and organizational commitment perception
of participants was middle level, primary school teachers and directors could not easily
express their own and generally choose remaining silent.”

Tiktas’s study (2012) established the relationship between organization
culture, organizational identification and organizational silence. 402 individuals
working in a municipality in Turkey participated the survey. The findings showed that
in the organization, there was more passive/defensive organizational culture features
and prosocial silence behaviour than there were in the others; and individuals’
organizational identification level in the organization was relatively high. In addition,
significant relationships were found between some subdimensions of organizational
culture and organizational identification, organizational silence dimensions.

The purpose of Kiling’s study (2012) was to reveal organizational citizenship
behaviour, organizational silence, employee performance among health workers. 742
workers joined to the study. 52.4% were doctors, 47.6% were nurses. The findings said
there was more silence in doctors than nurses . The relationship between organizational
citizenship behaviour, organizational silence, employee performance was detected. It
was statistically significant in the findings.

Yanik’s study (2012) detected the perception of the teachers working at
industrial vocational high schools according to the type of their schools to reveal the
effects of this relationship on the education organizations and the relationship between
organizational silence and confidence. It covered 148 teachers. The results supported
that teachers show the peaceful silence behaviour and if they trust their managers, they
show the prosocial silence behaviour to the outsiders.

Eren’s study (2013) was on the perception of health workers related to
leadership and organizational silence. 157 health workers filled a survey for the study.
The result demonstrated that there was a significant difference between age, gender
and organizational silence. The workers were affected negatively by their manager
leadership styles and preferred to remain silent in their organization.

Afsar (2013) investigated the relationship between organizational silence and
organizational trust. 377 individuals joined to the study. The results revealed a negative
relationship between two dimensions.

Cavusoglu (2014) put forward the relationship between organizational culture

and organizational silence. To prove it, a survey was conducted with 719 academics
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working in universities in Manisa and Izmir provinces in Turkey. The results showed
relationships between organizational silence and organizational culture.

The purpose of Algin’s study (2014) was to review perception of
organizational silence of the lecturers in three state-owned universities in Ankara,
Turkey. A survey was used to get their opinions and 349 people joined the study. The
results supported Silence behaviours could change according to gender, academic title,
administrative duty, faculty and the tenure of office in university.

Kilig and friends’ study (2014) researched the effect of transformational,
transactional and laissez-faire leadership styles on organizational silence. A survey
was used as Data collection technique and 242 individuals participated in the study.
The findings showed that the individuals did not prefer to be silent under
transformational leadership, whereas they showed silence behaviours under
transactional leadership style and laissez-faire leadership style.

Donmez (2016) examined the relation between organizational socialization
and organizational silence. As in previous studies, a survey was used to gather and
analyse data. 454 teachers were selected to fill out the survey. According to the results,
professional working periods did not have any effect on organizational silence, neither
did marital status. On the other hand, the results stressed that “there was a negative
and very weak relation between the perceptions of organizational socialization and
organizational silence scale; that means, while the organizational silence was

increasing, the organizational socialization was decreasing”.

2.4 Studies Examining Psychological Contract in Organizations

In this part of the study, the studies that examined psychological contract were
examined and explained according to the historical order

Selekler (2007) examined the relationships between teachers’ organizational
justice, psychological contract breach perception and the effect of power distance on
this relationship. As data collection method, questionnaire was used which 430
individuals filled. The results showed there was a negative relationship between power
distance and psychological contract breach perceptions. In addition, the relationship
between the dimensions of organizational justice and perception of psychological
contract violation for the administrators were even stronger with the effect of power

distance.
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Mimaroglu (2008) studied the effects of psychological contract on personnel
attitudes and behaviours. In this context, a survey was prepared to gather data and 784
individuals working at medicine companies filled the survey. A relationship between
psychological contract breach, sex and education level was found. In addition, the
relationship between psychological contract and perception of organizational justice
had a positive correlation according to the findings.

Tirker (2010) studied the relationship between psychological contract and
organizational commitment. In the study, a survey method was used to gather data. It
included 339 medical employees in Erzurum, Turkey. The findings uncovered that
positive strong relationship between psychological contract and organizational
commitment. On the other hand, characteristic features had effect on the two variables.

The purpose of Cetin’s study (2010) was to expose relationship between
psychological contract and organizational commitment. It also aimed to measure
psychological contract’s effects on organizational commitment. Thus, a survey was
used. 127 individuals joined in the study. According to the results, when the teachers
perceive psychological contract positively, they show high commitment to their
institutions.

Unver’s study (2011) analysed the impact of psychological contract on job
satisfaction. To examine the hypothesis, a questionnaire was used considering the
options of individuals working in public universities. T test and One-Way Anova was
used during analysis. Its findings expressed that psychological contract had an impact
on job satisfaction. In addition, demographic variables such as gender, marital status,
position, and income variables had influence on psychological contract and job
satisfaction.

Dikili (2012) investigated the relationships between psychological contract
concept and job satisfaction. A survey was prepared and carried out in a public
organisation. About 450 individuals from the organisation joined in the study. Results
uncovered that “there were statistically meaningful and reverse relationships at low
level between transactional psychological contract of employees; and intrinsic job
satisfaction, extrinsic job satisfaction, general reinforcement factors, and total job
satisfaction of employees. At the same time, there were statistically meaningful and
reverse relationships at medium level between perceived psychological contract
violation of employees; and intrinsic job satisfaction, extrinsic job satisfaction, general

reinforcement factors, and total job satisfaction of employees.”
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Keman’s study (2012) was another study that reviewed the relationship
between psychological agreement and organizational commitment. 385 people
working in the textile sector completed the survey. Results of the study showed that
psychological agreement had effect on organizational commitment.

Biiyiikyilmaz (2013) examined relationship between academicians'
psychological contract breach and their intention to leave. To determine this
relationship, a survey was conducted with 570 academics from state and private
universities in Turkey. When looking at results of the study, it could be seen that
relational factors on the psychological contract breach were more dominant than
transactional factors on psychological contract breach. Besides, emotional factors were
taking mediating role in the relationship between two variables. At the same time, there
was low level of social exchange relationship between two variables and it was found
that negative emotional reactions to the breach.

