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Abstract

The successof the organization-employee relationship relies on the mutual exchange
of benefits. In this context, the paper focuses on the necessity of involving employees
in the development of performance appraisals, as this involvement is related to
reducing negative outcomes. Accordingly, this paper aims to examine the impact of
the different perceptions of the performance appraisal system and intermnal
psychological capital on psychological contract violation. The paper is a cross-
sectional, descriptive, and quantitative investigation of data gathered through
surveying academics working in Egyptian private universities about their
perceptions, positive psychological states, and psychological contract violations. The
results from 361 academics indicate that the impacts among the research variables
are significant and negative. As a result, academics should be recognized as main
stakeholders and should be involved in the selection of performance appraisal
systems. Moreover, private universities ought to select HR practices that enhance
academics’ psychological capital.
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1. Introduction

Life is considered to be a series of mutually beneficial interactional relationships;
an aspect of human nature that has remained unchanged. Such a concept has been
embedded in human and business management theories, emphasizing the significance
of designing corporate practices with the intentions of preserving such mutual benefits
among the participating parties. Furthermore, when corporate practices are not
perceived as intended, the resulting problematic outcomes may ultimately be
unsatisfactory for the participating stakeholders (Al-Baidhani & Alsaqgaf, 2022; King,
2020; L, et al., 2019; Tsega, 2022). The Performance Appraisal System (PAS) is a key
element of such practices. Howemployees perceive performance appraisal systems can
affect their emotions, attitudes, and behaviors toward their organizations; when
implemented in the absence of clear, specific goals, they can jeopardize employees’
dissatisfaction, productivity, and commitment (Al-Baidhani & Alsagqaf, 2022; Daniel
& lbrahim, 2019; Nyeleti—Chisefu et al., 2022; Idowu, 2017; Waheed et al., 2018;
Ravikumar & Raya, 2019). In addition, an approach for evaluating the PAS can be
through employees’ perceptions (Bednall, et al., 2022; Moradi et al., 2017; Nyeleti—
Chisefu, et al., 2022; Rana, et al., 2020; Waheed, et al., 2018). If these perceptions are
less satisfactory, negative feelings may accumulate among employees. When negative
perceptions of human resource (HR) practices arise, specifically due to employees’
psychological attitudes, major challenges, such as success, sustainability, and
performance, are revealed for corporations (Abbas, 2014; Djurdjevic & Wheeler, 2014;
Tsega, 2022; Ullah et al., 2021; Waheed, et al., 2018). Moreover, it is evident that the
success of corporationssignificantly relies upon the efficiency and effectiveness of the
adopted PAS.

Perceptions of the PAS represent a relationship between two crucial stakeholders;
the employee and the organization, which can be described with respect to
psychological contract theory and appraisal theories. The psychological contract theory
interprets how employees perceive their organization’s fulfillment of obligations, as
represented in its formal policy, human resource practices, recruiters, supervisors, and
overall work experiences, with the organization maintaining primary authority by
dictating responsibilities through workplace policies, which employees consider as
promises (Ababneh, et al., 2022; Kaur & Kaur, 2022; Latorre, et al., 2020; Montes, et
al., 2015). The theory emphasizes employees’ evaluations of their work experiences,
which are expected to be equivalent to or greater than their exerted efforts; thus,
employees may react with negative feelings if their experiences are unfavorable, and
positive feelings if they are satisfactory (Abraham, et al., 2020; Latorre, et al., 2020;
Rai & Agarwal, 2018; Ronnie, et al., 2022; Sobaih, et al., 2019; Wu, et al., 2021;
Yarbrough, 2018). Therefore, stakeholder theory can be empirically tested from the
perspective of psychological contract theory, rather than merely from that of corporate
social responsibility.

The appraisal theory posits that when human resource practices are considered
challengeable, internal positive resources play a crucial role in mitigating negative
effects. This theory highlights the importance of these internal positive psychological
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resources and coping strategies in alleviating experienced negativity (Connelly &
Torrence, 2018; Moors, et al., 2013; Moors, 2021;). In this respect, psychological
capital (PC) serves as the remedial solution for reducing negative feelings. It represents
the internal strength of employees and the core of positive psychology, contributing to
their development and performance (Cavus & Gokgen, 2015; Guerrero-Alcedo, et al.,
2022; Kun & Gadanecz, 2019; Turliuc & Candel, 2022). Furthermore, it is an essential
factor for achieving goals, enhancing psychological well-being, ensuring
sustainability, and promoting both job and life satisfaction (Cavus & Gokgen, 2015;
Guerrero-Alcedo, et al., 2022; Ho & Chan, 2022; Kun & Gadanecz, 2019; Loghman,
etal., 2023; Paul Vincent, et al., 2022; Turliuc & Candel, 2022). Additionally, PC has
been asserted to be the energizing force facilitating the enhancement of positive
outcomes, involving individual as well as organizational aspects (Ali, et al., 2022;
Biswal & Srivastava, 2022; Grozinger, et al., 2022; Ho & Chan, 2022; Loghman, et
al., 2023; Novitasari, et al., 2020). This demonstrates that psychological capital may
be inversely related to Psychological Contract Violation (PCV).

1.1. Theoretical Background

In this respect, researchers have thoroughly outlined the theories that effectively
illustrate employees’ involvement in the selection of the most effective PAS for the
concerned stakeholders. Therefore, business-relevant theories, such as social exchange
theory, appraisal theory, expectancy theory, and organizational justice theory
emphasize a mutually beneficial relationship between the corporation and its
stakeholders (Ababneh, et al., 2022; Harbi, et al., 2017; Ismail & Rishani, 2018;
Khauoe, et al., 2015; Kutaula, et al., 2020; Maimela & Samuel, 2016). However, such
theories have been primarily focusing on one single aspect of the holistic employees-
organization relationship through its selected HR practices. Conversely, stakeholders’
perceptions of corporate practices are more psychologically complex and require
analysis through a less pluralistic framework, such as the stakeholder theory (Davis &
Mountjoy, 2021; Greenwood & De Cieri, 2005; Harrison, et al., 2015; Pavdo &
Rossetto, 2015; Pinto, 2019). However, the complexity of human psychology
necessitates an integration of theories for an accurate description. In addition to the
pluralistic nature of stakeholder theory, which can effectively analyze how multiple
perspectives on the PAS can lead to conflicts (Phillips, 2003), this psychological
complexity dictates the focus on the psychological contract theory to accurately depict
reality.

Psychological contract theory includes beliefs, expectations, and obligations
derived from the involved parties’ experiences. Such a psychological repertoire is not
abruptly formed; instead, it develops in three stages: during the recruitment
negotiations, throughout the work experience itself, and finally through cumulative
evaluations (Asante, et al., 2022; Kutaula, et al., 2020; Latorre, et al., 2020; Li & Dai,
2015; Montes, et al., 2015; Rousseau, et al., 2018; Wiechers, et al., 2022;). Conversely,
some researchers perceive the expectations formed during the recruitment stage as
exerting a diminished impact on psychological contracts, considering them to be
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merely post-entry experiences (Davis & Mountjoy, 2021; Montes, et al., 2015;
Rousseau, et al., 2018;Wibowo, 2022). Interpreting the theory from a narrower
perspective, some researches have highlighted employees’ beliefs regarding the
employment relationship; however, its broader interpretation includes perceptions of
obligations andthe expectations of both employees and their organizations (Asante, et
al., 2022; Dixon-Fowler, etal., 2020; Montes, et al., 2015; Rousseau, et al., 2018; Wen,
et al., 2022; Wiechers, et al., 2022; Yan & Mansor, 2019). Regardless of whether the
Interpretation is narrow or broad, the theory generally encompasses the promises
articulated by the organization, employees’ perceptions of organizational practices, the
overall culture, and employees’ expectations toward the organizational actions
(Ababneh, et al., 2022; Asante, et al., 2022; Li & Dai, 2015; Montes, et al., 2015;
Samuel & Engelbrecht, 2021). Indisputably, the dynamic nature of psychological
contracttheoryis an indispensable aspect that is not automated but rather triggered by
changes in the contract.

