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Abstract.
BACKGROUND: The current study explored the relationship between breach of employer obligations, family-work conflict,
psychological distress and well-being during COVID-19 unlock phase.
OBJECTIVE: The study aimed to understand the breach of how the breach of employer obligation lead to decreased
well-being through the family-work conflict and psychological distress during the COVID-19 unlock phase.
METHODS: The data was collected through structured questionnaire via Google doc from 397 employees across the
industries. Snowball sampling was adopted, and SmartPLS 3.0 was used for the structural equation model.
RESULTS: Breach of employer obligations are positively affecting family-work conflict. Further, family-work conflict
increases the psychological distress, and psychological distress decreases the well-being (life satisfaction and family satis-
faction) of the employees.
CONCLUSION: The novel contribution of the study is integrating SET, COR and SIP theory during the pandemic situation.
The results highlighted meticulous empirical evidence which answers the question of how the unmet expectations cause a
detrimental effect on the employees as well as the organizations in this COVID-19 pandemic situation.
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1. Introduction

In recent times, research in the domain of Psycho-
logical Contract (PC) has gained much attention from
the academia and industry because of its potential
in understanding the employer-employee relation-
ship in a better way [1]. However, the concept of
PC is not new; the roots of this concept can be
traced back to 1960s. [2] coined the term ‘psycholog-
ical contract’, and he has taken PC as an unspoken

agreement between the employees’ group and their
foremen. This relationship could be advanced to such
a degree that the employees share higher produc-
tivity and lower complaints in return for reasonable
salaries and job security [3]. However, the contempo-
rary concept of PC has been reconceptualized by [4]
where PC is seen as one’s perception concerning the
terms and conditions of mutual agreement between
the two parties or individuals. In the new normal era,
the expectations of employees have changed as the
COVID-19 pandemic situation is effecting negatively
on our economy and on the world of work where it is
proving to be even worse than the 2008-09 subprime
crisis [5]. Among the plethora of health risks that the
coronavirus has exposed us to, our career is in a very
vulnerable state. The rate of unemployment has been
increasing. In India, too, many people across indus-
tries were subjected to salary cuts ranging anywhere
from 5% to 60% and more [6], and a few unfortunate
ones even lost their jobs. The unlock phase that has
begun, the employers are attempting arduous to nor-
malize with safety. Currently, the mud has emerged
to settle at work. After this rapid change in the work-
place, there was more disruption in the day to day life
aspects of employees leading to the feeling of stress,
tiredness, frustration, disconnected and de-motivated
among the employees [7].

There is a possibility that employer is unable
to fulfill their employees’ expectations and hence
employee perceives it as a breach of obligations
which is unavoidable in today’s era [8]. Breach of
employer obligations results in the feeling of dis-
appointment, distress, anger, outrage, bitterness, and
resentment among employees which results in a per-
ception of betrayal among them. Individuals react
differently to their experiencing stress and their reac-
tion towards organizations [9–11]. In an individual’s
life, work and family both are the most important
spheres [12]. Nevertheless, the role expectations from
work and family are not always synchronized, and
this creates an imbalance between work and fam-
ily life [4]. When the employer is unable to fulfill
the employee’s demand, it also creates an imbalance
in his/her work and family life [13]. Additionally,
breach of any kind resulting in family-work con-
flict irrespective of family-friendly policy exists in
the organization [14] Any conflict within the orga-
nization lead to distress, and the feeling of distress
can lead to health-related issues, and this is a very
costly affair for the organization [15]. Therefore well-
being at work comes into the picture. Therefore
the present study has been built on social exchange
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Fig. 1. Proposed Model.

theory (SET) [16], conservation of resource the-
ory (COR) [13] and social information processing
(SIP) theory [17]. The study highlighted that the
key pathway through which the breach of employer
obligations positively impacts family-work conflict
and family-work conflict positively impacts psy-
chological distress. Further, psychological distress
negatively impacted on the well-being (i.e. life and
family satisfaction) of the employees.