Aydm (2016) aimed to identify expectations and obligations of hotel
employees in their psychological contract and their effects on employees’ attitudes
such as job satisfaction, affective commitment, job burnout and intention to leave.
Within this scope, both face-to-face interview and survey method were used. 440
employees working at different 5-star hotels in Antalya presented their opinions to the
study. In the results, it was found that their employers have not satisfied expectations
and obligations in psychological contracts of hotel employees. Moreover, the
employees’ perception of psychological contract had influence on their work-related
attitudes.

Kiling’s study (2016) aimed to uncover the effects of the psychological
contract concept on the employees’ performance. As in previous studies, a survey
method was used to get feelings of individuals in health care sector in Gaziantep. 1202
health workers filled the survey. After analysis, it was found out that the individuals
working in private sector had much more expectation than individuals working on
public health care sector. Also, the findings showed that private sector employees

faced much more psychological contract violations than public sector employees.

2.5 The Relationship Between Perceived Psychological Contract Breaches and
Organizational Silence
When the studies in the literature are examined, it appears psychological

contract breaches have an effect on various employee attitudes and behaviours.
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Psychological contract breaches entail a wide range of undesirable employee attitudes
and behaviours. Suazo et al.(2005) suggests that they are positively related to intent
to exit, negatively related to work performance, negatively related to organizational
commitment and negatively related to helping behaviours. Some studies said that they
lead to reduced trust (Robinson, 1996), lower job satisfaction (Tekleab, Takeuchi, &
Taylor, 2005), bad moods (Conway, N., & Briner, 2002), increased turnover (Aykan,
2014) and decreased job performance (Robinson & Morrison, 1995).

The both variables are negative. Most of the studies have found negative
effects of psychological contract breaches on both employees’ attitudes and
behaviours. By the action of these findings, this study investigated the effect of
perceived psychological contract breaches on organizational silence. As far as the
related studies were examined, a study that reveal the relationship between these two

variables was not found.



THIRD PART
RESEARCH METHODOLOGY

3.1 Importance and Purpose of the Study

Psychological contract in modern structures seems important to work
effectively for both employees and employers. They perceive that employees who
think that their psychological contract works effectively will take the reward of their
performance and thus achieve individual goals. The employer provides employee
motivation by fulfilling their obligations, which reveals the perception that the
employer can obtain effective and productive results. Thus, the parties know what to
do and behave accordingly and a mutual trust is ensured. (Cakmak et al., 2012, p. 58).

In the case where employees see that employers do not meet the expectations,
in the other words, their organization do not fulfil the obligations in psychological
contract, the employee has two options: The first is to leave the organization. The
second is that employee do not have to leave the organization due to compulsory
reasons, but will gradually cool down from the organization and will not fully fulfil
the needs of their expertise. When the psychological contract is broken, organizations
generally do nothing about that. Moreover, the organizations can threaten employees
to fire in such cases. Nonetheless, this is not the solution. If the individual is working
long in the organization and the existence of strong trade unions is in question, it is
risky for the organization to dismiss the employee. Instead, the organization should
make the employee satisfied (Eroglu, 1996, p. 248-249).

When Individuals perceive that their expectations are not met by their
organization, they tend to reduce or preserve voluntary behaviour (S6kmen, Sahal, &
Soylemez, 2015, p. 66).

The purpose of this study is to reveal relationship between perceived
psychological contract breach and organizational silence and determine the direction
of the relationship, if there is any. When the studies on the subject in the management

literature are examined, there is no study addressing this relationship in an integrated
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manner. On the other hand, the effects of demographic characteristics of individuals
on the two variables will be examined.
3.2 Model of the Research

This study based on two variables as dependent and independent. While
psychological contract breaches are independent variable, organizational silence is
dependent variable. While the psychological contract is one-dimensional,

organizational silence has three sub-dimensions as acquiescent silence, defensive

silence, and prosocial silence.

Psychological
Contract Organizational

Breaches Silence

Acquiescent

Defensive

Prosocial

Demographic Characteristics

Age, Profession, Marital Status, Gender,
Education Level

Figure 3.1: Model of the Study

3.3 Hypotheses of the Research
Relationship between psychological contract violations and organizational
silence constitutes the subject of the work. In order to test the relationship, some
hypotheses have been developed on the basis of the model of study:
Hi: Perceived psychological contract breaches have a statistically significant
positive effect on organizational silence behaviours of employees.
Hia: Perceived psychological contract breaches have a statistically
significant positive effect on acquiescent silence behaviours of employees.
Hib: Perceived psychological contract breaches have a statistically

significant positive effect on defensive silence behaviours of employees.
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Hic: Perceived psychological contract breaches have a statistically
significant positive effect on prosocial silence behaviours of employees.

Ha: There is a statistically significant difference between psychological
contract breach perceptions of employees having different demographic
characteristics.

H2a: There is a statistically significant difference between
psychological contract breach perceptions of male and female employees.

Hov: There is a statistically significant difference between
psychological contract breach perceptions of married and single employees.

Hze: There is a statistically significant difference between
psychological contract breach perceptions of employees at different ages.

Haa: There is a statistically significant difference between
psychological contract breach perceptions of employees with different
education levels.

Hze: There is a statistically significant difference between
psychological contract breach perceptions of employees of different
professions.

Hs: There is a statistically significant difference between organizational
silence behaviours of employees having different demographic characteristics.

Hsa: There is a statistically significant difference between
organizational silence behaviours of male and female employees.

Hisb:  There is statistically significant difference between
organizational silence behaviours of married and single employees.

Hse: There 1is statistically significant difference between
organizational silence behaviours of employees at different ages.

Hi3a: There is a statistically significant difference between
organizational silence behaviours of employees with different education levels.

Hse: There is a statistically significant difference between

organizational silence behaviours of employees of different professions.

3.4 Measures of the Research
A survey was used to gather data. It can be seen at APP-1. The form has three

sections.
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In the first section, demographic questions such as gender, marital status, age,
education, experience in the organization, profession etc. placed.

In the second section of the form, psychological contract breach and violation
scale was used. It was developed by Robinson & Morrison (2000). The scale is one
dimension. Turkish version of the scale was taken from Cetinkaya (2014) and the same
version was used by Erdogan (2015). It includes 9 questions on the five-point Likert
scale, from strongly disagree to absolutely agree.

