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Abstract: This study looks at how contract violaƟons impact the emoƟonal strain that employees experience working 
for event management companies in Port Harcourt. It also looks at how these violaƟons impact employee 
commitment, affecƟve responses, and deep surface job saƟsfacƟon. According to correlated study, a work-related 
breach of contract is a sort of promissory contract that an employer offers to an employee in exchange for that 
individual's maximum contribuƟons within the firm. Ten (10) event management companies in Port Harcourt, Nigeria, 
were the study's respondents. Responses were gathered using a descripƟve research approach. AŌer all, data analysis 
was conducted on 80 respondents using the purposive sample technique. For data analysis and hypothesis tesƟng, 
descripƟve staƟsƟcs and Pearson Product Moment CorrelaƟon were employed. Empirical findings revealed that lack 
of fulfilment of organizaƟonal obligaƟons predicted both emoƟonal exhausƟon, lack of commitment and job 
dissaƟsfacƟon, because employees seek out a bilateral relaƟonship when they are employed in an organizaƟon. There 
is a significant effect of commitment on deep surface, a posiƟve influence of job saƟsfacƟon on deep surface and role 
played by affecƟve on deep surface. Contract is one way of seeking this reciprocaƟon which is formed during the pre-
employment recruitment and negoƟaƟons. But breach of such contracts and promises may have negaƟve reacƟon 
on working environment. Overall, the findings posits that commitment, affecƟve and job saƟsfacƟon within event 
management firms has a significance factor to drive the employee intenƟon to stay and realizaƟon of set goals by 
event management firms. 

Keywords: Psychological Contract, EmoƟonal Strain, Job SaƟsfacƟon, OrganizaƟonal ObligaƟon, Employee Strain, 
Commitment 

 

 

INTRODUCTION 

Since everyone experiences emoƟons, employee emoƟonal strain is one of the most ignored or 
understudied topics in study. EmoƟons are crucial to how employees perform their everyday tasks 
at work. Employee emoƟonal strain shows how difficult it can be for workers to keep a helpful, 
compassionate aƫtude when they may be juggling addiƟonal difficult circumstances on top of 
internal work-related concerns. According to McCrae and John (1992), employee emoƟonal strain 
is the act of emoƟonal stability characterized by stress tolerance and a decrease in negaƟve affect. 

Employee emoƟonal strain can also refer to the psychological strain and unease brought on by 
internal conflicts, frustraƟons, bereavement, and a lack of personal security in addiƟon to 
situaƟons of risk, threat, and uncertainty. Likewise known as emoƟonal strain. Therefore, the 
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phrase "emoƟonal labor" is used to characterize the requirements for emoƟonal strain (Grandey, 
2000; Rafaeli & SuƩon, 1987; Zapf, 2002). For example, employees who are under stress may 
operate more superficially and less profoundly. For this reason, researchers in occupaƟonal health 
psychology have long argued in favor of longitudinal field studies that enable tesƟng of effect 
direcƟons (de Jonge et al., 2001; Frese & Zapf, 1988; Zapf et al., 1996). Currently, it is widely held 
that workers in many service-related industries are the company's iniƟal point of contact with 
clients and should be treated as such. In an effort to beƩer understand employee emoƟonal 
strain, researchers have hypothesized that emoƟonal strain can be broken down into several 
components, including emoƟonal performance, emoƟonal stress, emoƟonal control, emoƟonal 
requirement, and emoƟonal anxiety (Grandey & Gabriel, 2015). Although, for some professions 
(like teaching), these emoƟonal needs may contain negaƟve or neutral displays, the "integraƟve" 
goal of displaying posiƟve displays and concealing negaƟve ones is usually associated with the 
emoƟonal requirements (Schutz & Lee, 2014). The effort made by workers to conform to the 
socio-emoƟonal requirements of their jobs is referred to as emoƟonal regulaƟon. Three key 
techniques for controlling emoƟons have been idenƟfied by researchers: authenƟc emoƟonal 
labor, deep acƟng, and surface acƟng. 