2. Theory and hypothesis development

The current study has integrated the SET [16],
COR [13] and SIP [17] theories. PC is rooted in
SET, and it suggests that there is a two-way relation-
ship, if there is something offered then there is a quiet
pledge to return it equally [18, 19]. Based on SET,
we argue that employees have certain expectations
from their employer. COR theory argued that when
employees are not provided appropriate resources,
it leads to stress [20, 21] and also have an adverse
impact on well-being [22]. Based on COR theory,
we predict that family-work conflict leads to psycho-
logical distress and further have a negative impact
on the well-being of the employees. Based on SIP
theory, it was argued that modes of communication
influence the attitude and behaviour of the employee.
[13] suggested to use SIP theory in an Asian context
to understand how employees interpret information
influencing PC, which led to job outcomes.

2.1. Breach of employer obligations and
family-work conflict

PC was first conceptualized by [23] as “an indi-
vidual’s belief regarding the terms and conditions of
a reciprocal exchange agreement between the focal

person and another party”. Employees perceive a
breach of PC when the organizations do not meet or
fulfill these obligations [13, 23, 24]. [25] explained
the breach of employer obligations perceived as the
loss of resources. When the employees feel that the
organization do not provide support and resources
as promised and the demand for work is high, then
the experience of the breach can harm the attitude
and behaviour [26]. Breach of employer obligations
in the current situation is very critical to understand.
The past studies of psychological contract breach are
related to intension to leave the organization [27–29].
However, in the current situation, this response to the
breach of employer obligations is not likely to occur.
Because currently, employees would like to engage
in their jobs to remain employed. Hence, when an
employee cannot leave the organization, it leads to
frustration, and it impacts their family-work conflict.
Family-work conflict occurs when family life is inter-
fering work life of an individual [30]. There is a
dearth of literature on relationship between breach
of employer obligation i.e. PC and family-work
conflict. However, [105] explained that breach of
psychological contract can impacts the work-family
interface. PC is essential to understand the breakdown
of family-work conflict in work-related expectations
[31]. Therefore, we propose that;

H1: Breach of employer obligations are positively
related to family-work conflict

2.2. Family-work conflict and psychological
distress

The family-work interface is having a high associa-
tion with the psychological strain [32], poor physical
well-being [33], higher fatigue [34] and depres-
sion and fretfulness [35]. Psychological stress can
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be defined as, “an umbrella term that encompasses
stress, burnout, depression, anxiety and other related
mental health problems” [33, p. 995]. At workplace
psychological distress is originated from unhappi-
ness, depression, anxiety, workload, the primary
dimension [37] and also [38] reported as men-
tal illness generation from occupational stress. It
was found that psychological stress is a result of
work-family interface, job pressure work experiences
among the construction professionals of Australia. In
past studies, the family-work conflict has been con-
sidered as predictors of burnout and stress [39, 40].
Previous studies have mentioned that family-work
conflict is having a strong association with psycho-
logical distress [42–44, 102–104]. Hence, we propose
that;

H2: Family-work conflict is positively related to
psychological distress

2.3. Psychological distress and well-being

According to [43], the core concept of well-being
is “the subjective experience of feeling good and/or
feeling authentic and meaningful in one’s life, and
it is conceptually different from perception, motiva-
tion and actions”. Psychological distress is having a
substantial impact on the well-being of an individual
[44, 45]. Majority of the past studies have focused on
the multi-dimensional construct of well-being [66,
67]. In the current study, well-being is understood
as life and family satisfaction. Life satisfaction can
be understood as a cognitive appraisal of the overall
degree of satisfaction an individual has with his/her
life [46]. [47] argued that due to fear of COVID-
19 increased psychological distress, and it results in
decreased life satisfaction of the employees. Fam-
ily satisfaction reflects the well-being of a person in
the family domain [48]. It is defined as the “degree
to which one is generally satisfied with one’s family
of origin and the constituent relationships embedded
therein” [38, p. 72] and conceptualized as a result of
stress on the family domain. Incumbents often accuse
that work ambiguity/overload, inflexible work and
lack of job support will undermine their family satis-
faction [50, 51]. Past studies confirmed the negative
relationship between stress and well-being [52–56].
In this lockdown period during COVID-19 pandemic
situation results in stress, and it negatively related
to the life and family of employees. Social distanc-
ing has made it compulsory to work via technology.
Moreover, workload and demand can be increased

because of information technology [57]. It increases
the chances of surveillance and thus increases stress
[58]. Past studies have also argued that psychological
distress can have a negative impact on life satisfac-
tion [59, 60] and family satisfaction [61, 62] of the
employee. Thus, we propose that;