The third section contains organizational silence scale. The scale was taken
from Dyne, Ang, & Botero (2003). The scale has three sub dimensions as acquiescent
silence, defensive silence, and prosocial silence. It comprises of 15 questions on the
five point Likert scale, from strongly disagree to absolutely agree. Turkish version of

the scale was taken from Orug (2015).

3.5 Sampling of the Research

The research survey was distributed to doctors and nurses working in Kilis
state hospital. Total number of nurses and doctors working at Kilis State Hospital is
314. The rate of return was 95%, which equals to 300 replies in total. Demographic
Characteristics of the Sample was shown in Table 3.1

The majority of participants are between 18 and 25 years of age. 39% of them
are women and 61% are men. 49% (147) of the participants are between 18 and 25,
29% (89) of them are between 26 and 35. 23%(71) of the participants are high school
graduates, 77% (229) have bachelor’s degree. 62% of participants have between 0 and
5 years of experience in the health sector. Demographic characteristics of the sample

group are presented below:
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Table 3.1: Demographic Characteristics of the Sample

. Number of Perce . Number of Percen
Demographic . . Demographic . .
Characteristics Participants ntages Characteristics Participants tages
™) (%) ™) (%)
Gender Marital Status
Male 117 39 Married 143 47
Female 183 61 Single 157 53
Total 300 100 Total 300 100
Age .
18-25 147 49 Education
High school 71 23
26-35 89 29
Undergraduate/ 229 77
36-45 53 17 Graduate
46-55 11 3
Total 300 100 Total 300 100
Experience In :
The Health Experlenc.e In
The Hospital
Sector 0-5
0-5 187 62 6-10 233 77
6-10 56 18 11-15 31 10
11-15 24 8 16_+ 16 5
16+ 33 11 20 6
Total 300 100 Total 300 100
Experience in
Current
Profession Profession
Doctor 55 19 0-5 195 65
Nurse 245 81 6-10 55 18
11-15 15 5
16+ 35 11
Total 300 100 Total 300 100

3.6 Methods of Data Analysis

Data gathered from 300 questionnaire forms were analysed with SPSS 22 to
test of the hypotheses. Before applying analysis, necessary arrangements were made
regarding the inverse questions to have results that are more reliable.

In the study, to examine relationships between variables, statistical tests were
applied on them. When examining relationship between a dependent variable and
independent variables, regression is used. When comparing groups, T test and one-

way Anova was used. Factor analysis was applied to test the validity of the data.
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3.7 Findings
3.7.1 Descriptive Statistics

300 participants had valid data for all of the variables examined and were thus
included in the analyses (Table 3.2). Participants rated psychological contract breach
in the middle of the possible range of scores (M=2,71) meaning participants did not
have strong feelings of whether they felt that their psychological contract was
breached.

Participants reported a middle level of organizational silence (M=2,53 ). In
terms of sub-dimensions, a moderately middle level of prosocial silence(M=3,51), a
low level of acquiescent silence (M=2,43) and a low level of defensive silence

(M=1,84) were reported.

Tablo 3.2: Descriptive Statistics

Psychological

Contract Organizational | Acquiescent | Defensive | Prosocial

Breaches Silence Silence Silence Silence
Mean 2,7184 2,5331 2,2433 1,8453 3,5107
Median 2,8333 2,6000 2,0000 1,6000 3,8000
Mode 3,22 2,87 2,00 1,00 5,00
Minimum 1,00 1,00 1,00 1,00 1,00
Maximum 5,00 4,60 5,00 5,00 5,00

3.7.2 Validity and Reliability of the Scales

Factor analysis was applied for each scale to determine sub dimensions.
Reliability analysis was performed after the sub-dimensions were identified. The

results of the analyses are given below.

3.7.2.1 Factor Structure and Reliability Analysis for Perceived Psychological
Contract Breaches Scale

Exploratory factor analysis was conducted with the principal components
method and Varimax rotation to determine the sub dimensions of perceived
psychological contract breaches. Items with loadings greater than or equal to .50 on

the target construct were retained as long as the item did not produce a cross — loading.
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Table 3.3: Factor Analysis of Perceived Psychological Contract Breaches

7¢]
&0
Perceived Psychological Contract Breaches Scale -5 - -
S| 2 |8 |2
- = © o |
o > = = = =
S = - 8 s <
3 =) e ‘= (=
] 20 s & b
= & X | ©
F1 4,584 | 50,931 | 0,875
Almost all the promises made by my employer
during recruitment have been kept so far
0,667
(reversed)
I feel that my employer has come through in
fulfilling the promises made to me when [ was
hired (reversed) 0,738
So far, my employer has done an excellent job of
fulfilling its promises to me (reversed)
0,693
My employer has broken many of its promises to
me even though I've upheld my side of the deal
0,646
I feel a great deal of anger toward my organization
0,752
I feel betrayed by my organization 0,724
I feel that my organization has violated the contract
between us 0,714
I feel extremely frustrated by how I have been
treated by my organization 0,842

Table 3.4: Sampling Sufficiency Test for Perceived Psychological Contract Breaches

Kaiser-Meyer-Olkin Sampling Sufficiency Test 0,849
Bartlett’s Test of Sphericity Approx. Chi-Square 1475,253115
df. 36
Sig. 0,000

The result of factor analysis and reliability of perceived psychological
contract breaches scale is shown in Table 3.3. Perceived psychological contract
breaches scale consists of one factor. Because of this reason, all items were tried to
gather under one factor. Each question’s loading has to be greater or equal to 0,50

(Giirbiiz & Sahin, 2016, p. 320). 4™ question was removed for its factor loading under



36

0,50 at the end of results. Total variance explained of the factors is found to be
50,931%.

Sampling sufficiency test for perceived psychological contract breaches scale
can be seen in Table 3.3. Kaiser-Meyer-Olkin was applied to determine if the sample
is sufficient. If it is enough to test hypotheses, KMO value should be found greater
than or equal to 0,60 (Giirbiliz & Sahin, 2016, p. 321). In the analyses, KMO value was
found to be 0,849 as shown in Table 3.3. It means the sample is enough for study.

