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Abstract - Even though the impact of psychological contract to several job related outcomes is well documented, a less 
attention has been drawn to check the relationship between psychological contract and job performance, especially in Sri 
Lankan context. The main purpose of this study is to identify whether there is a positive relationship between the contents of 
psychological contract and job performance of audit trainees who have engaged in international audit firms. Further, the 
current study was designed to identify the relationships of transactional contract and relational contract on the job 
performance of audit trainees. This is a cross sectional descriptive research in nature. A standard questionnaire was used to 
collect primary data through a survey. The respondents were the audit trainees those who are working for international audit 
firms, selected from four international audit firms operating in Sri Lanka. Descriptive statistics, t-tests and one- way 
ANOVA were used to analyze the data and to make conclusions. Findings discovered that the contents of psychological 
contract have a significant positive relationship with the job performance of audit trainees. Further, it was revealed that both 
transactional and relational contracts also have positive relationships with job performance of audit trainees in international 
audit firms. Finally, it is concluded that psychological contract has a strong positive significant relationship with audit 
trainees’ job performance and further, it is concluded that the relational contract has a major impact on job performance of 
audit trainees than transactional contract. It is suggested that audit firms may address the requirements and expectations of 
the trainees in order to attain a high performance from them. Cross validation of the findings of this study to be done in 
different industries and different cultures comparatively among a bigger sample in subsequent studies is recommended, 
which will add more insights to the substance of the present study. 
 
Keywords - Psychological contract, Transactional contract, Relational contract, Job performance 
 
I. INTRODUCTION 
 
Growth and profitability are the ultimate objectives of 
any organization. Better performance of employees 
will drive the organization towards high profits and 
growth. At the same time, the poor performance of 
the employees will be a distractive element for the 
success of organizations. Therefore, the entire 
performance and the reputation of any organization is 
within  the hands of its employees. 
 
Job performance indicates many of the important 
aspects which depend on company’s expansion, 
growth and production. If a company possesses with 
healthy and good workforce and with good working 
conditions, it will result in a steady production, 
reduces the risks and injuries etc. 
Job performance can assess whether the employees 
are performing their jobs well. Even though this is an 
individual- level variable, this is the foundation for 
any organizational outcome and success. 
Generally, job performance is the work related 
activities which an organization expects from an 
employee and how well such employee executes the 
expected activities. 
Performance can be defined as an activity that an 
individual is able to accomplish, or, an assigned task 
by utilizing the available resources (Gupta & 
Chandwani 2014). According to International 
Auditing and Assurance Standard Board (2016), 