H3: Psychological distress is negatively related
to well-being
H3a: Psychological distress is negatively related
to life satisfaction
H3b: Psychological distress is negatively related
to family satisfaction

3. Methodology

3.1. Sample and procedure

Our study surveyed service sector employees who
belong to information technology and information
technology enabled services (IT/ITes), financial ser-
vices and education sector in India. The respondents
of the study are not from same hierarchal level as
well not of similar demographic profile. We have
followed a quantitative approach and descriptive
research design. We have adopted snowball sampling.
Further, the cost-effective nature of forwarding the
survey link is preferred due to non-funding nature of
this study. This helped the researcher to reach to the
targeted large sample size. The duration of data col-
lection was from June 2020 to December 2020. Due
to pandemic, it was not feasible to reach the respon-
dents in person. Thus, the respondents were contacted
through an online survey via Google Docs. Out of 600
questionnaires, we received 435 filled in question-
naires out of which 397 usable sample responses were
identified. Remaining responses were rejected due to
incomplete or missing data. Demographic profile of
the respondents has been presented in Table 1.

3.2. Measures

For the purpose of this study, we utilized multi-item
measures that have been used in previous studies.
All the variables measured using 5 point likert scale,
where Strongly Disagree [1] to Strongly Agree [5],
Extremely Dissatisfied [1] To Extremely Satisfied
[5]. As each of the variables is subjective (e.g., One
individual sees psychological contract is fulfilled and
other individual feel that it is not fulfilled), the model
is conceptualized and analyzed at the individual level.
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Table 1

Sample Characteristics

Demographic Criteria Frequency Percentage

Monthly Income < 25000 121 30.47

25000–50000 164 41.3

> 50000 112 28.21

Marital status Unmarried 128 32.24

Married 269 67.75

Age < 31 217 54.65

31–50 153 38.53

> 50 27 6.8

Qualification Graduation 237 59.69

Post graduation 145 36.52

Others 15 3.77

Gender Male 304 76.57

Female 93 23.42

3.2.1. Breach of employer’s obligations
We assessed employee perceptions of breach of

employer obligations using the five-item scale devel-
oped by [63]. An example item is “Almost all the
promises made by my employer during recruitment
have been kept so far” (reverse scored).

3.2.2. Family-work conflict
Family-work conflict was measured using the five-

item scale of [64]. A 5-point Likert scale is used
to assess the underlying dimensions of family-work
conflict. The sample item includes “The demands of
my work interfere with my home and family life”.

3.2.3. Psychological distress
Psychological distress was measured using the

Center for Epidemiological Studies’ Depression
Scale. Developed by the National Institute on Mental
Health [65], the Center for Epidemiological Studies’
Depression Scale was designed to measure depres-
sive symptoms in the general population. The sample
item includes, “I felt depressed and fearful”.

3.2.4. Well-being
Majority of the past studies have focused on the

multi-dimensional construct of well-being [66, 67].
For the purpose of the current study family satisfac-
tion and life satisfaction were found the most suitable
constructs.

3.2.4.1. Family satisfaction: Family satisfaction was
measured using a modified version of the 10 item gen-
eral family satisfaction scale developed by [49]. The

sample item includes, “I am happy with my family
just the way it is.”

3.2.4.2. Life satisfaction: Life satisfaction was mea-
sured using a five-item satisfaction with life scale
developed by [68]. The sample item includes, “I am
satisfied with my life.”

3.3. Control variables

To eliminate the relationship between indepen-
dent variables, dependent variables and mediator in
this study [69], a number of variables were con-
trolled: Age (measured in years), level of education
(1 = graduate, 2 = post-graduate, 3 = others), gender
(1 = male, 2 = female), marital status (1 = single,
2 = married, 3 = widow/divorcee), monthly income
(measured in Indian rupees), number of dependents
(measured in numbers e.g. one, two . . . ), number
of children (measured in numbers e.g. one, two . . . )
such demographic variables were found to correlate
with well-being and psychological distress and hence
they were controlled.