The presence of negative feelings underscores appraisal theory, which integrates
coping strategies that mitigate negative feelings. It is a theorythat consists of novelty,
intrinsic pleasantness, certainty, goal significance, coping potential, and compatibility
(Brifiol, et al., 2018; Connelly & Torrence, 2018; Ellsworth, 2013; Ellsworth &
Scherer, 2003; Israel, 2020). Such categorization of the appraisal process assumes that
it operates in a structured sequence, beginning with novelty and intrinsic pleasantness
as the simplest forms of appraisal, followed by more complex appraisals of goal
significance, coping potential, and compatibility (Brifiol, et al., 2018; Ellsworth, 2013;
Israel, 2020). Other approaches including those by Moors et al. (2013), Moors (2020),
and Israel (2020), support the notion that the appraisal process comprises several
components, represented in the cognitive component, the motivational component, the
somatic component, the motor component, and the subjective component. According
to these authors, the evaluation of stimuli occurs through the cognitive component,
action tendencies are expressed through the motivational component, physiological
reactions are linkedto the somatic component, behaviorsor attitudes are demonstrated
through the motor component, and finally experiences and feelings are processed
through the subjective component. Emphasizing this idea of components, some
theorists contendthat emotions comprise elementsthat correspond to appraisals, with
the appraisal process serving as the link between the situation and the resulting
emotions (Ellsworth & Scherer, 2003; Israel, 2020). Hence, considered as a
motivational component and a positive coping strategy, the appraisal theory shows
relevance to the interpretation of how psychological capital relates to negative feelings,
such as those resulting from psychological contract violation.

1.2. Research Problem

The selection of the most suitable human resource management (HRM) practices
Is essential for practitioners as well as academics. The human resource units in
organizations represent the coordinating link among different stakeholders; thus, the
selection of an appropriate PAS is a necessary task for human resource practitioners
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(Al-Baidhani & Alsagqgaf, 2022; Saidin, et al., 2022; Sharma & Sharma, 2017).
Nevertheless, thistask is not as simple as it may appear. Researchers have identified
that error-prone Performance Appraisal Systems (PASSs), especially those connected to
employee evaluations, are often perceived as failures from both employees’ and
managers’ perspectives (Al-Baidhani & Alsaggaf, 2022; Murphy, et al., 2018;
Sauchuck, 2018; Sharma & Sharma, 2017; Ravikumar & Raya, 2019; Nyeleti—Chisefu,
et al., 2022). Moreover, the literature considersthem as one of the most persistent
problems in organizations due to their unsatisfying implementation and indecisive
process (Al-Baidhani & Alsaqqgaf, 2022; Murphy, 2020; Tsega, 2022). Although
multiple attempts for addressing and solving problematicareas related to performance
appraisal systems in organizations have been the focus of the literature (Al-Baidhani
& Alsaqgaf, 2022; DeNisi & Murphy, 2017), appraisal systems remain unsatisfactory
for different stakeholders (Al-Baidhani & Alsagqaf, 2022; Murphy, 2020; Saidin, et
al., 2022).

Unsatisfactory perceptions of PASs may lead to a sense of unfulfilled
psychological contracts. Furthermore, PCV results from discrepancies between
psychological expectations and actual expectations (Gervasi, et al., 2022; Rousseau, et
al., 2018; Savarimuthu & Rachael, 2017; Wu, et al., 2021). The failure to reward
employees for their effortsand commitments may disseminate emotional reactions of
anger, distress, and frustration toward the organization (Davis & Mountjoy, 2021;
Kraak, et al., 2017; Montes, et al., 2015; Ntalianis & Dyer, 2021; Rousseau, et al.,
2018; Samuel & Engelbrecht, 2021; Schuster, et al., 2022). Since psychological
contracts are more personalized, in some cases their violation is not merely a failure of
unmet expectations regarding benefits, trainings, promotions, and developmental
procedures; rather, it is perceived as a negative emotional response toward a broken
promise (Davis & Mountjoy, 2021; Lee & Chen, 2021; Savarimuthu & Rachael, 2017).
Accordingly, the idiosyncratic understanding of organizational obligations represented
in the perception of PASs necessitates a thorough analysis of the types of perceptions
that lead to a sense of violation of personal psychological contracts.

Organizations appear to prioritize practices and policies that satisfy stakeholders;
however, fewer attempts are directed toward enhancing psychological capital. This
focus is essential, as it is not merely an innate natural psyche, rather a state-like
construct that is susceptible to change, improvement, and sustainability (Luthans etal.,
2015: Doci, et al., 2022; Al-Ghazali & Afsar, 2022; Karami, et al., 2022; Turliuc &
Candel, 2022; Carter & Youssef-Morgan, 2022; Dirzyte & Patapas, 2022; J. Yao, et
al., 2022; Kun & Gadanecz, 2019; Vilarino del Castillo & Lopez-Zafra, 2021). Hence,
psychological capital may be either enhanced or diminished, which underscores the
necessity of designing human resource practices that cultivate these positive
psychological resources for better management of the negativities that may occur,
whether intentionally or unintentionally, from the organization.
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1.3. Research Objective

The current paper aimsto explore the type of perceptions the employees possess
toward the adopted PASs from a benefit exchange perspective. In this respect, the
analysis focuses on the distributive perceptions of PASs from a stakeholder theory
perspective. In the context of psychological contracts, HR practices regarding faimess
of processes, utility, as well as accuracy are confirmed. Accordingly, this research aims
to comprehend the impact of the different types of the PAS on psychological contract
violation. Specifically, it examines how psychological contract violation is impacted
by the perceptions of procedural justice, accuracy, and utility within the PAS, as well
as by distributive justice perceptions. Moreover, this paper aims to identify how
psychological capital negatively impacts PCV.

1.4. Research Questions
In this respect, thecurrent research aims to examine the following questions:

1. What perception do academics in Egyptian private universities have regarding
performance appraisal systems?

2. Towhat extent do academicsworking in Egyptian private universities perceive
distributive justice within appraisal systems?

3. To what extent do academics in private universities experience psychological
contract violation?

4. What is the impact of procedural justice, accuracy and utility perceptions of
performance appraisal systems on psychological contract violation?