Since emoƟonal strain has a greater influence on employee behaviors than other types of 
workplace strain, it is crucial to take into account. It may also be more fundamental. Nonetheless, 
the behavioral and aƫtude effects of emoƟonal states at work have a significant impact on people 
individually, in groups, and on society as a whole (Weiss, 2002). When one lets unpleasant 
emoƟons influence their general aƫtude or mood at work, there might be a lot of unintended 
effects. It is expected of certain workers, like service providers, to respond politely and non-
aggressively to disrupƟve behaviors directed at them as well as to situaƟons that typically cause 
negaƟve emoƟonal reacƟons, like being a demanding, impaƟent, or irate customer (Hoel and 
Einarsen, 2003; Pizam, 2004). Employee emoƟonal strain can be affecƟve, normaƟve, and 
therefore has long-term consequences. Ashforth and Humphrey (1993) define employee emoƟon 
in behavioral terms as the act of displaying the appropriate emoƟons for organizaƟon. Grandey 
(2000), in his integraƟve model, posits that the process of managing feelings and emoƟonal 
expressions is the core of emoƟonal labor, because it addresses how employees deal with 
emoƟon of job saƟsfacƟon. Employees engage in what is termed “emoƟonal labor” by 
demonstraƟng polite and pleasant manners regardless of the customer's behavior. 
These definiƟons personify the widely held belief that the organizaƟon wants the right emoƟon. 
These concepts, surface and deep acƟng, were first used by Hochschild (1983) in reference to 
emoƟon management techniques. When an employee engages in surface acƟng, they just modify 
the external manifestaƟon of their emoƟons; in deep acƟng, however, they make an effort to 
bring their internally felt emoƟons into compliance with normaƟve expectaƟons. The 
aforemenƟoned points of view are endorsed by Diefendorff et al. (2005), Brotheridge and Lee 
(2003), CoseƩe and Hess (2009), John and Grandey (2004), and Wharton (2009). Because surface 
acƟng misaligns expressed and felt emoƟons, research has shown that surface behaving causes 
emoƟonal dissonance, or negaƟve effects on employees. 
Conversely, psychological contracts which are developed during pre-employment recruiƟng and 
negoƟaƟons—are one means of pursuing this reciprocaƟon. According to Rousseau and Parks 
(1993), psychological contracts are a sort of promissory agreement that an employer offers to a 
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worker in exchange for the worker's contribuƟons to the company. According to earlier research, 
when workers believe their companies aren't able to keep their word or perform their obligaƟons, 
bad things happen to them and they develop unfavorable aƫtudes (Lambert, Edwards, & Cable, 
2003). However, breaking such agreements and commitments could have a bad effect on how 
people feel about their jobs. 
EmoƟonal strain experiences are associated with promises made to employees not being fulfilled. 
Employees feel that their bosses have not lived up to their expectaƟons or obligaƟons. 
Furthermore, a shiŌing relaƟonship between expectaƟons, graƟficaƟons, and ramificaƟons is a 
parƟcularly clear indicator of the complexity of employment interacƟons between employer and 
employee.  Consequently, rather than considering the relaƟonship between the employer and 
employee as merely an exchange of explicit needs and saƟsfacƟons, contemporary study on the 
subject now sees it as a mulƟdimensional social exchange relaƟonship. ConvenƟonal employment 
contracts demonstrate that employers are required to honor their commitments and duƟes. 