4. Data analysis

4.1. Reliability and validity

Reliability was assessed using Cronbach’s alpha.
Table 2 depicts that all the variables under study
demonstrate values above 0.7, and hence it is
admissible [70]. We examined the convergent and
discriminant validity. Bootstrapping was done to esti-
mate the outer loadings and level of significance,
and it was found that all the outer loadings were
more than 0.6 except (PD1, PD2, PD4, LS4, LS5,
FS4, FS5, FS7, FS8) and significant at p < 0.001.
As per [71], the values of AVE should be more
than 0.5, which explains that beyond 50 per cent
of the variance of respective constructs as compared
with the errors explained. Discriminant validity can
be checked using the Forner-Larcker Criterion [71].
According to the Forner-Larcker measure, ‘the AVE
of each construct should be higher than the con-
struct’s highest squared correlation with any other
latent construct’, and in cross-loadings’ represented
in Table 2. Based on the diagonal elements (a), dis-
criminant validity is established.

4.2. Multicollinearity issues

To check the issue of multicollinearity, the vari-
ance inflation factor (VIF) among constructs was
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Table 2

Reliability and Validity

Cronbach’s CR AVE BEO FS WFC LS PD

Alpha

BEO 0.755 0.835 0.504 0.710a

FS 0.809 0.862 0.512 0.127 0.715a

WFC 0.725 0.815 0.471 0.422 –0.117 0.686a

LS 0.685 0.826 0.613 –0.018 0.451 0.026 0.783a

PD 0.775 0.838 0.425 0.083 –0.418 0.272 –0.191 0.652a

(CR – Composite Reliability, AVE – Average Variance Extracted). (BEO – Breach of Employer Obligations, FS – Family Satisfaction, WFC

– Work Family Conflict, LS – Life Satisfaction, PD – Psychological Distress). (aDiagonal elements are square roots of the average variance

extracted).

Table 3

Inner and Outer Variance Inflated Factors (VIF)

Outer VIF Inner VIF

BEO1 1.421 WF3 1.385 BEO FS WFC LS PD

BEO2 1.646 WF4 1.434 BEO 1

BEO3 1.399 WF5 1.383 FS

BEO4 1.341 LS1 1.316 WFC 1

BEO5 1.33 LS2 1.366 LS

FS1 1.827 LS3 1.318 PD 1 1

FS10 1.523 PD10 1.501

FS2 1.897 PD3 1.356

FS3 1.345 PD5 1.311

FS6 1.384 PD6 1.382

FS9 1.463 PD7 1.318

WF1 1.261 PD8 1.3

WF2 1.215 PD9 1.326

(BEO – Breach of Employer Obligations, FS – Family Satisfaction, WFC – Work Family Conflict, LS – Life Satisfaction, PD – Psychological

Distress). (Note: See Appendix 1 for detailed items)

examined. The outer VIF values show the collinearity
among the items in constructs and inner VIF shows
the collinearity among the latent variable [72] sug-
gested that the value of VIF should be less than five.
Table 3 shows the collinearity statistics of all the con-
structs (inner VIF) and all the values of VIF are less
than five. Similarly, for the outer VIF refer to Table 3.
This implies that no collinearity problems are existing
among the constructs.

4.3. Common method bias and non-response
bias

In PLS-SEM context, the common method bias
(CMB) occurs because of the errors in the measure-
ment model rather than the cause and effect in the
structural model [73]. For this study, we collected

the data through a structured questionnaire and thus,
it was necessary to check whether the data is free
from common method bias. We conducted Harman’s
single factor test, and a single factor is accounted
for 28.77 per cent of the variance. Hence, the data
was free from common method bias [74]. Further,
non-response bias is found as no difference was seen
between the early and late respondents in the survey
[75].

4.4. Structural model

After checking the compatibility of the measure-
ment model, the structural model (refer to Fig. 2)
is analyzed to verify the proposed hypothesis and
predict the model. In PLS-SEM, the model can be
predicted by estimating R2 and Q2. R2 is accurately
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Fig. 2. Structural Model.