In Bartlett’s Test of Sphericity, significant should be less than 0,05 to verify
that sample is sufficient to make factor analysis. It was found as 0,000.

At the of the analyses, Cronbach’s Alfa is found to be 0,875. It indicates that
the data has sufficient reliability.

3.7.2.2 Factor Structure and Reliability Analysis of Organizational Silence Scale
Organizational Silence Scale consists originally of three sub dimensions as
acquiescent silence (F1), defensive silence (F2) and prosocial silence (F3).
Acquiescent silence comprises of the first 5 questions, defensive silence comprises of
the second 5 questions and then prosocial silence comprises of the last 5 questions.
The result of factor analysis and reliability of scale is shown in Table 3.5.
Loadings of all questions in the scale are greater than 0,50. That means they have
sufficient loadings. In this way, any question did not remove from the scale. For each

sub dimension, eigenvalues, % of explained variance, Cronbach’s Alfa were analysed.
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Organizational Silence Scale 5 = R
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F1 - Acquiescent Silence 2,918| 58,361 0,816
I am unwilling to speak up with suggestions for 0676
change because [ am disengaged. ’
I passively withhold ideas, based on resignation. 0.771
I passively keep ideas about solutions to problems to 0.689
myself. ’
I keep any ideas for improvement to myself because
he/she has low self- efficacy to make a difference. 0,605
I withhold ideas about how to improve the work 0.618
around here, based on being disengaged. ’
F2 - Defensive Silence 3,391| 67,816 0,830
I do not speak up and suggest ideas for change, based
on fear. I withhold relevant information due to fear. 0,754
I withhold relevant information due to fear. 0,847
I omit pertinent facts in order to protect myself. 0.695
I avoid expressing ideas for improvements, due to self- 0.765
protection. ’
I withhold my solutions to problems because I am 0.785
motivated by far. ’
F3 - Prosocial Silence 3,256| 65,126 0,863
I withhold confidential information, based on 0.725
cooperation. ’
I protect proprietary information in order to benefit the 0.750
organization. ’
I withstand pressure from others to tell organizational 0.762
secrets. ’
I refuse to divulge information that might harm the 0.841
organization. ’
I protect confidential organizational information
appropriately, based on concern for the organization. 0,830

Sufficiency test and internal consistency of organizational silence scale is

demonstrated in Table 3.6. Organizational silence scale’s Croncbach’s Alfa is 0,890.
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In terms of sub dimensions, acquiescent silence’s Croncbach’s Alfa is 0,816; defensive
silence’s Croncbach’s Alfa is 0,880 and prosocial silence’s Cronbach’s Alfa is 0,863.
These values indicate that the data are suitable for analysis.

Its KMO value is 0,873. It shows that the sample is enough for analysis. Its

Bartlett’s Test of Sphericity is 0,000. It means the sample has equal variances.

Table 3.6: Sufficiency Test and Internal Consistency of Organizational Silence

Kaiser-Meyer-Olkin Sampling Sufficiency Test 0,873
% of Explained Variance 65,244

Bartlett’s Test of Sphericity 0,000
Croncha’s Alpa 0,890

3.7.3 Correlation Analysis

Under this heading, relationship between perceived psychological contract
breaches and the sub-dimensions of organizational silence and direction of this
relationship have been analysed. Within that scope, Pearson Correlation was applied
via SPSS 22.

The results were shown in Table 3.7. Correlation analysis indicated a positive
weak correlation between perceived psychological contract breaches and acquiescent
silence (r=0,200; p<0.01). Likewise, a weak positive correlation between perceived
psychological contract breaches and defensive silence was found (r=0,282; p<0.01).
Lastly, there was not any correlation between perceived psychological contract
breaches and prosocial silence (r=0,055; p>0.01).

In terms of sub-dimensions of organizational silence, there was a strong
positive correlation between acquiescent and defensive silence (r=0,651, p<0,01), a
moderate positive correlation between acquiescent and prosocial silence (r=0,390,
p<0,01), a weak positive correlation between defensive and prosocial silence (=0,340,

p<0,01).
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Table 3.7: Correlation Analysis for Psychological Contract Breaches Acquiescent
Silence, Defensive Silence and Prosocial Silence
Pearson Correlation 1 2 3 4

Perceived Psychological Contract

Breaches (1)

Acquiescent Silence (2) 0,200** | 1

Defensive Silence (3) 0,282** | 0,651** | 1

Prosocial Silence (4) 0,055 0,390** | 0,340%* | 1

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

3.7.4 Regression Analysis Examining Effect of Perceived Psychological Contract
Breaches on Organizational Silence

Under this heading, regression analyses were conducted to see the effects of
perceived psychological contract breaches on sub-dimensions of organizational

silence.

3.7.4.1 Regression Analysis Examining Effect of Perceived Psychological
Contract Breaches on Acquiescent Silence
Regression analiysis was used to examine the effect of perceived

psychological contract breaches on acquiescent silence. The result was given in Table

3.8.

Table 3.8: Regression Analysis for Effect of Perceived Psychological Contract
Breaches on Acquiescent Silence
Variable Adjusted R? F Sig. Beta t

Acquiescent Silence | 0,040 12,363 0,001 0,200 3,516063

Dependent Variable: Acquiescent Silence

Predictors: (Constant), Perceived Psychological Contract Breaches

According to the result, effect of perceived psychological contract breaches
on acquiescent silence was found significant (F=12,363, p<0,01). Perceived
psychological contract breaches explained 4% of acquiescent silence (R?=0,040).

Hia: “Perceived psychological contract breaches have a statistically
significant positive effect on acquiescent silence behaviours of employees” was

supported.
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3.7.4.2 Regression Analysis Examining Effect of Perceived Psychological
Contract Breaches on Defensive Silence
Regression analysis was applied to reveal effect of perceived psychological

contract breaches on defensive silence. The result was given in Table 3.9.

Table 3.9: Regression Analysis for Effect of Perceived Psychological Contract
Breaches on Defensive Silence
Variable Adjusted R2 F Sig. Beta t

Defensive Silence 0,077 25,836 0,000 0,280 5,082931

Dependent Variable: Defensive Silence

Predictors: (Constant), Perceived Psychological Contract Breaches

The result shows effect of perceived psychological contract breaches on
defensive silence was found statistically significant (F=25,836, p<0,01). Perceived
psychological contract breaches explained 7,7% of defensive silence (R*>=0,077).