5. What istheimpact of distributive perceptions of performance appraisal systems
on psychological contract violation?

6. To what extent do academics in Egyptian private universities possess
psychological capital?

7. What is the impact of psychological capital on psychological contract violation?

2. Literature Review and Hypotheses

2.1. Performance Appraisal Systems’ Perceptions and Psychological Contract
Violation

The efficiency and effectiveness of the PAS has been a primary objective for
corporations pursuing success. Consequently, researchers have emphasized the factors
that can enhance the efficiency of the PAS by ‘doing the right things’, and its
effectiveness by ‘doing things right’ (Pessl, 2016; Sharma & Agarwal, 2016). An
integrated fundamental principle for preserving the success criteria of the PAS is the
consideration of key stakeholders, particularly employees, by corporations (Ababneh,
et al., 2022; Al-Baidhani & Alsagqaf, 2022; Bednall, et al., 2022; Zwiech, 2021,
Sauchuck, 2018; Wen, et al., 2022). Numerous academic attempts have been conducted
to delineate the criteria for an efficient and effective PAS; nevertheless, those efforts
may prove futile if employees’ perceptions are not prioritized by the designers of the
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PAS (Al-Baidhani & Alsaqgaf, 2022; Harrington & Lee, 2015; Kim & Holzer, 2016;
Malik & Aslam, 2013; Ravikumar & Raya, 2019; Sauchuck, 2018). Moreover, some
researchers interpret the perception of the PAS as reflective of employees’ views on
accuracy and fairness (Bednall, etal., 2022; Naim, 2022; Nyeleti—Chisefu, etal., 2022;
Sharma, et al., 2016). Other researchers have determined several criteria related to
employees’ reactions toward the PAS, including satisfaction with the session, the
system, and the process, along with perceptions of fairness, accuracy, and utility (Al-
Baidhani & Alsagqaf, 2022; Alharbi, 2018; Malik & Aslam, 2013; Tsega, 2022). In
conclusion, the PAS is centered on two-way communication among stakeholders,
justifiable distribution of rewards, meaningful feedback, trust, fairness, acceptance,
and effective conflict management (Kim & Holzer, 2016; King, 2020; Nyeleti—
Chisefu, et al., 2022; Royes, 2015; Waheed, et al., 2018). Efficientand effective PASs
can simply be conceptualizedin the literature through the extent of fairness, accuracy,
and utility of the system, along with its developmental and motivational aspects from
the employees’ perspective.

The literature has highlighted the role of employees in the development of the
PAS, emphasizing the significance of their cognitive engagement in maintaining
efficiency and effectiveness, which may decline if employees are not seriously
involved and do not perceive the process as accurate, fair, and useful (Al-Baidhani &
Alsaqgaf, 2022; Naim, 2022; Nyeleti—Chisefu, et al., 2022; Royes, 2015; Rubin &
Edwards, 2020; Saidin, et al., 2022; Sauchuck, 2018; Tsega, 2022). They have specific
expectationsfor areciprocal interactive relationship with their corporations, with such
mutually beneficial interaction leading to the attainment of shared advantages (Davis
& Mountjoy, 2021; Wen, et al., 2022). Conversely, if employees’ perceptions of the
adopted PAS do not meet their positive expectations, negative attitudes may result
(Naim, 2022; Nyeleti—Chisefu, et al., 2022; Rubin & Edwards, 2020; Snyman, et al.,
2022; Worku, 2019). Therefore, negative outcomes from the PAS are probable if
employees’ perceptions toward it are deemed unsatisfactory.

In accordance with the relationship between perceptions and outcomes,
employees’ varying views concerning the PAS can lead to negative feelings such as
PCV, as their assessment of the fairness of the adopted PAS may either enhance or
reduce their sense of having a violated psychological contract. PCV is experienced by
employees when they encounter organizational injustice through its practices and
policies, arising from a deep sense of exploitation without receiving fair compensation
in return (Hammouri, et al., 2022; Huy, et al., 2020; Kaur & Kaur, 2022; Kutaula, et
al., 2020; Snyman, et al., 2022; Wen, et al., 2022). Therefore, the decisions made by
organizations regarding selected practices, procedures, appraisal, as well as reward
systems are perceived as promises and intended messages that can lead to PCV if
viewed negatively by the employees (Hammouri, et al., 2022; Huy, et al., 2020; Kaur
& Kaur, 2022; Kutaula, et al., 2020; Zhao, et al., 2022). Likewise, the literature
highlights that the efficiency of the PAS does not merely encompass structural factors
represented in the contextual constituents of the system; it also includes psychological
factors related to how such a system is perceived in material, emotional, and
developmental terms (Deng, 2022; Harrington & Lee, 2015). Furthermore, it is evident
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that employees’ satisfactory perceptions of the PAS are as crucial as how efficiently
and effectively it is designed.

Emphasizing the materialistic aspects of psychological contracts highlights how
employees’ views of PAS justice can influence their experience of PCV. The
perception of PAS necessitates the discussion of psychological contracts, which could
be either transactional or relational. Transactional contracts are associated with
materialistic benefits, underscoring extrinsic outcomes that lack emotion and are more
connected to economic exchange (Braganza, et al., 2021; Matteson & Hankinson,
2018; Ronnie, et al., 2022; Wu, et al., 2021). Moreover, transactional contracts
represent the primary concern of the majority of employees (Ababneh, et al., 2022),
where a PAS regarded as unfair can be individually experienced as an unfulfilled
promise (McGrath, et al., 2015; Petery, et al., 2021). Phillips (2003) argued that from
the perspective of transactional contracts, employees must recognize the materialistic
benefits derived from the distributive fairness of appraisals, as suggested by
stakeholder theory, which advocates for the maximization of benefits for all
stakeholders. Consequently, theauthoremphasizesthat as organizationsenhance their
wealth, achieve their objectives, and broaden their competitiveness through their
employees, such employees should experience a corresponding sense of benefit from
their organizations. Moreover, the perception of distributive justice within a PAS is
indisputably an essential factor for employees to outperform and feel psychologically
relieved (Nyeleti—Chisefu, et al., 2022; Ravikumar & Raya, 2019). In this regard, as
represented in figurel, it can be hypothesized that:

Hla: The perception of distributive justice in performance appraisal systems
significantly and negatively impacts employees’ psychological contract violation