financial auditors are working as assurance providers 
regarding the financial position and performance of 
organizations. And also, it is the responsibility of 
auditors to perform audits with maintaining the audit 
quality when issuing assurance reports which are 
based on sufficient and appropriate audit evidences 
(Sri Lanka Accounting and Auditing Standards 
Monitoring Board 2014).  
The Accounting and Auditing environment in which 
these organizations operate is dynamic and it is 
subject to changes. Therefore, organizations will not 
be able to survive only through good technology or 
with good training and development programs. Thus, 
a high emphasis on effective performance of 
employees is needed. Because, employee 
performance is the only thing that cannot be copied 
by other competitors and which leads towards the 
competitive advantage. The competitive advantage of 
an organization in the fierce market is directly 
determined by the performance of employees. 
Further, it impacts on the long term development of 
the organization. 
When an employee joins with an organization, variety 
of paper contracts will be signed where both the 
individual and the organization build expectations of 
each other. However, majority of the employees will 
not realize that they are also forming unwritten 
contracts with the employers. And also, when new 
employees are recruited, the organizations have 
expectations regarding their contribution to the 
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organization. Though these expectations for both the 
employees and employers involve matters such as the 
things to be performed within the position, the skills 
and knowledge to be used etc. This is recognized as 
the psychological contract, which emphasizes at the 
unwritten agreements formed between employer and 
employee. Aggrawal & Bhargava (2009) cited 
evidence from Rousseau, (1989) and stated that the 
psychological contract means the relationship among 
the employer and employee in terms of unwritten 
expectations. According to Patrick (2008), studies 
have indicated that employees with a healthy 
psychological contract work more efficiently even 
with less supervision. The psychological contracts 
which are more flexible have less violations. A strong 
psychological contract results in voluntary 
commitment resulting from the employees. It leads to 
more consistent fulfillment as compared to what 
results obtained by forcing. Further, it motivates 
employees to comply with the contract. 
Cavanaugh & Raymond (1999) stressed that 
psychological contracts may vary according to the 
basis of the degree to which they are transactional 
versus relational in nature. According to Cavanaugh 
& Raymond (1999), the transactional element 
comprises with specific, short-term and monetary 
obligations which do not require a high involvement 
by the organization and employee (e.g. organizations 
are paying for the employees regarding the services 
provided by them). The relational component 
encompasses broad and long-term obligations, and 
will be based on the exchange of socio emotional 
aspects (e.g. commitment and trust). Literature 
provides evidence that the employees and employers 
often have different perceptions regarding what the 
organizations owe to them (Aggrawal &Bhargava 
2009). In this context the perceptions of employers 
and employees result in perceived contract breach, 
which has deleterious effects on employee attitudes 
and behaviors (Aggrawal & Bhargava 2009). 
 
Generally auditors are performing a significant role in 
commercial sector but in a silent form. There are very 
few global audit firms operate in SriLanka which are 
providing professional services. Therefore,this study 
focuses with a special reference to the auditors who 
work at international audit firms operate in Sri Lanka. 
According to Institute of Chartered Accountants Sri 
Lanka (2017) there are 144 audit firms in Sri Lanka 
and among them, few audit firms are operating as 
international audit firms by partnering with global 
audit firms. 
 
II. PROBLEM STATEMENT 
 
In Sri Lanka, all the limited companies need to carry 
out a statutory audit annually by professionally 
qualified auditors as per Companies act no 07 of 
2007. There are about 10,500 registered companies in 
Sri Lanka (Department of Registrar of Companies Sri 

Lanka) and among them according to Colombo Stock 
Exchange (2017) there are 296 listed companies 
which represent 20 business sectors. All the external 
audits of these 10,500 companies need to be done by 
144 audit firms in Sri Lanka. As a practice, large 
scale and listed companies are audited by 
international audit firms, due to the limitations of 
resources. As a result each and every international 
audit firm has to provide major assurance service for 
a large number of large scale companies. One of the 
most critical problem faced by every audit firm is to 
uplift the employees’ (trainees’) performance in order 
to attain a high level of productivity and competitive 
advantage. It seems that the trainees play a vigorous 
role in completing audits. Therefore, there should be 
an effective psychological contract between 
employers and these employees (trainees). Unless it is 
difficult to retain satisfied employees and it will 
negatively impact on employee performance and 
ultimately on the entire company’s performance as 
well. There are many factors affecting employee job 
performance. Among them, this study emphasizes on 
how psychological contracts effect on employee job 
performance. In Sri Lankan context there were 
minimum studies conducted relating to this problem 
area. Therefore, it is important to pay attention 
regarding this matter in order to enhance the 
performance of employees. As the accounting and 
auditing environment subjects to changes, 
organizations need to attain a high competitive 
advantage. The most fundamental thing to achieve 
such advantage is non other than its employees. To do 
that, employers have to maintain an effective 
psychological contract. Therefore, this study focuses 
on finding out What is the Impact of the Contents of 
Psychological Contract Has on Audit Trainees’ Job 
Performance in Sri Lankan Context. It highlights 
numerous strategies that an organization can adopt to 
improve employee job performance. 
 
III. OBJECTIVES OF THE STUDY  
 
3.1. General Objective  
The overall objective is to examine whether there is 
an Impact of the contents of psychological contract 
on audit trainees’ job performance.  
 