Hib: “Perceived psychological contract breaches have a statistically
significant positive effect on defensive silence behaviours of employees” was

supported.

3.7.4.3 Regression Analysis Examining Effect of Perceived Psychological
Contract Breaches on Prosocial Silence
Regression analysise was used to examine effect of perceived psychological

contract breaches on prosocial silence. The result was given in Table 3.10.

Table 3.10: Regression Analysis for Effect of Perceived Psychological Contract
Breaches on Prosocial Silence
Variable Adjusted R? | F Sig. Beta t

Prosocial Silence 0,003 0,904 0,342 0,055 0,951

Dependent Variable: Prosocial Silence

Predictors: (Constant), Perceived Psychological Contract Breaches

The result indicate that perceived psychological contract breaches does not
have a statistically significant effect on prosocial silence (F=0,904, p>0,05).

Hic: “Perceived psychological contract breaches have a statistically
significant positive effect on prosocial silence behaviours of employees” was not

supported.
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3.7.5 Investigation of Perceived Psychological Contract Breaches and
Demographic Characteristics

When the relationships between demographic features and silence were
examined, T test and Anova were applied. When two groups are compared, T test
should be applied. Otherwise, when more than two groups are compared to determine
statistical difference between them, One Way Anova should be applied.
3.7.5.1 Analysis of Gender and Perceived Psychological Contract Breaches

T test was applied to determine if there is statistical difference between male

and female. It is demonstrated in Table 3.11.

Table 3.11: Independent Samples T test Results for Gender and Perceived
Psychological Contract Breaches

Scale Gender N Mean Sd. df t p
Perceived Male 183 | 2,6476 1,05666
Psychological 298 | -1,527 | 0,1277
Contract Female 117 | 2,8291 0,91398
Breaches

Whether or not the perceptions of individuals regarding the psychological
contract breach differed significantly by gender was analysed on data taken from 300
health workers. The sample comprises of 183 males and 117 females. According to
the result in Table 3.11, there was no statistical difference between male and female

groups on psychological contract breach perception (t=-1,527; p>0,05).

H2a: “There is a statistically significant difference between psychological

contract breach perceptions of male and female employees” was not supported.

3.7.5.2 Analysis of Marital Status and Perceived Psychological Contract Breaches
T test was used to analyse whether the psychological contract breaches
perception varies according to marital status. 157 single, 143 married employees were

included in the analysis. The result was shown in Table 3.12.
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Table 3.12: Independent Samples T test Results for Marital Status and Perceived
Psychological Contract Breaches

Scale Marital N | Mean Sd. df t p
Status
Perceived Single 157 | 2,7924 0,94084

Psychological
Contract
Breaches

298 | -1,337 | 0,182
Married 143 | 2,6371 1,06997

As seen in Table 3.12, no statistical difference was found between single and
married groups regarding perceived psychological contract breaches (t=-1,337,
p>0,05).

Hob: “There is a statistically significant difference between psychological

contract breach perceptions of married and single employees” was not supported.

3.7.5.3 Analysis of Age and Perceived Psychological Contract Breaches

When comparing more than two groups, One-Way Anova is applied to reveal
differences between them. To compare 4 groups, One-way Anova was applied to
reveal relationship between age and perceived psychological contract breaches.
Descriptives can be seen from Table 3.8 and results were provided in Table 3.13.

147 participants are between 18-25, 89 people are between 26-35, 53 people
are between 36-45 and finally 11 people are between 46-55. Mean of people’s view
between 18-25 is 2,5719, mean of people’s view between 26 and 35 is 2,5461, mean
of people’s view between 36 and 45 is 2,5094, mean of people’s view between 46-55

is 2,0242.

Table 3.13: Descriptives of One-Way Anova for Age and Perceived Psychological
Contract Breaches

Scale Age N Mean Sd.
18-25 147 27435 1,00261

Perceived

Psychological | 26-35 89 2.7316 0.90357

Contract 36-45 53 2.6436 1,10648

Breaches 46-55 11 2,6364 1,40378

When looking at the result, there was no statistical difference in psychological

contracts breach perception between age groups. (F=0,156, p>0,05)
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Table 3.14: Results of One-Way Anova for Age and Perceived Psychological Contract
Breaches

Sum of Squares df Mean Square F Sig.
'Within Groups 0,478 3 0,159 0,156 | 0,926
Between Groups 301,980 296 1,020
Total 302,459 299

Hae: “There is a statistically significant difference between psychological

contract breach perceptions of employees at different ages” was not supported.

3.7.5.4 Analysis of Education Level and Perceived Psychological Contract
Breaches

T test was used to reveal effect of education level on Perceived Psychological
Contract Breaches. Results of T test on perceived psychological contract breaches was
demonstrated on Table 3.15.

Average of undergraduates and graduates is 2,79, average of high school
graduates is 2,63. As a result of the T test, there are no significant differences in the
perceptions of psychological contract breaches among workers at different levels of

education. (t=0,709, p>0,05)

Table 3.15: Results of T test on Perceived Psychological Contract Breaches

Scale Education Level N | Mean Sd. df t p

pereetved | High School 71 | 2,7924 | 0,12946
sychological

Contract
Breaches

99.475 | 0,709 | 0,480
Undergraduates/Master | 229 | 2,6371 | 0,06859

Haq: “There is a statistically significant difference between psychological
contract breach perceptions of employees with different education levels” was not

supported.

3.7.5.5 Analysis of Profession and Perceived Psychological Contract Breaches

T test was used to reveal the effect of profession on perceived psychological
contract breaches. Results of T test on perceived psychological contract breaches was
demonstrated on Table 3.16.

There are 55 doctors and 245 nurses in the sample. Average of nurses is 2,83

and average of doctors is 2,69. As you can see in the result of the T test, there are no
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significant differences in the perceptions of psychological contract breaches between

nurses and doctors. (t=0,928, p>0,05).