Justice perception encompasses more than merely the distributive aspect, as it also
includes the way appraisals are conducted, leading to employees’ satisfaction. In this
context, researchers examine employees’ perception of fairness within PASs and note
that they may tolerate the perceived unfairness in the PAS only if its procedures are
regarded as fair (Bekele, et al., 2014; Royes, 2015; Tsega, 2022). Employees’ positive
perceptions of PASs considerably rely upon the extent to which they perceive their
performance as adequately evaluated through fair processes (Al-Baidhani & Alsaqaaf,
2022; Bekele, et al., 2014; Kim & Holzer, 2016). Accordingly, perceptions of
procedural justice within PASs have been proved to impact employees’ self-
confidence, success, and awareness of job duty at the individual level, as well as
organizational commitment, employees’ motivation, and job satisfaction at the
organizational level (Al-Baidhani & Alsagqaf, 2022; Nyeleti—Chisefu, et al., 2022).
The procedural justice of the PAS reinforces the consistency and accuracy of the
system (Bednall, et al., 2022; Ibeogu & Ozturenb, 2015; Royes, 2015; Saidin, et al.,
2022). From the perspective of psychological contract theory, employees who feel less
relieved, less motivated, or less satisfied with their work system are expected to
respond with negative feelings of PCV (Abraham, et al., 2020; Latorre, et al., 2020;
Rai & Agarwal, 2018; Ronnie, et al., 2022; Sobaih, et al., 2019;; Wu, et al., 2021;
Yarbrough, 2018).
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The perception of accuracy in terms of the applied process, the way it is
implemented, and the involved members can impact employees’ PCV. Moreover, the
perception of fairness withinthe PAS is not a sufficient criterion if it lacks the aspect
of accuracy. For instance, it has been proved that the failure to achieve both fairness
and accuracy can impede the effectiveness of the PAS (Lohman, 2021; Naim, 2022,
Sauchuck, 2018), which can lead to excessive feelings of violated psychological
contracts. Employees expect the development of a PAS to involve a horizontal
alignment of their individual goals with the overall organizational objectives through
goal setting, monitoring, and evaluation, formulating a coherent framework in which
the PAS operates, enhancing its decisiveness and accuracy (Kim & Holzer, 2016; King,
2020; Stazyk, et al., 2021; Nyeleti—Chisefu, et al., 2022; Tsega, 2022). The perceived
effectiveness of the policies and practices related to designing a PAS may lead to
significant feelings of PCV among employees if these expectations are unfulfilled
(Ababneh, et al., 2022; Kaur & Kaur, 2022; Latorre, etal., 2020; Montes, et al., 2015).
Generally, the accuracy of the PAS is an integral part of its efficiency, ensuringthat it
fulfills its intended purpose effectively (Bednall, et al., 2022; King, 2020; Lohman,
2021; Rana, et al., 2020).

The level of the PAS’s utility for employees is an indispensable factor for
stimulating their positive perceptions (Bekele, et al., 2014; Naim, 2022; Nyeleti—
Chisefu, et al., 2022; Rana, et al., 2020; Saidin, et al., 2022; Sauchuck, 2018; Tsega,
2022). However, the selection of a PAS that effectively identifies, assesses, and
cultivates employees’ efforts while enhancing their motivation, satisfaction, and
engagement in the overall process presents a significant challenge (Al-Baidhani &
Alsaqgaf, 2022; Lohman, 2021; Saidin, et al., 2022; Sauchuck, 2018; Tsega, 2022).
Although the PAS may exhibit various capabilities, its goals are required to be clearly
stated, and the employees’ contributions, achievements, and needs must be fully
communicated; otherwise, distortions in the overall system and negative perceptions
may result (Al-Baidhani & Alsaqgaf, 2022; King, 2020; Lohman, 2021; Saidin, et al.,
2022; Tsega, 2022; Zwiech, 2021). Moreover, the utility of the PAS is inherently
inconsistent; challenges within the system may result in utility misperception among
employees (Ibeogu & Ozturenb, 2015; Tsega, 2022). Accordingly, a system that
motivates, develops, trains, relocates, dismisses, and establishes future career paths is
essential for reinforcing employees’ perception of the PAS ( DeNisi & Murphy, 2017;
Harrington & Lee, 2015; Sharma & Sharma, 2017; Sharmaet al., 2016; Zwiech, 2021),
thus presenting a significant challenge that may instill a sense of PCV within
employees’ psychological state. Consequently, it can be hypothesized that:

H1b: Perceptions of the performance appraisal system significantly and
negatively impact academic psychological contract violation

2.2. Psychological Capital and Psychological Contract Violation

Psychological Capital (PC) is a higher-order construct that has been peculiarly
conceptualized in the literature. It is defined as a broad concept comprising lower-order
variables (Ali, et al., 2022; Carter & Youssef-Morgan, 2022; Dirzyte & Patapas, 2022;
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Guo, et al., 2021;). It refers to “an individual’s psychological capacity that can be
measured, developed, and managed” (Nolzen, 2018, p.237). Accordingly, it can be
conceptualized as individuals’ positive psychological states of development,
encompassing four positive psychological resources; self-efficacy, optimism, hope,
and resilience (Ali, et al., 2022; Kun & Gadanecz, 2019; Platania & Paolillo, 2022,
Turliuc & Candel, 2022; X. Yao, et al., 2022). These four psychological resources,
known as ‘HERO’, are the fundamental dimensions that constitute the construct of PC,
as they align strongly with its theory, measurement, and development (Al-Ghazali &
Afsar, 2022; Doci, et al., 2022; Jing, et al., 2022; Luthans & Youssef-Morgan, 2017;
Morris, et al., 2022; Okun, 2020; Platania & Paolillo, 2022). Although PC is a
multidimensional concept, researchers prove that ‘HERQO’ are the essential resources
directly related to it.

The previously mentioned positive resources, included in PC, facilitate adaptation
to challenging events and situations. Moreover, they contribute to fostering positivity
through enabling self-efficacious employees to feel more inclined to expect success,
hopefulemployees to find multiple ways to overcome significant obstacles and adopt
effective coping strategies, resilient employees to remain persistent in achieving
success, and optimistic employees to maintain a positive outlook toward the future,
regardless of past impediments (Ali, et al., 2022; Belle, et al., 2022; Ho & Chan, 2022b;
Kim, etal.,2018; Kun & Gadanecz, 2019; Paul & Jena, 2022; Turliuc & Candel, 2022;
J. Yao, et al., 2022). Similarly, the four dimensions of PC namely: hope, resilience,
self-efficacy, and optimism, generate positive feelings and function as adaptive
strategies when confronted with risks and adversities (Platania & Paolillo, 2022;
Jamshaid & Arshad, 2020; Turliuc & Candel, 2022; Yuan, etal., 2023). Consequently,
impediment mitigation, adaptability, and positive orientation are among the several
advantages offered by HERO.

PC is an internal positive mitigating force that assists employees in managing
challenges. Based on its four dimensions, hope enables employees to navigate risks
and solve problems, resilience creates adaptability and flexibility in challenging
situations, optimism leads employeesto attribute positive eventsto internal causes and
negative events to external factors, and finally, self-efficacy enhances their ability to
develop intricate strategies for overcoming difficulties (Ali, et al., 2022; Ho & Chan,
2022b; Platania & Paolillo, 2022; Turliuc & Candel, 2022; J. Yao, et al.., 2022; Yuan,
etal., 2023). Researchers have been investigating the mitigating influence of PC upon
negative outcomes, specifically exploring why employeeswith high levels of intemal
resources experience lower levels of cynicism, reduced PCV, and challenges to their
well-being (Al-Ghazali & Afsar, 2022; Belle, et al., 2022; Jamshaid & Arshad, 2020;
Okun, 2020; Yuan, et al., 2023; Turliuc & Candel, 2022; X. Yao, et al., 2022).
Additionally, PC has been confirmed as the energizing positive force, enhancing
satisfactory outcomes for both individuals as well as organizations (Ali, et al., 2022;
Biswal & Srivastava, 2022; Grozinger, et al., 2022; Ho & Chan, 2022; Loghman, et
al., 2023; Novitasari, et al., 2020). In conclusion, PC is a comprehensive positive
construct that positively transforms individuals’ psychological state following the
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demanding and stressful circumstances of work and life. Accordingly, it can be
hypothesized that:

H2: Psychological capital is significantly and negatively related to psychological
contract violation

Figure 1

Conceptual Framework: The Impacts of Perceptions of Distributive justice,
Procedural Justice, Accuracy, Utility, and Psychological Capital on Employees’
Psychological Contract Violation Within Performance Appraisal System

Performance
Appraisal System

Distributive Justice
Perception
Performance

. Psychological
Appraisal System X .
Perception Contract Violation

Psychological Capital /

3. Data, Measures and Methods
3.1. Research Design

The research adopts the quantitative approach for achieving its objectives. Data
were gathered through an online questionnaire distributed to academic staff via email
addresses obtained from the official websites of private universities. A total of 361
guestionnaires were received and deemed eligible for further analysis over a three-
month period. Statistical analyses were conducted using SPSS 26 and Lisrel 8.0 for all
collected data.