3.2. Specific Objectives  
Further this study endeavors to achieve following 
secondary objectives;  
 
 To find out the impact of transactional contract 

on audit trainees’ job performance.  
 To find out the impact of relational contract on 

audit trainees’ job performance. 
 
IV. LITERATURE REVIEW 
 
Job performance is known as the directories which 
are used to evaluate employees in terms of the 
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consumption of control activities and effective 
operations towards achieving organizational goals 
(Chi et al. 2008).  There is a myth that the term 
performance is same as the productivity. But they are 
two distinct concepts (Jarad et al, 2010), where 
productivity is a ratio expressing the capacity of work 
and performance is larger and advance indicator that 
may be in terms of quality, consistency, and other 
factors including productivity (Ricardo & Wade 
(2001) and cited in Jarad et al, (2010)).  
Auditors’ job performance seems more important as 
it influences the audit quality which may cause 
accounting and auditing negligence frequently that 
may affect the profession of auditing and the general 
public (Kalbers & Cenker (2008) and cited in chia et 
al, (2013)). Job performance of auditors can be 
simply described as audit quality and also audit 
quality can be measured in several perspectives in 
terms of effectiveness and efficiency in conducting 
audit field works and decision making performance 
(McDaniel, 1990; Ashton, 1990 and cited in 
Mohd,2011). According to Fisher (1995), it has been 
stressed that the role ambiguity and the role conflict 
leads to a lower performance of auditors and a 
reduction of job satisfaction. Consequently, he argues 
that the audit firms should take required actions to 
reduce the role stress of auditors’ work settings. 
Fisher (1995) cited evidence from Anderson, (1976); 
McGrath, (1976) and stated that a moderate level of 
stress drives the majority of auditors towards a 
motivation for optimal performance. McNamara & 
Liyanarachchi,(2008), as cited in Alderman & 
Deitrick,(1982) have found that the proper 
performance of audit could be assisted by audit 
programs. Audit program is a comprehensive 
summary which includes the relevant work which 
have to be carried out at any given audit assignment. 
 
Employees are the most important and the unique 
resource in any organization which can be mixed with 
other resources in order to attain a sustainable 
growth. Therefore, all the employers should give a 
proper attention to their employees and should keep a 
good relationship with them. When the employers are 
doing like that, the employees will feel a sense of 
belongingness and they may feel that the employer 
values them. However, if the employer fails to do so, 
then the employees will think that why should they 
give their maximum commitment to the organization. 
It seems that the employees are mentally bound with 
their employers. This unwritten mental binding is 
called as “Psychological Contract”. According to 
Rousseau (1989), Psychological contract is a belief of 
employees in a reciprocal obligation among 
organization and its employees. Further, such contract 
becomes as an essential element of the relationship 
between employee and employer as it affects the job 
outcomes. Psychological contract plays an important 
role in helping to understand and define the 
contemporary employment relationship. (Tyagi & 

Agrawal, 2010). Ballou (2013) cited evidence from 
Hess & Jepsen (2009) and stated that the 
development of a psychological contract starts with 
subjective viewpoints which are held by job applicant 
and are predicted by the belief that there will be 
reciprocity when the job applicant is hired. Rahman 
et al, (2016) cited evidence from Beardwell & 
Claydon (2007) and stated that psychological 
contracts are regarding a particular persons’ beliefs 
which are formed by the employer regarding the 
unwritten terms and conditions of an agreement. 
Aggrawal &Bhargava, (2009) cited evidence from 
Rousseau & Parks, (1993) and stressed that the 
psychological contracts can be categorized in to four 
categories at an aggregate level based on its strength 
generality. They are, 
 
 Transitional Contracts- These contracts are close- 

ended, specific, static and narrow in scope. 
Employees with this type of a psychological 
contract are expecting more financial and 
material exchanges and they have a short term 
commitment for their obligations 

 Transactional Contracts- Transactional contracts 
indicate the obligations more towards the 
economic side and they are highly emphasizing 
remuneration as well as other short term benefits 
of the employees. 