Table 3.16: Result of T Test for Professions and Perceived Psychological Contract
Breaches

Scale Profession | N Mean Sd. df t P
ll:erc;ivled. | Doctor 55 2,8343 1,03104
Csyct 0 otglca 78,457 | 0,928 | 0,356
ontrac Nurse 245 2,6923 1,00030
Breaches

Hze: “There is a statistically significant difference between psychological

contract breach perceptions of employees of different professions” was not supported.

3.7.6 Investigation of Organizational Silence and Demographic Characteristics
Under this heading, relationships between Organizational Silence and
Demographic Characteristics were tried to be revealed. In this scope, T Test and One-

Way Anova were applied via SPSS 22.

3.7.6.1 Analysis of Gender and Organizational Silence

T test was applied and results were shown in Table 3.17. Male participants’
mean is 2,5803, female participants’ mean is 2,4593.

The results indicated that there is not any significant difference between

organizational silence behaviours of male and female groups. (t=1,147, p>0,05).
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Scale Gender N | Mean Sd. df t p
Organizational Male 183 | 2,5803 0,90293
P 251,118 | 1,147 | 0,252
Female 117 | 2,4593 0,88412

Hsa: “There is a statistically significant difference between psychological

contract breach perceptions of male and female employees” was not supported.

3.7.5.2 Analysis of Marital Status and Organizational Silence

An independent sample T test was performed to check whether the

organizational silence behaviour of employees varies according to marital status. The

result was shown in Table 3.18.

Table 3.18: Result of T test for Marital Status and Organizational Silence

Marital df
Scale 4 N Mean Sd. t p
Status
on s | Married 143 | 24112 | 1,00422
Qrganlzatlonal 208 -2,264 | 0,0242
Silence Single 157 2,6442 0,77145

According to the result, mean of married participants is 2,4112 and mean of
single participants is 2,6442. Significant difference was found between marital status
of participants in relation to organizational silence (t=-2,264, p<0,05). Single
participants showed more silence than married participants.

Hsb: “There is statistically significant difference between organizational

silence behaviours of married and single employees” was supported.

3.7.5.3 Analysis of Age and Organizational Silence

One-way Anova was used to compare age groups. Descriptives was shown in
Table 3.15. One-way Anova results can be seen in Table 3.19.

18-25 age group’s mean is 2,5719, 26-35 age group’s mean is 2,5461, 36-45
age group’s mean is 2,5094 and 46-55’s mean is 2,0242.
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Table 3.19: Descriptives of One-Way Anova for Age and Organizational Silence

Scale Age N Mean Sd.
18-25 147 | 2,5719 0,82775

Organizational 26-35 89 2,5461 0,94537

Silence 36-45 53 2,5094 0,91867
46-55 11 2,0242 1,20084

According to the results, there was no statistical difference between the age

groups (F=1,296, p>0,05).

Table 3.20: Result of One-Way Anova for Age and Organizational Silence

Sum of Squares df Mean Square F Sig.
'Within Groups 3,114 3 1,038
Between Groups 236,988 296 0,801 1,296 | 0,276
Total 240,102 299

Hic: “There is statistically significant difference between organizational

silence behaviours of employees at different ages” was not supported.

3.7.5.4 Analysis of Education Level and Organizational Silence
T test was used to determine whether it differs according to the level of

education. Result of t test for education level and organizational silence was given in

Table 3.21.

Table 3.21: Result of T Test for Education Level and Organizational Silence

Scale Marital Status N | Mean Sd. df t p

High School 71 | 2,7619 | 10,9104

Organizational

Silence Undergraduate/Master | 229 | 2:4596 | 0,8745

97,175 | 2,3431 | 0,0211

Mean of high school graduate participants is 2,7619, mean of
undergraduate/master graduate participants is 2,4596. It was found that statistical
difference between high school graduate and undergraduate/master graduate
participants (t=2,3431, p<0,05). The silence rate of the high school graduates is higher

than the university graduates.
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Hsda: “There is a statistically significant difference between organizational

silence behaviours of employees with different education levels” was supported.

3.7.4.5 Analysis of Profession and Organizational Silence

To reveal difference between organizational silence behaviors of employees

of different professions, T test was applied. The result was given in Table 3.22.

As a result of the analysis, there was a significant difference between doctors

and nurse participants (t=2,1816, p<0,05). Doctors’ mean is 2,7490, nurses’ mean is

2,4846. It means doctors prefer to remain silent more than nurses in the organization.

Table 3.22: Result of T Test for Profession and Organizational Silence

Scale Gender N Mean Sd. df t p
Organizational Doctor 55 2’7490 057880
Silence 89,647 2,1816 0,031
Nurse 245 | 2,4846 0,9130

Hse: “There is a statistically significant difference between organizational

silence behaviours of employees of different professions” was supported.




48

DISCUSSION AND CONCLUSION

Organizational structures are becoming increasingly complex due to the
human element. The most important capital in organizations is human. Therefore,
employers are obliged to provide positive working conditions for employees. To do
so, the elements that cause negative conditions must be removed or reduced. Having
the possibilities for employees to declare their ideas allows them to increase their
productivity, their affiliation, and their motivation. Therefore, for these benefits, health
workers’ psychological contract breaches and organizational silence perception and
relationships between each other were examined in this study. In addition, this is one
of the first papers examining these variables in management literature.

300 health workers were involved in the study and these workers were
working in Kilis State Hospital on the date the data was collected.

The demographic characteristics of the participants can be summarized as

follows:

117 males, 183 females in the sample,
e 143 married, 157 single participants,
e 71 high school, 229 undergraduate/graduate,
e 55 doctors, 245 nurses.

First, the relationships between demographic characteristics of the
participants and variables were analysed. It started with the analysis of relationship
between gender, marital status, age, education level, profession and perceived
psychological contract. T-test and One-way Anova were applied. The results indicate
that there was not any relationship between demographic characteristics and perceived
psychological contract.

On the other hand, gender, marital status, age, education level, profession and
organizational silence were analysed. As before, T test and One-Way Anova were
applied. There was no relationship between age, gender and organizational silence.
But it was revealed statistically difference between marital status groups, education
level groups, professions in related to organizational silence. Single participants prefer
to be more silent than married participants in the organization and at the same time,

high school graduates remain much more silent than undergraduate/master graduates.
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When comparing groups in terms of profession, the result showed that doctors tend to
be more silent than nurses.