3.2. Population and Sampling

The population for this study consists of academic staff working in Egyptian
private universities in Greater Cairo, with a total size of 14,500 (Central Agency for
Public Mobilization and Statistics [CAPMAS], 2023). However, not all private
universities implement appraisal systems; thus, this research examines only for-profit,
top-ranked universities with staff data clearly displayed on their official websites,
resulting in a total population size of 3,435. The sampling criterion applied is
proportionate sampling, which is suitable for heterogeneous populations (Sekaran &
Bougie, 2016), represented in the different faculties within each university. The sample
size has been calculated using Cochran’ssample size formula (Bartlettet al., 2001) at
confidence level of 95% and a margin of error of 5%, with the assumption that 50% of
the population attributes are properly represented in the sample, resulting in a minimum
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sample size of 346. The surveyitems were compiled from the literature using a 5-point
Likert scale, with (1) denoting “strongly disagree” and (5), indicating “strongly agree”.

3.3. Research Instrumentation

Independent Variables: Performance Appraisal System Distributive Justice
Perception, Performance Appraisal System Perception, and Psychological Capital

Concerning the PAS, it is divided into two factors: Perceived Appraisal System
Distributive Fairness (PASD) and Perceived Appraisal System Procedural Fairness
(PAST). Two items from Greenberg’s (1993) perceived fairness scale are used for
distributive justice, such as “Salaries are based on the appraisal rating” and “The
performance appraisal takes place by soliciting input prior to the evaluation and using
it” for procedural justice. Three items are compiled from Vest, et al. (1995) for
perceived accuracy scale, including “My last performance appraisal was accurate”.
Additionally, two items from Greller’s (1978) perceived utility scale are incorporated,
such as “The performance appraisal helpedme learn howI can do my job better”. For
the measurement of psychological capital, five items are adopted from the PsyCap
Questionnaire (PCQ) (Luthans et al., 2007), such as ‘At the present time, [ am
energetically pursuingmy work goals’ and ‘I feel confident helpingto set targets/goals
in my work area’.

Dependent Variable: Psychological Contract Violation (PCV)

With respect to the independent variable, Psychological Contract Violation
(PCV), three items are adopted from Robinson and Morrison’s (2000) survey on
psychological contract violation. These items include “I feel a great deal of anger
toward my organization” and “I feel extremely frustrated by how I have been treated
by my organization”.

3.4. Sample Profile

The participating sample consists of academics working in Egyptian private
universities, with femaleacademics (n = 275, 76.2%) exceeding male academics (n =
86, 23.8%). The sample is categorized by academic ranks as: 99 teaching assistants
(27.4%), 89 assistant lecturers (24.7%), 115 lecturers (31.9%), 34 associate professors
(9.4%), and 24 professors (6.6%) (as shown in Table 1).

Table (1) Demographics of the Respondents in Frequencies and Percentages

Particulars Variables Frequency Percentage (%0)
Gender Female 275 76.2
Male 86 23.8
Academic Rank Professor 24 6.6
Assoc. Professor 34 9.4
Lecturer 115 31.9
Assistant Lecturer 89 24.7
Teaching Assistant 99 27.4
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4. Data Analysis

The gathered data were analyzed using Microsoft Excel, SPSS 23.0, and Lisrel
8.0. Measurement reliability and validity testing, as well as descriptive and inferential
analyses, were conducted using SPSS 26.0, while the research model testing was
performed through Lisrel 8.0.

4.1. Measurement and Model Assessment

Principal component analysis using SPSS 26.0 was conducted for examining the
model fit against the data collected. Through applying the varimax rotation among the
14 compiled items, the factor loadingswere found to be greater than 0.5, and none of
the included variables exhibited double loadings (as shown in Table 2). Communalities
ranged from 0.578t0 0.809 (as presented in Table 2). Eigenvalues of >1 were used to
determine the number of factors in the data set.

For further assessment of the model fit, a confirmatory factor analysis was
employed using Lisrel 8.0. The modelfit indices indicate a good fit with the gathered
data; the goodness-of-fit index (GFI1) is 0.91, the adjusted goodness-of-fit index (AGFI)
Is 0.86, thecomparative fit index (CFI) is0.97, thenormed fit index (NFI) is 0.96, and
the root mean square error of approximation (RMSEA) is 0.07. All values of the fit
indices are sufficiently satisfactory to support the validity of the model for further
analyses, as Hair et al. (2019) contended that a cut-off value closeto 0.06 or a stringent
upper limit of 0.07 is accepted as the general consensus among authorities in the field
of social sciences.

Table 2
Factor Loadings and Communalities of Research Variables
Variables Factorloadings Communalities

PASD

PASD1 0.858 0.769
PASD2 0.84 0.756
PAST

PASP1 0.717 0.603
PASP3 0.795 0.72
PASAl 0.785 0.689
PASA2 0.823 0.71
PASA3 0.816 0.731
PASU2 0.821 0.687
PASU3 0.759 0.614
PCV

PCV1 0.847 0.809
PCV2 0.879 0.806
PCV3 0.897 0.824
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As for the reliability test, Cronbach’s Alpha test was used for assessing the
consistency of the gathered data. For questionnaire items to be considered reliable, the
Cronbach’s Alpha test should be equal to or higher than 70% for well-established
questionnaires. Accordingly, the Cronbach’s Alpha test was calculated for the four
research variables, where PAS distributive justice perception showed a Cronbach’s
Alpha of 72%, PAS procedural justice, accuracy, and utility perception demonstrated
a value of 90%, while the Cronbach’s Alpha for PCV was 89%, indicating high
reliability (o> 0.7). Construct reliability was also assessed for the research variables,
all of which exhibited reliabilities above 70%. Specifically, PASD perception exhibited
a value of 73%, PAST procedural justice, accuracy, and utility perception was 94%,
PC was 83%, and PCV had a value of 91%.

In addition to ensuring the reliability of the measurements, the validity of the
research variables was also established by calculating the variables’ average factor
loadings and the average variance extracted. While reliability ascertains the
consistency of results, validity of items confirms its accuracy. With regard to the
validity of the questionnaire items, the factor loadings for the research variables exceed
70%; perception of PAS distributive justice is 0.88, perception of PAS procedural
justice, accuracy, and utility is 0.82, PC is 0.78, and PCV is 0.81. This indicates that
the convergent validity of the variables has been attained. Moreover, the divergent
validity of the variables is established through calculating the average variance
extracted, which must be greater than the square of their correlation coefficients (Hair
et al., 2019). As shown in Table 3, the average variance extracted for the research
variables exceeds the square of their correlation coefficients, confirming that the
divergent validity of the research variables has been achieved as well.