 Balanced Contracts- Balanced contracts are the 
open- ended and relationship oriented contracts 
which are subjective to change with the time. 

 Relational Contracts- Relational contracts are 
open- ended membership with an incomplete or 
ambiguous performance requirements attach with 
continued membership. When compared with 
transactional psychological contract, the 
employees who possess with a relational contract 
may perceive that there is more to the 
relationships with their employers than the 
economic exchange. 

 
V. CONCEPTUAL FRAMEWORK 
 

Figure 01: Conceptual Framework 

 
(Source: Author,2017) 
 
The study considers contents of psychological 
contract as independent variable and job performance 
as dependent variable. Transactional contract and the 
relational contract are considered as the dimensions 
of psychological contract, and audit quality and 
tolerating stress is considered ad the dimensions of 
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job performance. The conceptual framework of the 
study is shown in figure 01. 
 
VI. ADVANCING OF HYPOTHESES 
 
Having considered to the evidences supported by 
literature, following hypotheses have been advanced 
by the researcher. 
H1 : There is a positive relationship between the 
contents of psychological contract and employee job 
performance. 
H1a: There is a positive relationship between 
transactional contract and employee job performance.  
 
H1b : There is a positive relationship between 
relational contract and employee job performance. 
 
VII. OVERALL RESEARCH DESIGN 
 
This study is named as “Effect of the contents of 
psychological contract on job performance” with a 
special reference to audit trainees at international 
audit firms in Sri Lanka. This is a quantitative type 
study which tries to find out the solution for the 
research problem of “What impact does the contents 
of psychological contract have on the job 
performance of audit trainees?” Since this study tries 
to find out the formulated hypotheses and the 
established relationships in the research model, this 
would be considered as an explanatory research. 
Further, the study is a descriptive study which 
explains the relationships between the variables. 
Mainly, the research describes the data and 
characteristics and further, it studies the averages, 
mean values, frequencies and other statistical 
calculations. The research is based on a quantitative 
explanatory research design. Further, the required 
primary data have been collected at a single point of 
time and therefore, the study is a cross sectional 
study. The interference of the researcher was 
minimum in the study. Unit of analysis was done at 
individual level. The study has been conducted 
among 50 audit trainees from four international audit 
firms and the sample was drawn through convenient 
sampling. Data were collected through a pre- tested, 
standard questionnaire which has met the accepted 
standards of validity and reliability. Collected data 
were analyzed though SPSS. Further, frequency 
analysis, correlation test and regression analysis have 
been used to analyze data in order to test the 
advanced hypotheses. 
 
VIII. DATA ANALYSIS  
 
As the objectives set out, the study was conducted to 
check the impact of the contents of psychological 
contract on job performance. The researcher 
conducted a cross – sectional survey and the primary 
data were collected through a questionnaire. Since the 
population is unknown, a convenient sampling 

method has been used to collect primary data. The 
questionnaire was distributed among 50 audit trainees 
of four international audit firms. Forty four (44) out 
of fifty has responded to the questionnaire and all the 
responses were eligible for the purpose of analysis 
through SPSS. As such, it resulted an 88% response 
rate out of the total sample. 
 
According to the data collected, 52.3% of the total 
respondents were males. A significant portion of the 
sample consisted with degree holders. (It is 
approximately a 45.5% of the entire respondents). 
The second major portion of the sample was  with a 
professional qualification. ( i.e. either CA, ACCA, 
CIMA or AAT) . only 11.4% of the total respondents 
were just after A/Ls. Approximately 52.3% of the 
total respondents were earning more than Rs.10,000. 
Also, 48% of the respondents were working with the 
current employer for 1-2 years.  
 
IX. RELIABILITY AND VALIDITY 
 
9.1 Validity  
Validity indicates the degree to which the tool 
measures what it is supposed to measure. It denotes 
the believability or credibility of the research. 
 