After analysing the relationships between demographic characteristics of the
participants and variables, correlation and regression were applied to reveal the
relationship between received perception As a result of the correlation analysis, a
positive weak correlation between perceived psychological contract breaches and
acquiescent silence was found (r=0,200; p<0.01) and a weak positive correlation
between perceived psychological contract breaches and defensive silence was found
(r=0,282; p<0.01). Unlike, any correlation between perceived psychological contract
breaches and prosocial silence (r=0,055; p>0.01) was not found.

According to the correlation analysis, perceived psychological contract
breaches has a statistically significant effect on acquiescent silence (F=12,363,
p<0,01). 4% of acquiescent silence was explained by perceived psychological contract.
This rate is not high. In addition, effect of perceived psychological contract breaches
on defensive silence was found significant (F=25,836, p<0,01) and it explained 7% of
defensive silence. Also, it is not high. Besides, the effect of perceived psychological
contract breaches on prosocial silence was analysed by regression and no effect could
be detected (F=0,904, p>0,05).

According to the results, hypotheses can be interpreted as follows:

Table 4.1: Support Results Of Hypotheses
Hi: Perceived psychological contract

breaches have a statistically significant
. o ) Partly supported
positive effect on organizational silence

behaviours of employees.

Hia:  Perceived psychological contract

breaches have a statistically significant

. : . Supported
positive effect on acquiescent silence
behaviours of employees.
Hiy:  Perceived psychological contract
breaches have a statistically significant
Supported

positive effect on defensive silence

behaviours of employees.

Hic: Perceived psychological contract
Not supported

breaches have a statistically significant
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positive effect on prosocial silence

behaviours of employees.

H,: There is a statistically significant
difference between psychological contract
breach perceptions of employees having

different demographic characteristics.

Not supported

H,.: There is a statistically significant
difference between psychological contract
breach perceptions of male and female

employees.

Not supported

Ha,: There is a statistically significant
difference between psychological contract
breach perceptions of married and single

employees.

Not supported

Hy.: There is a statistically significant
difference between psychological contract
breach perceptions of employees at different

ages.

Not supported

Hyg: There is a statistically significant
difference between psychological contract
breach perceptions of employees with

different education levels.

Not supported

Hj.: There is a statistically significant
difference between psychological contract
breach perceptions of employees of different

professions.

Not supported

H;: There is a statistically significant
difference between organizational silence
behaviours of employees having different

demographic characteristics.

Partly supported

Hs,: There is a statistically significant
difference between organizational silence

behaviours of male and female employees.

Not supported

Hi3,:  There is statistically significant
difference between organizational silence

behaviours of married and single employees.

Supported
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Hi.: There is statistically significant
difference between organizational silence Not supported

behaviours of employees at different ages.

Hsq: There is a statistically significant

difference between organizational silence

_ ) _ Supported
behaviours of employees with different
education levels.
Hi.: There is a statistically significant
difference between organizational silence
Supported

behaviours of employees of different

professions.

Negative feelings resulting from psychological contract breach and violation
cause a change in behaviour of employees at the workplace. The motivation of
employees can fall, they may not want to work, they may not fulfil their
responsibilities, they prefer to remain silent and even think of leaving their work.

In the hospital that was investigated, it was found that perceived
psychological contract breaches are statistically related to organizational silence.
Employees in the organization prefer to remain silent by protecting themselves or
accepting the situation. This silence don’t contribute to the organization. Also, the
silence varies by their profession, education level, marital status. Single individuals
show more silence behaviours compared to married individuals. The reasons can be
listed as follows: they need a job more, fast and easy adaptation to long working hours,
high working tempos and hard working conditions, high job security as a public
employee. On the other hand, high schools gradutes prefer to be more silent than
university graduates. This may be related to these reasons: they have limited
employment opportunities as a high school graduate, the public sector offers better
opportunities than the private sector, the good salary for a high school graduate, limited
institutional change possibilities. In addition to these results, doctors rated the silence
higher than nurses. Possible reasons are comfortable working conditions of public
hospital compared to private hospital, career opportunities, some legal obligations
such as compulsory service.

Effect of pychological contract breaches on acquiescent silence was

statiscally significant and this effect is 4%. This rate is low and according to this result,
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there are other reasons that cause silence in the organization other than pychological
contract breaches. These reasons can be unfair management, antidemocratic
management, constantly challenging working conditions, closed communication
channels, press of management, distrust against managers.

The results have parallels with Boxtel (2011); Bunderson (2001); Kiling
(2012), (2016). Boxtel (2011) made a study on hospital workers and it was found that
pychological contract breaches leads to increase intent to leave job, decrease job
satisfaction among health workers. This result supports our results. Bunderson (2001)
says that “medical professionals may be more sensitive to professional and
administrative breaches than professionals working in industries”. Even, other
profesionals may not realize these breaches. Kiling (2016) made a research on hospital
workers working in Gaziantep, Turkey and says pychological contract breaches have
an negative effect on employee performance. There is not much work done on hospital
staff in related to pychological contract breaches but these studies supports our study.

Suggestions to be made are:

e The objectives of employees and organizational goals should be
determined in parallel,

e Managers should fulfill their promises to employees in the recruitment
of personnel and in the working life afterwards, and if they can not be
fulfilled, they must clearly explain the reasons for their employees,

e Managers should be aware that the psychological contract may be
personally perceived and may differ from person to person and should
accept that prejudice and generalizations are not right in this respect.

Limitations and Future Research
This study should be considered in light of a number of limitations.

o First, this study was made on only one hospital. This does not make it
possible to generalize the study. For this reason, this study need to be
supported by other studies in different hospitals.

e This study was made only on a “state” hospital. To compare the
results, a similar work needs to be done in private hospitals.

e A survey method was used in the study, this method is based on

perpective of participant.
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e Psychological contract breach and organizational silence from
worker’s point of view was examined. The views of the managers
were not examined. Participants might think their obligations as

highly fulfilled, while the managers things differently.