Table 3
Average Factor Loadings and Average Variance Extracted
Variables AFL AVE Validity
PASD 0.88 0.75 Valid

PAST 0.82 0.68 Valid
PC 0.78 0.61 Valid
PCV 0.81 0.81 Valid

4.2. Normality Test

Examining the normal distribution of data is crucial and should be performed prior
to conducting any inferential analyses. This examination indicates whether the
distribution of data conforms to a normal distribution, which can be detected through
statistical testsand graphical representations (Hair et al., 2019). Accordingly, kurtosis,
skewness, and histograms were employed to assess the normal distribution of the data.
The means of the compiled questionnaire itemswere found to be within the acceptable
ranges for skewness (-2 to +2) and kurtosis (-7 to +7) values. The results indicate that
the least skewness value is -0.380 and the highest is -1.220. Likewise, the minimum
kurtosis value is -0.767, while the maximum is 0.187. Hence, the data has been
confirmed to be normally distributed.
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4.3. Descriptive Statistics

Descriptive statistics are applied to the five variables of the current research. This
preliminary type of statistics assists the researcher in comprehending the data (Sekaran
& Bougie, 2016), as it presents the data in a meaningfully simplified manner.
Moreover, it shows how respondents have reacted to the items in the questionnaire and
assesses the quality of those items and measures (Sekaran & Bougie, 2016).
Consequently, the mean, standard deviation, as well as maximum and minimum values
are computed for the five research variables. Additionally, more detailed descriptive
analyses were performed for the various items measuring each of the studied variables.

Regarding the independent variable, PAST perception, it is observed that the
highest mean is PASTU3 (M = 3.57, S.D = 1.091), highlighting how appraisal
facilitates the learning process of managers’ expectations, thus providing valuable
insights for effective management. This is followed by PASUT2 (M = 3.48,S.D =
1.145), delineating a substantial portion of the sample’s agreement on the utility of
appraisals in identifying job-related mistakes as part of the learning process. In general,
the majority of the sample exhibits agreeable perceptions on the utility of the PAS
adopted at their universities. The means of PASTP1 and PASTP3 are relatively close,
at (M =3.43,S.D =1.153) and (M = 3.35, S.D = 1.155) respectively, demonstrating
agreement among sample members on how evaluationsare conducted after collecting
the relevant data and how performance rating relies on the actual achievements of
ratees. Nevertheless, the sample is found to be less concerned with the accuracy of the
PAS, asindicated by the items PASTA2 (M =3.31,S.D=1.158), PASTA1 (M =3.29,
S.D =1.121), and PASTA3 (M = 3.25, S.D = 1.191), which are slightly above the
indecisiveness threshold. This demonstrates howthe sample moderately agrees on the
accuracy of the appraisals and their reflection of the ratees’ true performance. With
respect to salaries and promotions, the sample largely disagrees that there is any
connection to the results of their appraisals, as demonstrated by PASD2 (M =2.81,S.D
= 1.277) and PASD1 (M = 2.69, S.D = 1.298), the only variable’s items with means
less than 3 (as shown in Table 4).

Concerning the dependent variable, the means of items are slightly less than 3.
Specifically, PCV1 (M =2.92,S.D=1.231), PCV2 (M =2.76,S.D =1.198),and PCV3
(M=2.52,S.D=1.152) suggest that the sample disagrees with feeling betrayed, angry
or that contracts have been violated by their organization (see Table 4).

The means of the latent variables delineate a close range. The highest mean, at (M
= 3.55, S.D = 0.970), representsthe PAST utility perception variable, followed by
PAST procedural justiceat (M =3.30, S.D =0.990), and PAST accuracy perception at
(M = 3.28, S.D = 1.06), displaying an overall agreement among the sample on the
utility, accuracy, and procedural justice of the PAST. However, the sample is viewed
as disagreeing with the distributive justice (PASD) at (M =2.75, S.D = 1.16) as well
as their attitudes regarding PCV at (M = 2.7, S.D = 1.07). With respect to the PCV
latent variable, the sample generally disagrees about experiencing violation of their
psychological contracts at (M = 2.70, S.D = 1.070) (as presented in Table 4).
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A one-way ANOVA test was employed using SPSS 26 to compare the means of
the variablesin relation to the sample’s academic ranks. For the independent variables,
no difference was noticed among the sample’s academic ranks with regard to
perceptions of procedural justice (PAST), utility, and accuracy, F(4, 356) =3.244,p >
0.05. However, the sample revealed significant difference regarding perceptions of
distributive justice (PASD), F(4,356) = 3.610, p < 0.05, and psychological capital,
F(4,356) =2.893, p < 0.05. Concerning the dependent variable, the different academic
ranks within the sample displayed a consensus on their PCV attitudes, with no
significant difference detected, F(4,356) = 1.42, p > 0.05 (as shown in Table 4).

Comparing the means of variables reveals both similarities and discrepancies
among the different participating academic groups. Regarding similarities, the
academic ranks delineate a consensus concerning the perceptions of procedural justice,
accuracy, and utility. Specifically, associate professors, teaching assistants, and
professors exhibit the highest levels of agreement on these aspects at (M =3.62, S.D =
0.954, M = 3.56,S.D =0.912, M = 3.51, S.D = 1.031), respectively. Such academic
ranks are followed by lecturersat (M =3.26, S.D =0.939) and assistant lecturersat (M
=3.18,S.D=0.931). Overall, academics across different ranks agree that the adopted
PAS at their universities is beneficial and accurate from their own perspective (as
shown in Table 4).

Nevertheless, not all perceptions among the different participating academic ranks
are the same. The sample is grouped according to their perceptions of distributive PAS
and PC. For instance, professors are the only group to agree that the PAS displays fair
distribution (M = 3.4, S.D = 1.02), while the remaining participants disagree that
distributive justice characterizesthe adopted PAS; teaching assistants(M = 2.9, S.D =
1.24), associate professors (M =2.7,S.D = 1.12), lecturers (M = 3.7, S.D = 1.07), and
assistant lecturers (M =2.5,S.D=1.09). Similarly, differences are evident with regard
to the sample’s PC, where teaching assistants (M = 3.86, S.D = 0.66), associate
professors (M =3.82, S.D =0.64), professors (M =3.78, S.D =0.81), and lecturers (M
= 3.75, S.D = 0.76) demonstrate slightly higher levels of agreement compared to their
assistant lecturers (M = 3.52, S.D = 0.74), who appear to be positioned between
agreement and indecision (as presented in Table 6).

In accordance with the sample’s views of PCV, the various academic groups
demonstrate significant similarity. The highest mean is reported by assistant lecturers
(M = 2.96, S.D = 1.09), followed by teaching assistants (M = 2.71, S.D = 1.04),
lecturers(M =2.7,S.D =1.07), professors (M =2.6, S.D = 1.06), and finally associate
professors (M =2.6, S.D =1.197). Therefore, the majority of the academic ranks in the
sample disagree that they experience any feelings of PCV, although assistant lecturers
appear to be close to exhibiting indecision (see Table 6).