As a psychological contract breach contributes to employee experience of job strain, it is also 
linked to faƟgue, lack of commitment, non-affecƟve and depersonalizaƟon that leads to job 
dissaƟsfacƟon, lack of commitment, lack of enthusiasm, and change in aƫtude and behavior to 
work. Job pressure and unhappiness are caused by contract breaches. In parƟcular, studies have 
shown that psychological contract breaches can predict employee commitment, intenƟon to stay, 
job saƟsfacƟon, and other aspects since they lead to psychosocial strain in the workplace. 
AddiƟonally, studies have demonstrated that the psychological contract breach is a 
representaƟon of an imbalance in the working relaƟonship that results in unfavorable emoƟonal 
states, a sense of tension, and a deteriorated employee impression of their company. According 
to this paƩern, affecƟve, employee commitment, and job saƟsfacƟon are indicators of emoƟonal 
strain among employees. The encoding of emoƟons connected to an object, such as when an 
employee believes their work is not appreciated, is known as the affecƟve component. For 
example, the emoƟve aspect of an aƫtude toward a problem could include feelings of happiness 
or sadness. As a connecƟng element between employees and the organizaƟon, commitment is 
thought to be a key component in employee producƟon (Fornes, Rocco, & Wollard, 2008) and 
contributes to the success of the organizaƟon (Fornes et al., 2008). The emoƟonal, psychological, 
and social welfare of workers at all levels and in all jobs is crucial when they are overworked, since 
it promotes job saƟsfacƟon inside the organizaƟon. This study found that there are two significant 
variables: employee emoƟonal strain, which includes deep acƟng, and three dimensions of 
contract breach, which are employee commitment, affecƟve, and job saƟsfacƟon.  In this study, 
each of these elements will be taken into account. Nevertheless, none of these research have 
parƟcularly looked at the impact of psychological contract violaƟons on employee emoƟonal 
distress or have an emphasis on event management companies. None of these invesƟgaƟons 
have been carried out in the chosen firms or in Port Harcourt, Rivers State, uƟlizing the variables 
taken into account in this invesƟgaƟon. This study therefore seeks to examine the role of contract 
breach on employee emoƟonal strain in selected event management firms in Port Harcourt.  

Purpose of the Study 
The purpose of this study is to contribute to the grasp of contract breach on employee emoƟonal 
strain by suggesƟng a canonical structural framework that defines the concept and by recognizing 
factors that influence its expansion. AƩaining the objecƟve includes classifying and elucidaƟng 
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the dimensions of contract breach as well as recognizing aƩainment index and barriers for firms 
to glance into employee emoƟonal strain.  
 

 

 

 

 

 

 

Figure: Study Model 

Source: Ryan and Deci (2001). 

 