9.1.1 Validity of Transactional Contract 
According to table 01, it is visible that the KMO of 
transactional contract is 0.683 where the sig value is 
0.000. Having a lesser KMO of 0.683 of transactional 
contract does not mean that the sample is unaccepted. 
According to the reference given by Kaiser, such 
amount can be considered as “mediocre”. Therefore, 
this amount can be accepted.  
 

Table 01: Results of Transactional Contract 
KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. .683 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 51.702 

Df 6 
Sig. .000 

(Source: Author,2017) 
 
9.1.2 Validity of Relational Contract 
Table 02 indicates that the KMO value of the 
relational contract is 0.849. also, the sig value is 
0.000. having a KMO of.849 denotes that the 
obtained sample of the dimension is adequate enough. 

Table 02:  Results of KMO Test- Relational Contract 
KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. .849 
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Bartlett's Test of 
Sphericity 

Approx. Chi-
Square 231.560 

df 36 
Sig. .000 

(Source: Author,2017) 
 
9.1.3 Validity of Job Performance 
Table 03 shows that the KMO value of job 
performance is 0.801 at the significance of 0.000. 
since the KMO value falls above 0.7,it can be said 
that the selected sample is adequate enough  for the 
research proceedings. 
 

Table 03: Results of KMO Test- Job Performance 
KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy. .801 

Bartlett's Test of 
Sphericity 

Approx. Chi-
Square 307.355 

df 55 
Sig. .000 

(Source: Author,2017) 
 
9.2 Reliability 
Reliability of the variables are measured by the value 
of Cronbach's alpha. This measures the internal 
consistency of the variables. In simply, it shows how 
a set of items are closely related as a group. Further, 
it measures the correlations of various items on a 
same test. In most of the social science researches, an 
alpha value of 0.7 or above is considered as 
“acceptable”. Having considered that, the Cronbach's 
alpha coefficient of all the three variables of this 
study as shown in table 04 indicates coefficients of 
0.779, 0.905 and 0.871 respectively, which designate 
that the items have a relatively high internal 
consistency. 
 

Table 04 Results of Cronbach’s Alpha 
Variable Cronbach’s Alpha 
Transactional Contract .779 
Relational Contract .905 

Job Performance .871 
(Source: Author,2017) 
 
X. TEST OF LINEARITY 
 
The linearity assumption has been tested with scatter 
plots. The scatter plots indicate how one variable is 
affected by another variable. In this research, the 
researcher made an assumption that there is a linear 
relationship among the contents of psychological 
contract and job performance. 
 
 

XI. CORRELATION ANALYSIS 
 

Table 05: Results of Correlation Analysis of  TC, RC,PC and 
JP 

Correlations 

  

Tran
sacti
onal 
Cont
ract 

Rela
tion
al 
Cont
ract  

Psyc
holog
ical 
Contr
act  

Job 
Perfor
mance 

Transact
ional 
Contract 

Pearso
n 
Correl
ation 

1 .664
** 

.928*

* .562** 

Sig. 
(1-
tailed) 

  0 0 0 

N 44 44 44 44 

Relation
al 
Contract 
Average 

Pearso
n 
Correl
ation 

.664*

* 1 .894*

* .704** 

Sig. 
(1-
tailed) 

0   0 0 

N 44 44 44 44 

Psychol
ogical 
Contract 
Average 

Pearso
n 
Correl
ation 

.928*

* 
.894
** 1 .686** 

Sig. 
(1-
tailed) 

0 0   0 

N 44 44 44 44 

JPAvg 

Pearso
n 
Correl
ation 

.562*

* 
.704
** 

.686*

* 1 

Sig. 
(1-
tailed) 

0 0 0   

N 44 44 44 44 
**. Correlation is significant at the 0.01 level (1-
tailed). 