A two-sample independent t-test was conducted to compare the sample means in
terms of gender. The results indicate no significant difference between males and
females with respect to the independent and dependent variables. For instance, there is
no significant difference in the perceptions of distributive justice (PASD) between
males and females, F(1, 359) = 0.802, p > 0.05, as well as for the perceptions of
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procedural justice (PAST), accuracy, and utility, F(1,359) =0.084, p >0.05. Similarly,
both genders reveal the sameviews concerningtheir sense of PCV, F(1,359) = 3.027,
p>0.05,andPC, F(1,359) =0.03, p> 0.05 (as shown in Table 7). Consequently, both
genders disagree that the adopted PAS demonstrate distributive justice (Males: M =
2.8,5.D=1.19; Females:M =2.7, S.D =1.12). However, they agree on the perceptions
of procedural justice, accuracy, and utility (Male: M = 3.34, S.D = 0.953; Females, M
= 3.51, S.D =0.929) and on PC, (Males: M = 3.69, S.D =0.732; Females: M = 3.87,
S.D=0.712). Conversely, both genders disagree about experiencing PCV, with males
(M=2.7,S.D=1.16)and females (M = 2.7, S.D = 1.05) displayingrelatively similar
means (as presented in Table 8).

Table 4
Descriptive Statistics of the Research Measurement Variables (N = 361)
Minimum Maximum Mean Std. Deviation

PASD1 1 5 2.69 1.298
PASD?2 1 5 2.81 1.277
PASDT 2.75 1.140
PASTP1 1 5 3.43 1.153
PASTP3 1 5 3.35 1.155
PASTA1 1 5 3.29 1.121
PASTA2? 1 5 3.31 1.158
PASTAS3 1 5 3.25 1.191
PASTU1 1 5 3.59 1.132
PASTU2 1 5 3.48 1.145
PASTU3 1 5 3.57 1.091
PAST 3.38 1.145
PCV1 1 5 2.92 1.231
PCV2 1 5 2.76 1.198
PCV3 1 5 2.52 1.152
PCVT 2.70 1.070
Table 5

ANOVA Test for Detecting Differences Among the Sample Groups (N = 361)
Variables DF Mean F Sig.
4 2.851 3.244 0.012
PAST 356 0.879
4 4557 3.61 0.007
356 1.262
4 1.643 1.42 0.227
356 1.158
4 1511 2.893 0.022
356 0.522

PASD

PCV

PC
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Table 6
Descriptive Statistics in Terms of Academic Rank (N = 361)

N Mean Std. Deviation
PASD Teaching assistant 99 2.8783 1.238
Assistant lecturer 89 2.5167 1.088

Lecturer 115 2.6952 1.065

Associate professor 34 2.7046 1.123
Professor 24 3.4373 1.025

PAST Teaching assistant 99  3.56 0.912
Assistant lecturer 89  3.18 0.931
Lecturer 115 3.26 0.939

Associate professor 34  3.62 0.954
Professor 24 351 1.031

PCV Teaching assistant 99 2.7071 1.036
Assistant lecturer 89 2.9550 1.087

Lecturer 115 2.6580 1.066
Associate professor 34 2.5588 1.197
Professor 24 2.5972 1.063
PC Teaching assistant 99  3.86 0.66
Assistant lecturer 89 3.52 0.74
Lecturer 115 3.75 0.76
Associate professor 34  3.81 0.64
Professor 24 3.78 0.81
Table 7
Independent Samples T-test in Terms of Gender (N = 361)
F Sig. t df Sig. (2-tailed)
PASD .802 .371 .855 359 .393
.829 135.638 409
PAST .084 .772 1485 359 .138
1.505 145.167 135
PC .003 .957 1.953 359 .052
1.981 145.472 .049
PCV 3.027 0.083 -0.064 359 949

-0.061 131.500 952
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Table 8
Mean and Standard Deviation of the Research Variables in Terms of Gender (N =
361)
Gender N Mean Std. Deviation

Male 86 2.8433 1.19129

PASD comale 275 2.723  1.12383

Male 86 3.5097 0.92966

PAST Female 275 3.3359 0.95288

PC Male 86 3.867 0.71231

Female 275 3.6914 0.73189

PCV Male 86 2.7248 1.16279

Female 275 2.7333 1.05295

4.4, Correlation Matrix

A Pearson correlation matrix has been employed in SPSS 26 to identify the
correlations among the study variables. Although all correlations among the study
variables are highly significant, some are weak and positive, such as the correlation
between PAST, accuracy, utility, and PASD (r=0.335, p<0.001), as well as between
PASD and PC (r=0.262, p<0.001). Similarly, weak negative correlations were found
between PASD and PCV (r = -0.263, p < 0.001), between PAS and PCV (r = -0.413,
p < 0.001), and finally, between PC and PCV (r = -0.437, p < 0.001). In contrast, a
strong positive and highly significant relationship was observed between PAS and PC
(r =0.576, p <0.001) (as shown in Table 9).

Table 9
The Correlation Matrix of the Research Variables (N = 361)
PASD PAS PC PCV
PASD 1
PAST 0.335** 1
PC 0.262** 0.576** 1

PCV  0.263** 0.413** 0.437** 1
** Correlation is significant at the 0.01 level (2-tailed)

4.5. Hypotheses Testing

The current study underscores several direct impacts between multiple
independent variables and the dependent variable. SEM, through the path coefficients,
determines the strength of the prediction, while the sign identifies the direction of the
relationships, and the probability valuesindicate the significance of such relationships.
Regarding thefirst hypothesis, the SEM results delineate a highly significant but weak
negativeimpact of PASD on PCV (B=-0.14,t=-2.13, p<0.01); thus, the hypothesis
Is confirmed. Likewise, the results indicate that PAST has a highly significant negative
impact on PCV (B = -0.19, t = -2.58, p < 0.001), and the hypothesis is accepted.

124



AJCCR, Vol. 4, No. 3, 2024

Although therelationships expressed in the firstand second hypotheses are confirmed,
their strength is weak. In addition, the impact of PC on PCV is observed to be highly
significant and negative (p=-0.34, t = -4.56, p < 0.001); despite the weak impact, the
third hypothesisis supported (as shown in Table 10). The overall model demonstrates
a highly significant impact of the independent variables on the dependent variable; r?
= 0.242, F(3, 356) = 38.065, p < 0.001, as revealed through a multiple regression
analysis in SPSS 26. This indicates that employees’ perceptions of PAS, along with
their consideration of PC, have a highly significant negative impact on an adverse
outcome such as PCV.

Table 10
The Study Hypotheses Results Summary (N = 361)
N Hypotheses Result
H1a | Perception of distributive justice in the performance appraisal | Supported
system significantly and negatively impacts employees’
psychological contract violation

H1b | Perception of the performance appraisal system significantly and | Supported
negatively impacts academics’ psychological contract violation
H2 Psychological capital significantly and negatively impacts | Supported
psychological contract violation

5. Discussion, Implications, Limitations, Recommendations, and
Conclusion

5.1. Discussion

The current study illuminatesthe significance of including employees, especially
knowledge workers, in the selection of HR practices, which consecutively reduces the
negativity of PCV. In this respect, the study examinesthe impacts of the perception of
distributive justice (PASD), procedural justice (PAST), accuracy, utility, and PC on
PCV. The SEM results have confirmed the study’s three hypotheses, proving that the
independent variables exhibit a highly significant negative impact on PCV. Such
attainedresults conform to the existing literature, emphasizing the connection between
PASD perceptionand PCV (Hammouri, et al., 2022; Huy, et al., 2020; Kaur & Kaur,
2022; Kutaula, et al., 2020; Zhao, et al., 2022), PAST perception and PCV (Abraham,
et al., 2020; Bekele, et al., 2014; Latorre, et al., 2020; Rai & Agarwal, 2018; Royes,
2015; Sobaih, et al., 2019; Tsega, 2022; Yarbrough, 2018; Wu, et al., 2021; Ronnie, et
al., 2022 ), and between PC and PCV (Belle, et al., 2022; Jamshaid & Arshad, 2020;
Yuan, et al., 2023).

