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AAs with any contract there are implications of a breach and the e�ects of violating the Psychological Contract (or 
even a perceived breach) can be just as serious as a breach of employment contract. If employees do not perceive 
their rewards to be equal to their e�ort they will become demotivated and engage in negative behaviours. This 
discontent and reduced sense of loyalty and commitment can manifest in a variety of ways ranging in severity, from 
reduced e�ort, ine�cient communication and reduced overtime to extreme malicious acts and petty crime. The 
�nancial costs to the organisation associated with these actions is often considerable and research (OPP) suggests 
that it typically takes six months to overcome a violated contract either by re-establishing the employee’s trust or 
introducing formal systems and processes to ful�l the behaviours that were previously ful�lled through citizenship 
behaviours.
 
It is plain to see that violating the terms of the deal can seriously damage the employment relationship and may 
have severe rami�cations for the organisation. But owing to the fact that it is a tacit agreement with ever evolving 
obligations and conditions the psychological contract is arguably one of the most di�cult agreements for employers 
to uphold. Now more than ever it is vitally important for the employer to do their upmost to maintain the Psychological 
Contract as the introduction of expectations of a more immediate nature, such as training and promotion opportunities, 
present an increased number of potential breaking points and ways in which the relationship may be damaged.
 
We can therefore conclude that Blau’s (1964) principle of cyclical reciprocal exchange and the Psychological Contract, 
despite its changing form, are now more important than ever and something employers should think wisely about i
nvesting in. 

With regard to qedis, we might also like to consider how this concept can be applied to our nextgen values 
– what we explicitly and implicitly promise to our clients and the implications of delivering or failing to deliver against 
these agreements.
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