(Source: Author,2017) 
 
Since the scatter plots indicate linear relationships, 
the Pearson correlations have been computed between 
transactional contract, relational contract, 
psychological contract and job performance. Table 09 
indicates that the Pearson correlations of transactional 
contract, Relational contract and psychological 
contract are, .562, .704 and .686 respectively. 
Correlation coefficient of transactional contract 
suggests that there is a significant moderate positive 
relationship between transactional contract and job 
performance. Also, the coefficient of .794 of 
relational contract suggests that there is a significant 
strong positive relationship between relational 
contract and transactional contract. Ultimately, it 
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suggests that there is a strong positive relationship 
between psychological contract and job performance 
as the correlation coefficient is .686, which is closer 
to .7. 
 
As table 09 shows, the significant value (.000) is 
smaller than the desired level of significance.( 0.01) 
at 99% confidence level, the resulted correlation 
coefficients, .562, .704 and .686 are statistically 
significant. As such, there are statistical evidences to 
claim that there are significant relationships between 
transactional contract, relational contract, 
psychological contract and job performance. 
 
XII. SIMPLE REGRESSION ANALYSIS 
 
12.1 Simple Regression Analysis of Psychological 
contract 
According to table 10, it indicates that the slope of 
the regression of psychological contract is 0.686 
which is significant. (significance = .000) R square of 
psychological contract is 0.471. It is commonly 
accepted a relationship is strong if the R value equals 
or exceed 0.7. as the r value of psychological contract 
is .686, which is closer to .7, it can be said that the 
relationship between the psychological contract and 
job performance is strong. 
 
Table 06: Results of Simple Regression Analysis Psychological 

Contract 
Method Linear 

R .686 

R Square .471 

Adjusted R Square .458 

F 37.362 

Significance .000 

B – constant 2.177 

Standardized Beta .686 

(Source: Author,2017) 
 
Equation 01: Regression of Psychological Contract 
and Job Performance  
 
ܻ = ݉ܺ + ܿ 
Job Performance = 2.177 + .686 Psychological 
contract  
 
Where,  
Y= Job performance and X= Psychological contract  
As per the results of simple regression analysis shown 
above, the main hypothesis is accepted, consequently, 
relationship is also positive. As such, data support the 
hypothesis that there is a positive relationship 
between psychological contract and job performance. 

(H1: There is a positive relationship between 
psychological contract and job performance). 
12.2 Simple Regression Analysis of Transactional 
contract 
According to table 11, the slope of the regression of 
transactional contract is 0.562 which is 
significant.(Significance = .000). Having an R square 
of 0.316 indicates that the impact of transactional 
contract on job performance is moderate. Also, it 
results an adjusted R square of 0.300. The F value of 
transactional contract is 19.401where as the p value is 
0.000. As per the generally accepted rules, as the R 
value of transactional contract is less than 0.7 and 
more than 0.4, it can be said that the relationship 
between transactional contract and job performance is 
moderate. 
 
Table 07: Results of Simple Regression Analysis Transactional 

Contract 
Method Linear 
R .562 
R Square .316 
Adjusted R Square .300 
F 19.401 
Significance .000 
B – constant 2.749 
Standardized Beta .562 

(Source: Author,2017) 
 
Equation 02: Regression of Transactional Contract 
and Job Performance  
 
ܻ = ݉ܺ + ܿ 
Job Performance = 2.749 + .562 Transactional 
contract  
 
Where,  
Y= Job performance and X= Transactional contract 
According to the evidences above, the first sub 
hypothesis is also accepted, consequently, the 
relationship is also positive. The gathered data 
support that there is a positive relationship between 
transactional contract and job performance. (H1a: 
There is a positive relationship between transactional 
contract and job performance). 
 