Despite the existing research, a significant gap persists in the literature pertaining
to a comprehensive model that investigates how employees’ perceptions of procedural
justice (PAST), distributive justice (PASD), and psychological capital (PC) may
negatively relate to psychological contract violation (PCV), leading to several
conclusions. First, the results outline that PC is more related to PCV than the various
perceptions of the PAS, indicating the significance of academics’ positive perspective.
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If their perceptions are not considered in the selection of PAS practices, this could
diminish the positive impact on their view of PCV more than failing to enhance their
PC. Simultaneously, the results confirm the ability of academics’ perceptions of PAS
to mitigate the adverse effects of their sense of PCV. In addition, the correlation matrix
refers to a strong correlation between PAST perceptions and PC, highlighting the
essentiality of including academics’ voices in the selection of PAS to comply with,
rather than oppose, the positive resources they possess.

Furthermore, the descriptive analysis provides valuable conclusions, noting that
professors are the most satisfied with PASD. This suggests that their senior positions
may collaborate in designing the PAS, while their counterparts express disagreement,
highlighting a lack of participation or an oversight of their voices. With regard to the
perceptions of PAST, accuracy, and utility, it is evident that all academic ranks agree
that the adopted PAS is relatively fair, beneficial, and accurate. However, assistant
lecturers and lecturers exhibited the least agreement, which may reflect the mid-career
confusion experienced by some academics. Similarly, disagreement characterizes all
academic ranks regarding views of PCV; however, assistant lecturersand lecturers
appear to be the most confused, struggling to express a clear disagreement about their
views of PCV, indicating a state approaching indecisiveness. Finally, all academics
recognize the possession of positive internal resources; conversely, teaching assistants
demonstrate the highest level of agreement, referring to the enthusiasm associated with
the early stages of their careers.

5.2. Theoretical Implications

The research highlights several theoretical implications. Examining stakeholder
theory from neither a corporate social responsibility nor a shareholder perspective
represents a significant theoretical contribution. The stakeholder’s pluralistic nature
renders it malleable, and its empirical investigation from the psychological contract
perspective peculiarly contributes to defining its boundaries within the field of HR.
The paper suggests that the relationship between employees and their organizations
should be viewed in terms of mutual benefits, which would facilitate their agreement
on the psychological contracts between them. Hence, while stakeholder theory
emphasizes the significance of preserving the motives of all concerned beneficiaries,
psychological contract focuses on how employees perceive the fulfillment of their
organization’s obligations, as represented by its recruiters, formal policies, human
resource practices, supervisors, and experiences of all coworkers. A model that
integrates both approaches examines how employees’ benefits are incorporated into
the types of selected systems, which subsequently contribute to formulating their
psychological contracts as either fulfilled or violated.

The psychological contract theory can be explored through a comprehensive
investigation of the positive aspects of appraisal theory. In the context of contract
evaluations and stakeholders’ benefit analysis, the appraisal theory emphasizes internal
positive resources. Incorporating this theory into the model analysis provides a more
accurate reflection of real-life business contexts. While employees evaluate their

126



AJCCR, Vol. 4, No. 3, 2024

psychological contracts, they reassess the range of psychological resources available
to them, which may either mitigate or exacerbate their feelings of PCV. The appraisal
theory explains how accurately employees evaluate their contracts, with feelings
influenced by the psychological resources they possess. Hence, the empirical
investigation of the psychological contract theory through a benefit analysis
perspective, either from a stakeholder or appraisal assessment lenses, represents a
contribution that has been inadequately analyzed in the literature.

5.3. Practical Implications

Several practical implications for practitioners are includedin this study. First, it
underscores the significance of integrating academics in the development of HR
practices. Academics, from teaching assistants to professors, must be involved in the
PAS selection, as they are the primary participants in the whole process, either as
subordinatesreceivingevaluation or as supervisory seniors conductingthe evaluation
steps. Hence, leveraging their valuable contributions can alleviate negative feeling such
as PCV. Moreover, the results suggest that psychological contracts, even though they
are primarily psychological feelings, can be consistently fulfilled if academics are
regarded as policymakers and their academic experience influences the practices that
should be applied in academic contexts.

Second, private university owners needto select HR academics to manage junior
professionals. Experiencein thisfield is certainly valuable; however, managing highly
educated and knowledgeable academics requires not only relevant skills but also
academic advancements which cannot be attained without the integration of updated
academic knowledge with professional expertise. In addition, this is expected to
enhance positive resources, as an HR professional with an academic background will
understand which practices can elevate academic positive resources.

Third, meaningful empowerment must be retained for academics. The managerial
features have troubled private universities in Egypt, where academics have begun to
be treated as corporate employees. Due to the problem of student massification,
academics are gradually becoming less empowered and are managed hierarchically in
a way that emphasizes standardization, which restricts the motivation for higher
education. Academics lack the freedom to select the content, materials, assignments,
and assessments they deem appropriate for the course objectives. This limitation arises
from the bureaucracy of hierarchies, which requires academics to adhere to imposed
Instructions, thus impeding educational creativity. In this respect, HR specialists must
establish types of systems that empower academics through reducing the extreme
centralism which undermines the resourceful nature of education.

Fourth, all fieldshave continuously integrated technologies that can improve work
operations. Accordingly, the field of HR should support their systems with
technologies that emphasize standardization and objectivity, particularly in academic
evaluations. Therefore, software systems specialized in university management should
permit direct and instant application, since knowledgeable individuals, such as
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academics, require special types of HR technology systems, like ‘University and
Campus Management Software’ to effectively assess, manage, and reward themselves.

5.4. Limitations and Future Recommendations

Limitations are exist in any field of knowledge, reflecting the continuous nature
of the learning process. Accordingly, the current paper is limited to examining the
correlational relationships among different types of perceptions within PAS as an
essential HR framework, as well as psychological positive resources and PCV of
academics at Egyptian private universities. Therefore, future researchers are advised to
explore public universities, as HR system vary significantly, along with other HR
practices related to academic management. The methodology relied upon a cross-
sectional, quantitative, survey-based investigation; therefore, future researchers may
consider applying longitudinal qualitative analyses for providing a more thorough
comprehension of the psychological mechanics underlying academics’ perceptions.
Moreover, comparative studies comparing PASs among Egyptian and foreign
universities, especially those to which most private universities are affiliated, will serve
as a resourceful addition to future literature.

6. Conclusion

In summary, this paper analyzes the impacts of varying perceptions of PAS among
academics at Egyptian private universities and their senses of PC on their feelings of
PCV. The results have confirmed the validity of the three hypotheses, indicating the
significance of further investigation into the perceptions of academics regarding the
selected PAS and identifying the types of HR practices and policies that enhance their
PC.
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