LITERATURE REVIEW 

TheoreƟcal and Conceptual Review 

The conceptual review explains the context and scope of the study and censoriously examines 
what needs to be known in the field of discussion. Since the emoƟonal strain component of the 
irritaƟon scale, created by Mohr and colleagues (Mohr, Muller, Rigoƫ, Aycan, & Tschan, 2006), 
was used to measure psychological strain. Five items make up the subscale, which measures 
mental strain and emoƟonal irritability. These condiƟons are regarded to be indicators of more 
serious psychological impairments like depression or psychosomaƟc problems. The scale has 
already been used in numerous cross-secƟonal and longitudinal studies (e.g., Dormann & Zapf, 
2002; Frese, 1999; Schyns, 2006) examining the effects of work stressors. They maintained that 
in contrast to other commonplace business pracƟces, the underlying psychological contract has 
to be clearly understood and that psychological contract violaƟons should be handled in 
businesses in a way that minimizes addiƟonal harm. 
 EmoƟonal occupaƟon fulfillment may be aƩained through psychological employment fulfillment; 
these two constructs are evident, not inevitably connected, and have different antecedents and 
outcomes (Anwar, 2017). Research has indicated that when workers believe their companies are 
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not able to keep their word or perform as promised, there are bad consequences and aƫtudes 
that follow (Lambert, Edwards, & Cable, 2003).   
The broaden-and-build idea provides sƟmulus to achieve the study's goal. According to 
Frederickson's broaden-and-build theory (1998, 2001), experiencing good emoƟons increases the 
amount of affecƟve and cogniƟve resources that are available, allowing the person experiencing 
the emoƟon to temporarily access a larger pool of human capital. For instance, someone who is 
happy is more likely than someone who is irritated to have flexible, innovaƟve, and criƟcal 
thought processes. 
These brief, happy emoƟonal bursts result in a favorable adjustment in an individual's pool of 
opportuniƟes.  People are encouraged to explore a greater variety of ideas and behaviors than is 
customary by this posiƟve outcome (Fredrickson & Branigan, 2002, p. 314). The resources 
accumulated by the individual in these happy emoƟonal Ɵmes are long-lasƟng and can be used 
as emoƟonal reserves in the future. PosiƟve affect is a powerful force that has a lasƟng and 
resilient influence because the reservoir of accumulated human resources outlasts the brief and 
ephemeral experience of the emoƟon. The broaden-and-build idea emphasizes possible 
advantages connected to feeling happy emoƟon in research that have looked at posiƟve emoƟon.   
AddiƟonally, it has been demonstrated that experiencing unpleasant emoƟons can set off a chain 
reacƟon that leads to anxiety and despair.  According to this study, feeling happy has benefits 
beyond merely making you feel good. These benefits include helping to improve employee 
emoƟonal states and enhancing or decreasing an individual's access to resources that improve 
performance.   Furthermore, Fredrickson and Branigan (2002) showed evidence that people who 
feel good expand their thought-acƟon repertoires and range of aƩenƟon in the context of 
involvement. 
The study draws on Frederickson's (1998, 2001) broaden-and-build theory to link psychological 
contract breach to employee emoƟonal strain at work; as a result, related research on employee 
emoƟon strain alteraƟon has effecƟvely used this theory. 
Research by Fredrickson and Joiner (2002) showed that good emoƟonal experiences can act as 
catalysts for upward spirals toward happiness and contentment in one's work.  Moreover, it has 
been demonstrated that negaƟve emoƟons cause a spiraling descent toward dejecƟon and worry.  
According to this study, experiencing pleasant emoƟon has benefits beyond merely making you 
feel good. It can also lead to beƩer psychological states and either increase or decrease a person's 
pool of resources that they can use to improve their performance.   Nonetheless, Fredrickson and 
Branigan (2005) offered proof that people who feel good about themselves expand their range of 
helpfulness and thought-acƟon repertoires when it comes to engagement. These seem to be 
business tacƟcs meant to alter employee aƫtudes and business performance. Among the 
important factors to consider are affecƟve, job saƟsfacƟon, and commitment. This opinion stems 
from conversaƟons about what is known about the topic. In order to maintain a compeƟƟve edge 
and effecƟvely control employee turnover, businesses have recently placed a great deal of 
emoƟonal emphasis on fostering a beƩer working relaƟonship with their staff. But the main 
argument in favor of these iniƟaƟves is the emoƟonal toll that employees are under. This mostly 
relates to the alteraƟon of contract breaches by businesses, parƟcularly event management 
businesses, which has resulted in employee exodus and a labor scarcity in the industry. Turnover 
is a gauge of how long workers remain with a business and how frequently they must be replaced. 
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Rich et al. (2010) argue that pleasant emoƟons have a broadening effect on task-related thinking 
processes and have significant consequences for the development of an effecƟve workplace. For 
example, it is not essenƟal to break a contract with event management organizaƟons because 
workers in this field are typically highly trained and compensated fairly; oŌen, their tasks require 
a certain level of skill to be completed. Because these individuals bring specific talents and 
creaƟvity to the company, their departure not only halts service and producƟvity but also 
strategically hurts the organizaƟon. Several important organizaƟonal outcomes, including job 
performance, have been found to be correlated with commitment (Chen, Silverthorne & Hung, 
2006). Regarding the workers' affiliaƟon with or support of the organizaƟons where they worked, 
employee commitment is discussed. 
Employee commitment is noteworthy since, as some studies have linked it to, it indicates if 
employees are accountable for leaving their jobs or for demonstraƟng execuƟon (Ali, 2014). 
As for conƟnuous commitment, it refers to employees' percepƟons of the costs of leaving the 
organizaƟon, while normaƟve commitment is defined as employees' percepƟons of their 
responsibiliƟes and promises to the organizaƟon. AffecƟve commitment, on the other hand, is 
thought to be an employee's posiƟve emoƟonal bonding to the organizaƟon (Abdullah, 2019). 
Because of this, the employee genuinely idenƟfies with the objecƟves of the company and wants 
to remain there (Anwar & Abdullah, 2021). 
However, in the case of conƟnuing commitment, the employee believes that losing organizaƟonal 
parƟcipaƟon would be extremely costly and the emoƟonal component is almost irrelevant (Gardi 
et al. 2020). Because of their Ɵes to the company, these employees tend to stay with it (Prabhu 
et al. 2020). AddiƟonally, normaƟve commitment is a necessary concept that is at work here. The 
worker feels obligated to repay the organizaƟon for its obligaƟons to him or her (Anwar & Shukur, 
2015).  
The concept of job saƟsfacƟon has been developed from various points of view by a wide range 
of scienƟsts and experts. It is a concern issue for all organizaƟons, regardless of whether they are 
large, private organizaƟons, operaƟng in developed or developing naƟons, or both (Abdullah & 
Othman, 2015). According to Top and Ali (2021) job saƟsfacƟon is a pleasant or upbeat emoƟonal 
state brought on by an evaluaƟon of one's work or work experiences. The extent to which work 
saƟsfacƟon surveys inquire about employees' subjecƟve opinions or emoƟonal responses to their 
jobs varies (Ali, 2021). According to OƩman et al. (2019), affecƟve work saƟsfacƟon is a subjecƟve 
concept that refers to people's posiƟve feelings about their jobs. Therefore, a person's emoƟonal 
job fulfillment reflects the degree of happiness or contentment their job overall brings. A more 
focused and astute evaluaƟon of the various aspects of a profession consƟtutes intellectual 
occupaƟon fulfillment (Ali, 2020). Moderately aware processes at the intellectual level of acƟon 
regulaƟon would be involved in the deep acƟng. 
 