12.3 Simple Regression Analysis of Relational 
Contract 
 
According to table 12, it shows that the slope of the 
regression of relational contract is, .704 at the 
significance of 0.000. the R square and the adjusted R 
square are 0.495 and 0.483 respectively. The table 
indicates that the F value of relational contract as 
41.207. the R value which falls above 0.7 indicates 
that the relationship between relational contract and 
job performance is strong 
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Table 08: Results of Simple Regression Analysis Relational 
Contract 

Method Linear 
R .704 
R Square .495 
Adjusted R Square .483 
F 41.207 
Significance .000 
B – constant 2.040 
Standardized Beta .704 
(Source: Author,2017) 
 
Equation 03: Regression of Relational Contract and 
Job Performance  
 
ܻ = ݉ܺ + ܿ 
Job Performance = 2.040 + .704 Relational contract  
 
Where,  
Y= Job performance and X= Relational contract 
Accordingly, the simple regression analysis of 
relational contract sown above provides the evidences 
to accept the second sub hypothesis as well. And 
consequently, it also consists with a positive 
relationship. Data supports the hypothesis that there is 
a positive relationship between relational contract and 
job performance. (H1b : There is a positive 
relationship between relational contract and job 
performance). 
 
XIII. FINDINGS, RECOMMENDATIONS AND 
CONCLUSION 
 
13.1. Key Findings 
 

Table 09: Key Findings 
Independent 
Variable/Dimen
sion 

Dependen
t Variable 

Hypothesi
s 

Accept
ed/ 
Rejecte
d 

Psychological 
contract 

Job 
performa
nce 

H1: there 
is  positive 
relationshi
p between 
psychologi
cal 
contract 
and job 
performan
ce 

Accept
ed 

Transactional 
Contract 

Job 
Performa
nce 

H1a:there 
is  positive 
relationshi
p between 
transaction
al contract 
and job 
performan
ce 

Accept
ed 

Relational 
Contract 

Job 
Performa
nce 

H1b:there 
is  positive 
relationshi
p between 
relational 
contract 
and job 
performan
ce 

Accept
ed 

(Source: Author,2017) 
 
The hypotheses were carried out using the results 
obtained from Pearson correlation and regression 
analysis. As a whole, the results have proved that all 
the hypotheses concerned with a positive relationship. 
According to the descriptive statistics obtained, 
relational contract was considered to be as the vital 
dimension of psychological contract, as it resulted the 
highest mean value of 3.5101. Simultaneously, 
transactional contract was the second dimension 
which resulted a mean value of 3.1705. 
 
DISCUSSION OF THE RESULTS 
 
The study was carried out in order to check what 
extent the psychological contract impacts on the job 
performance of audit trainees of international audit 
firms. Based on the existing literature, the conceptual 
framework was developed to check the job 
performance of audit trainees with the independent 
variable (psychological contract) and with its 
dimensions. ( transactional contract and relational 
contract). According to the research findings, it is 
corroborated that there is a significant positive 
relationship between the contents of psychological 
contract and job performance of audit trainees in 
international audit firms.  
Population of the study was audit trainees of 
international audit firms. Since the population is 
unknown, convenient sampling method has been used 
to collect primary data. 50 audit trainees from four 
international audit firms have been selected as the 
sample. A standard questionnaire was distributed 
among the sample and 44completed questionnaires 
could be get back resulting a response rate of 88%. 
The study used a quantitative method and the study is 
a cross- sectional study. The questionnaire consisted 
with three sections. (section I, section II and section 
III). The first section consistedwith demographic and 
other personal information. Section II of the 
questionnaire consists with the questions relevant to 
psychological contract and the section 3 consists with 
the questions of job performance. SPSS (Statistical 
Package for the Social Science) was used to analyze 
the gathered data.  
It was found that there is a strong positive significant 
relationship between psychological contract and job 
performance. In addition, it was found that there are 
strong positive significant and moderate positive 
significant relationships between relational contract 
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and job performance and transactional contract and 
job performance respectively. The Pearson 
correlations between the above variables are .686, 
.704, .562 for psychological contract, relational 
contract and transactional contract respectively. The 
results are significant at 99% confidence level. The 
study was based on one- tailed tests. 
According to the study conducted by Rahman et al 
(2017), it was revealed that the psychological contract 
and work engagement consists with positive 
relationships with the contextual performance and job 
satisfaction of employees. Further, according to the 
study conducted by Lee (2012), it was found that the 
audit performance is better with relative performance 
contract than with profit sharing contract. Having 
considered that, it seems that the results of the current 
study agree with the results of previous studies, as the 
current study results with positive relationships 
between the independent variable (psychological 
contract), its dimensions ( transactional and relational 
contracts) and job performance. Also, the current 
results agree with the findings of Lee (2012) as it 
revealed that the audit trainees’ job performance is 
better with relational contract than with transactional 
contract. 
The simple regression analysis proves that the 
transactional contract, relational contract and 
psychological contract have positive relationships 
with job performance, which have been established 
with the strength of beta values of 0.686, 0.562 and 
0.704 respectively. 
 