Suggestions for future researches:

e The study can be done in private hospitals and private-public
comparisons can be made.

e The study can be done in different areas and the effect of regional and
cultural differences can be examined on the variables.

e Managers' opinions can be taken and employee-manager comparison
can be done.

e The study can be done in different sectors and comparison can be

made between sectors.
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APP-1: Questionnaire

Psikolojik Sozlesme Thlalerinin Orgiitsel Sessizlik Uzerindeki Etkisi:
Gaziantep Ilinde Bulunan Hastanelerde Gorev Yapan Saghk Personeli
Uzerinde Bir Arastirma

Degerli saghk cahsan,

asagidaki sorular “psikolojik sozlesme ihlalleri ve orgiitsel sessizlik arasindaki
iliskinin belirlenmesine yonelik yiiksek lisans tez cahismas1” kapsaminda
hazirlanmistir. Bu arastirmadan elde edilecek sonuglar, bilimsel ahlika uygun
olarak gizlilik icerisinde degerlendirileceginden, sorular1 samimiyetle
cevaplandirmaniz ¢alismanin giivenilirligini artiracaktir. Zaman ayrarak
caligmaya yaptigimiz katkilar icin tesekKiir ederiz.!

Bilgiler

1. Cinsiyetiniz? () Kadin () Erkek

2. Medeni durumunuz? () Evli () Bekar

3. Yasmiz? () 18-25()26-35 () 36-45 () 46-55 () 56 ve yukari
4. Egitim seviyeniz? () Ilkokul () Ortaokul () Lise () Universite ( ) Master

5. Saglik sektoriindeki ¢aligma siireniz ne kadardir? () 0-5 yil () 6-10 y1l () 11-15 yil
() 16 ve daha fazla

6. Bu isyerindeki hizmet siireniz ne kadardir? ()0-5yil ()6-10y1l () 11-15y1l
() 16 ve daha fazla

7. Isyerinizdeki statiiniiz nedir?

() Hekim () Hemsire () Ebe () Saglik memuru () Tibbi Sekreter ( )Hasta bakici ()
Temizlik personeli

()Diger ..ooviiii

8. Bu statiide ¢alisma siireniz? () 0-5 yil () 6-10 y1l () 11-15 y1l () 16 ve daha fazla

Asagidaki her bir ifade icin size en ¢cok uyan | Kesinlikle | Kismen Kararsis Kismen | Tamame
segenegi isaretleyiniz. Katilmiyor Katilmiyon Katihyor| Katiliyor|

Ise basladigimda bana verilen sdzlerin

1| neredeyse tamaminin yerine getirildigini
diisiiniiyorum.

Ise girerken bana verilen sdzlerin/vaatlerin

2| yerine getirilmesi i¢in yOneticimin gayret
gosterdigini diisliniiyorum.

Y 6neticimin bugiine kadar bana vermis oldugu
3| sozleri/vaatleri yerine getirme konusunda
oldukea basarili oldugunu diisiiniiyorum.

' Bu anket formu, Robinson, S. L., & Morrison, E. W. (2000). The development of
psychological contract breach and violation: a longitudinal study ve Van Dyne, L., Ang, S., Botero, I.
C., & Dyne, L. Van. (2003). Conceptualizing employee silence and employee voice as multidimensional
construct ¢aligmalarindaki 6l¢eklerden uyarlanarak olusturulmustur.
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Hastaneme katkilarim karsiliginda bana s6z

verilen her seyi almadim.

Kendi payima diisenleri yapmama karsin,
hastanem bana verdigi sézlerin ¢cogunu

tutmadi.

Hastaneme kars1 oldukea biiyiik bir 6fke

hissediyorum.

Hastanemin beni aldattigini hissediyorum.

Hastanemin aramizdaki anlagmaya uymadigini

hissediyorum.

Hastanemde bana gdsterilen davranis
bicimlerini diisiindiikce, fazlasiyla hayal
kirikligina ugradigimi hissediyorum.

Asagidaki ifadeleri bu
kurumda sessiz kalma
tutumunuzu dikkate
alarak degerlendiriniz. Her
bir ifade icin size en cok
uyan secenegi isaretleyiniz.

Kesinlikle
Katilmiyorum

Kismen
Katilmiyorum

Kararsizim

Kismen
Katihlyorum

Tamamen
Katillyorum

Benimle ilgili olmadig i¢in
degisime yonelik yapilan
oneriler hakkinda
konusmakta isteksizimdir.

Almmacak kararlara riza
gosteren biri oldugumdan
diisiincelerimi kendime
saklarim.

Problemlere ¢6zliim iiretme
noktasinda goriiglerimi
kendime saklarim.

Lehime bir degisiklik
yaratacagina inanmadigim
i¢in, kendimi gelistirmeye
yonelik fikirlerimi ifade
etmekten c¢ekinirim.,

Beni alakadar etmedigini
diislindiiglim i¢in, buradaki
islerin nasil daha iyi
yapilabilecegi konusundaki
gortislerimi ifade etmekten
kaginirim.

Y 6neticimin tepkisinden
korktugum veya ¢ekindigim
icin degisime iliskin
fikirlerimi ileri stirmem ve
konusmam.

Y dneticimin tepkisinden
korktugum veya ¢ekindigim
icin is ile ilgili bilgilerimi
kendime saklarim.
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Bu hastanede ¢aligmaya
devam edebilmek icin is ile
ilgili olumsuz durumlar1
gdrmezden gelirim.

Hastanemdeki devamliligimi
korumak amaciyla eksik
hususlar diizeltmeye yonelik
var olan goriislerimi
aciklamaktan sakinirim.

10

Y Oneticimin tepkisinden
korktugum veya ¢ekindigim
i¢in ortaya ¢ikan
problemlere yonelik
¢cozlimlerimi gelistirmekten
¢ekinirim.

11

Hastanem ve is
arkadaslarimla olan baglara
dayanarak, gizli kalmasi
gereken bilgileri kendime
saklarim.

12

Hastanem ve is
arkadaglarima yararli olmak
amaciyla dzel bilgileri
kendime saklarim.

13

Hastanem ile ilgili bilgileri
aciklamam konusunda
baskalarindan gelen
baskilara direnirim.

14

Hastanem ve is
arkadaglarima zarar
verebilecek bilgileri
aciklamay1 reddederim.

15

Hastanem ve is
arkadaslarimla ilgili gizli
kalmasi gereken bilgileri en
uygun sekilde muhafaza
ederim.

Zaman ayirdigimiz icin tesekkiir ederiz.
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