Psycological Contract Breach and Employee EmoƟonal Strain 
Psychological contracts, in the opinion of Rousseau and Wade-Benzoni (1994), reflect how 
individuals understand obligaƟons and pledges; yet, parƟes to the same job arrangement may 
hold divergent opinions. Although it may be used in the context of treatment, the phrase 
"psychological contracƟng" is not commonly used to refer to the Psychological Contract in the 
workplace. As an extension of the applicaƟon of transacƟonal analysis, it would be beneficial to 
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all of us if this expression and the theory that goes along with it were used more frequently in 
human understanding and communicaƟon. 
In a different context, the psychological contract effecƟvely captures a sense of systemic or 
collecƟve emoƟons that are relevant to workforces. This is especially important in large 
organizaƟons where the size of the workforce effecƟvely precludes consideraƟon of the full 
complexiƟes and implicaƟons of the psychological contract on an individual basis. In the context 
of the workplace, the psychological contract is growing in significance. If we give its concepts 
more thought and apply them more broadly, it might even have greater influence.  
The excellent Handbook of Human Resource Management PracƟce (10th Ed., 2006) by Michael 
Armstrong provides a basic definiƟon of the psychological contract: an employment relaƟonship 
is made up of a specific set of beliefs that an individual and his employer hold about what is 
expected of them. Armstrong cites Edgar Schein's descripƟon of the psychological contract from 
1965, which is (more obliquely) defined as the idea that there is an unspoken set of expectaƟons 
that govern every interacƟon between an organizaƟon's members and their managers and other 
stakeholders. Similarly, Psychological Contracts represent the assumpƟon of an employee that 
the firm owes them something in return. 
Therefore, what happens if these expectaƟons are not met? Research on the effects of 
psychological contract breaches on the workplace has shown that when employees' expectaƟons 
are not met, they are likely to feel less saƟsfied with their jobs (Gakovic & Tetrick, 2003; Hess & 
Jepsen, 2009; Suazo, 2009; Zhao, Wayne, Glibkowski, & Bravo, 2007). Given the potenƟally 
disastrous consequences that a psychological contract breach (PCB) can have on workers, it's 
criƟcal to learn more about the impact that a psychological contract breach might have. Any 
conduct that goes against the employee's impression of a reciprocal obligaƟon runs the risk of 
giving rise to a breach of contract claim. (1989, Rousseau). 