RECOMMENDATIONS 
 
According to the data analysis, it was revealed that 
there is a strong positive significant relationship 
between psychological contract and job performance 
of audit trainees. As such, it is recommended the 
audit firms to address the requirements and 
expectations of  the trainees in order to attain a high 
performance from them.  
Transactional contract of the current research was 
measured by the indicators of salary, other benefits 
and equity. The results found that there is a moderate 
positive relationship between transactional contract 
and job performance of audit trainees. Having  
considered that, it is recommended to the HR 
departments of the audit firms to uplift the awareness 
of transactional contract such as , to increase 
healthcare benefits, to provide fair pay in compared 
to the other employers in the similar industry, to 
provide adequate equipment to perform the given 
tasks, to treat all the employees in a fair manner and 
to have transparency in HR policies and practices 
within the organizations. (i.e the employees should be 
aware about the determinants of their salary, and 
other benefits etc.) 
 
Relational contract of the current research has been 
measured by the indicators of growth opportunity, 

work culture and developmental opportunities. The 
results of data analysis revealed that there is a 
significant positive strong relationship between 
relational contract and job performance of audit 
trainees. As such, it can be further recommended that 
the employers could provide opportunities for 
trainees to develop their skills (especially technical 
skills and soft skills), provide recognition for the 
accomplishments, provide job training, provide 
supportive co-workers etc. 
 
LIMITATIONS OF THE STUDY 
 

The study involves audit trainees from four 
international audit firms, and the sample was limited 
to 50 participants. 
The generalization of the research was limited as the 
data collection was limited to audit trainees of four 
international audit firms where there are about 144 
registered audit firms  in the country.  
 
Current research was limited to two dimensions of 
psychological contract (i.e. transactional contract and 
relational contract) where there are some other 
dimensions such as transitional contract, balanced 
contract etc. 
 
CONCLUSION 
 
Having considered all the factors enumerated above, 
it can be concluded that there is a significant positive 
strong relationship between psychological contract 
and job performance of audit trainees. And further, it 
was found that relational contract is the most 
important dimension that affects the audit trainees’ 
job performance than transactional contract. The 
main objective of the study was to examine whether 
there is an Impact of the contents of psychological 
contract on audit trainees’ job performance. The 
results found that there is a significant impact of the 
contents of psychological contract on audit trainees’ 
job performance. In addition to that, the study 
endeavored to check the impact of relational contract 
on the job performance. The results also suggested 
that there is a moderate impact of transactional 
contract on audit trainees’ job performance. Further, 
the second specific objective, which was to check the 
impact of relational contract on job performance has 
also been addressed by the results of the study. It also 
revealed that there is a significant impact of relational 
contract on job performance of audit trainees. As 
such, all the objectives (i.e. the main objective and 
the two specific objectives) are achieved. 
 
It is suggested to future researchers to increase the 
extent of the industry, to increase the sample size and 
to add more dimensions of psychological contract  in 
order to obtain a clear and most accurate results. 
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