Outcomes of Psycological Contract Breach 
It has been observed that employees may react differently to a psychological contract breach, 
exhibiƟng both behavioral and aƫtudinal changes toward the company. (Lester & Eckul, 2001). 
Because there is now a broken believing relaƟonship between the person and the organizaƟon, a 
psychological contract breach might affect an employee's aƫtude. Employees' subjecƟve 
percepƟons of reciprocal obligaƟons between themselves and the organizaƟon are known as 
psychological contracts. If employees believe they have fulfilled their part of the contract but the 
organizaƟon has not, they may feel deceived and abandoned (Rousseau, 1989).  
employment saƟsfacƟon is one of the most extensively researched aƫtudinal employment 
outcomes of psychological contract breach (Hess & Jepsen, 2009). 
Studies have consistently demonstrated a link between a breakdown of the psychological contract 
and reduced job saƟsfacƟon (Gakovic & Tetrick, 2003; Suazo, 2009; Zhao et al., 2007). Another 
well studied aƫtudinal employment outcome is the employee's intenƟon to leave the company, 
which is posiƟvely correlated with a psychological contract violaƟon (Hess & Jepsen, 2009). 
Following a breakdown of the psychological contract, workers may be less inclined to go above 
and above for the company and to want to stay on staff (De Hauw & De Vos, 2010). 
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Employee EmoƟonal Strain 
In psychology, emoƟonal strain is akin to the stress at which a worker collapses or a situaƟon 
reaches a criƟcal point. It suggests an uncomfortable moment and is an uneasy psychological 
condiƟon. Stress can be caused by any idea or occurrence that causes one to feel anxious, irate, 
or frustrated. Stress is a sensaƟon of strain, either physically or emoƟonally. The body's response 
to a demand or difficulty is stress. It's also known as mental strain or emoƟonal distress. It is the 
body's typical reacƟon to demands or pressures from the environment that are viewed as harmful 
or threatening. A person's ability to funcƟon effecƟvely might be hindered by emoƟonal strain, 
which is a potenƟal consequence of a psychological contract violaƟon at the workplace. 

When the psychological contract is broken, the employee or supervisor may feel less in control 
and predictable, which can lead to stress (Gakovic and Tetrick, 2003) and possibly feelings of 
worry and despair (Conway and Briner, 2002). ViolaƟons of the psychological contract may also 
result in a worker losing interest in their work, which, if leŌ unchecked, may lead to a further 
deterioraƟon in output due to demoƟvaƟon and dissaƟsfacƟon. Deep acƟng and tension in the 
interim. The relaƟonship between deep acƟng and psychological strain or related consequences 
like emoƟonal weariness has been the subject of numerous cross-secƟonal research (Brotheridge 
& Grandey, 2002; Brotheridge & Lee, 2002; Grandey, 2003; MarƟnez-In˰igo et al., 2007; PraƟ, 
2004; ToƩerdell & Holman, 2003). 

According to research, deep acƟng is sƟll a laborious regulatory process that uses up mental 
resources and will eventually wear you out, even though it requires less effort than surface acƟng 
(Grandey, 2003; Holman et al., 2008a; ToƩerdell & Holman, 2003). When used effecƟvely, deep 
acƟng can, however, result in both a loss and a gain of resources. This is because it has been 
suggested that these many processes may balance each other out, leaving deep acƟng with no 
net gain or loss (MarƟnez-In̰igo et al., 2007). In fact, a number of research (Brotheridge & 
Grandey, 2002; Brotheridge & Lee, 2002; Grandey, 2003; MarƟnez-In˰igo et al., 2007; PraƟ, 2004; 
ToƩerdell & Holman, 2003) have not found a staƟsƟcally significant posiƟve link between deep 
acƟng and emoƟonal Ɵredness or psychological strain. 

 
Methodology 

The study is a cross-sectional research design involving analysis of primary data obtained from 
event management firms in Port Harcourt, Rivers State. The population was ten (10) event 
management firms.  Since the subject to be examined is at the level of individual and essentially 
is critical do to the high turnover, the scope is micro which means that the middle and lower level 
employees only made up the population. In this instance, the population was drawn from eight 
(8) staff of each of the ten (10) event management firms totaling eighty (80) respondents. 
Nevertheless, 77 respondents were purposively selected. The study was quantitative in nature. 
Closed-ended questionnaire as the major instrument for data collection were sent 
instantaneously via Whatapps and other electronic forms to these respondents. The human 
resource departments of the event management firms sent an introductory letter stating the 
study's title and objective and requesting the intended respondents' contact information. Hence, 
it reassures them of strict confidentiality of any information given. After recurrent visits, 
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explanation and feedback, the contact information of these intended respondents was given. 
Setback experienced at this point was the unresponsive nature of these respondents and 
biasness as a result of their differences (understanding, belief and religion). Nonetheless, suitable 
responses were obtained after guaranteeing them of confidentiality. The value of Cronbach’s 
alpha was used for reliability of instrument. The primary data obtained via the use of a 
questionnaire was analyzed using descriptive as well as inferential statistics. Descriptive for 
demographic data while bivariate for hypotheses. 
 
Results 
A total of 80 questionnaires were dispersed to the respondents. Only 77 were accordingly 
complete and returned, representing a 98% response rate. All responses were measured on a 5-
level rating, ranging from “strongly disagree to strongly agree”. The demographic outline of 
respondents is exhibited in Table 1 above. The gender bracket of respondents’ analysis revealed 
that 44 of the respondents representing 59.46 %, were female (highest). At the same time, 33 of 
the respondents representing 40.54% were male (lowest). Rank and files of lower cadre staff 
represents the respondents and it is a common logic that purposively characterized the subject 
matter in discussion. The current status of the respondent’s analysis revealed that 25 of the 
respondents, representing 38.61%, had O’level certificate and 18 of them, representing 25.48%, 
were OND holders, 12 representing 14.29% were HND holder. 10 of them, representing 12.74% 
were BSc holder, while 8, representing 5.79% were PGD holder and 4 of them, representing 3.09% 
were MSc holders. The table below explicate demographic of the respondents.  
 
Table 1  Demographic characterisƟcs of the sample  

Category Frequency Percentage (%) 

Gender Male 33 40.54 

Female 44 59.46 

Status Single 42 72.20 

Married 35 27.80 

EducaƟon Masters 4 3.09 

PGD 8 5.79 

BSC 10 12.74 

HND 12 14.29 

OND 18 25.48 

 O’Level 25 38.61 

  Source: SPSS output (2023) 
 
Bivariate Data Analyses 
This segment, display outcomes of the tested hypotheses using Pearson Product Moment 
CorrelaƟon Coefficient at 99% confidence level which was accepted as a criteria for the probability 
for either accepƟng the null hypotheses or rejecƟng the null hypotheses. According to Irving 
(2005) r value that is less than 0.20 (r < 0.20) is the yardsƟck for accepƟng the null hypotheses, 
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while r value that is greater than or equal to 0.20 (r 0.20) is the index for rejecƟng the null 
hypotheses. 

Effect of Employee Commitment on Deep Surface 

 Employee 
Commitment 

Deep Surface  

Employee 
Commitment 

Pearson CorrelaƟon 1 .899** 

Sig. (2-tailed)  .000 

N 77 77 

Deep Surface 

Pearson CorrelaƟon .899** 1 

Sig. (2-tailed) .000  

N 77 77 

Source: SPSS output (2023) 
 
As evidently specified in the correlaƟon results between employee commitment and deep 
surface. The results demonstrated a significant relaƟonship between the variables. The 
correlaƟon staƟsƟc (r = .0.899, p < 0.001) indicates that employee commitment can explain 89.9% 
of differences in deep surface. This is an indicaƟon of a posiƟve relaƟonship between the 
variables. In term of strength of the relaƟonship, the result showcase that employee commitment 
with (r = 0.899) is highly related to deep surface. Hence the alternaƟve hypothesis is accepted. 
Meaning employee commitment can result to deep surface of event management firm’s 
employee in Port Harcourt. 

Effect of Job SaƟsfacƟon and AffecƟve on Deep Surface 

 Job SaƟsfacƟon 
and AffecƟve 

Deep Surface 

Job SaƟsfacƟon 
and AffecƟve 

Pearson CorrelaƟon 1 .777** 

Sig. (2-tailed)  .000 

N 77 77 

Deep Surface 

Pearson CorrelaƟon .777** 1 

Sig. (2-tailed) .000  

N 77 77 

Source: SPSS output (2023) 
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As detailed in the correlaƟon results between job saƟsfacƟon and affecƟve on deep surface. The 
results indicates a posiƟve relaƟonship between the variables. The correlaƟon staƟsƟc (r = .0.777, 
p < 0.001) imply that job saƟsfacƟon and affecƟve can explain 77.7% of differences in deep 
surface. This is a signal of a strong relaƟonship between the variables. In term of strength of the 
relaƟonship, the result display that job saƟsfacƟon and affecƟve with (r = 0.777) is vastly related 
to deep surface. Hence the alternaƟve hypothesis is accepted. Meaning job saƟsfacƟon and 
affecƟve can result to deep surface of event management firms employees in Port Harcourt. 

 

Discussion  

This study was steered to examine the effect of contract breach on employee emotional strain. 
The inclusive results showed that contract breach has a significant effect on employee emotional 
strain using event management firms in Port Harcourt, Nigeria. 
According to the finding of the test of hypothesis, there is significant correlaƟon between 
employee commitment as dimension of contract breach and deep surface been measure of 
employee emoƟonal strain. This is as the result recorded r = .0.899, p < 0.001. Signifying that 
employee commitment can elucidate 89.9% variaƟon in deep surface.  

The finding of the test of the second hypothesis signifies that, there is significant correlaƟon 
between job saƟsfacƟon and affecƟve as dimensions of contract breach and deep surface as 
measure of employee emoƟonal strain. This is as the result recorded r = .0.777, p < 0.001. 
DemonstraƟng that job saƟsfacƟon and affecƟve can explain 77.7% variaƟon in deep surface. 
Thus, the second hypothesis as stated was not supported.  

 

Conclusion 

This study adds to scarce research on how contract breach may act as a miƟgaƟng factor resulƟng 
from contract breach leading to employee emoƟonal strain. Reliable with prior research, 
hypothesis and analysis, contract breach was found to demonstrate moderate correlaƟons with 
employee emoƟonal strain. Our findings advocate that event management firms should keep to 
their promise and contract in order for employees to be commiƩed, feel job saƟsfacƟon and 
affecƟve towards their job. Contract breach are related to employee emoƟonal strain, although 
in certain environments deep surface may be less important in predicƟng employee emoƟonal 
strain. Although not without boundaries, findings from the research enhance the knowledge of 
employee emoƟonal strain with psychological contract breach. PragmaƟcally, the study helps in 
envisaging for how contract breach can be most likely increased or decreased employee 
emoƟonal strain and in turn, how pracƟƟoners and managers can structure workplace 
environments to maximize employee commitment, job saƟsfacƟon and affecƟve element. 
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