Table 4

R2, F2 and Q2

R2 F2 Q2

BEO FS FWC LS PD

FS 0.174 BEO 0.216 BEO –

FWC 0.178 FS 0.08 FS 0.085

LS 0.036 FWC FWC 0.073

PD 0.074 LS LS 0.028

PD 0.211 0.038 PD 0.03

(BEO – Breach of Employer Obligations, FS – Family Satisfaction, WFC – Work Family Conflict, LS – Life Satisfaction, PD – Psychological

Distress)

predicting the variance explained by the construct,
and Q2 proposes predictive relevance by using the
sample reusing method where part of the data matrix
is being omitted, and results are used to predict the
omitted part. [72] stated that the higher the R2 (rang-
ing from 0 to 1), the higher the predictive accuracy
would be. The R2 of the exogenous variables work
family conflict, psychological distress, life satisfac-
tion and family satisfaction were 0.178, 0.074, 0.036,
0.174, respectively. All the values were higher than
10 per cent (except psychological distress and life sat-
isfaction), as recommended by [76] and considered
to be good, as suggested by [72]. Hence, it signifies
a robust explanatory power of the model (Table 4).

To verify the predictive orientation of the model,
the Stone– Geisser’s Q2 is used [72]. The assessment
of Q2 proposes predictive relevance by using sam-
ple reusing method where part of the data matrix is
being omitted, and results are used to predict the omit-
ted part. Hence, this blindfolding technique assesses
the model’s predictive accuracy. The higher value
of Q2 implies less deviation in estimated and orig-
inal values. Hence, Q2 should be more significant
than 0 (refer to Table 4). [72] recommended that
the values of Q2, that is, the predictive indices 0.02,
0.15, and 0.35, are regarded as small, medium and
large effects, respectively. Here, Q2 value of the fam-
ily satisfaction, family-work conflict, life satisfaction
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Fig. 3. Bootstrapping Results.

and psychological distress were 0.085, 0.073, 0.028
and 0.03 respectively; it infers the medium effect of
in predicting variance in family-work conflict, psy-
chological distress and family satisfaction and life
satisfaction during COVID-19 unlock phase. F2 is
calculated to estimate the effect size. [77] suggested
that the values of f2 as 0.02, 0.15 and 0.35 are con-
sidered to have small, medium and large effects,
respectively. Table 4 reflects the f2 effect size. Family-
work conflict and family satisfaction were having
0.216 and 0.211 respectively, i.e. medium effect size.
Life satisfaction and psychological distress were hav-
ing 0.03 and 0.08, i.e. small effect size (Table 4).

To verify the postulated hypothesis and check the
relationship among the constructs, the path coeffi-
cients are calculated by using the bootstrapping, t
values and P values. From Table 4, it is revealed
that the bootstrapping results of resampling tech-
nique (5,000 subsamples) examine the influence of
breach of employer obligations on family-work con-
flict; family-work conflict on psychological distress;
and psychological distress on family satisfaction and
life satisfaction. Table 5 depicts the path coefficients,
t values and P values of the proposed hypothe-
sis. H1 postulating a positive relationship between
breach of employer obligations and family-work con-
flict is significant as � = 0.422 and t value = 8.66,
P-value < 0.05. Hence, it supports H1. It implies

that during COVID-19 if employees’ expectations
were not fulfilled, then it causes family-work con-
flict. Likewise, H2 conjectured that family-work
conflict positively impacts psychological distress,
and it is supported as � = 0.272 and t value = 5.09,
P-value < 0.05. This means that as the family-
work conflict increases psychological distress also
increases. Similarly, H3, H3a, and H3b postulated
that psychological distress was negatively impact-
ing life satisfaction (� = –0.191 and t value = 3.67,
P < 0.05), and family satisfaction (� = –0.418 and t
value = 10.44, P < 0.05) respectively.

5. Discussion

Anchored in SET, COR and SIP theory, findings
of the study suggested that breach of employer obli-
gations indirectly lead to reduced well-being through
family-work conflict and psychological distress. The
results are consistent with the past studies where a
breach of PC lead to the negative impact on the job
attitudes [78–81]. The relationship between breach
of employer obligations and family-work conflict is
not given much attention in the past studies, but
it is necessary to study in the pandemic situation
where jobs are having a high impact on their work-
family balance. According to [82] balancing work
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Table 5

Path Coefficients

Original Sample Standard T Statistics P Values

Sample (O) Mean (M) Deviation (STDEV) (O/STDEV)

BEO -> WFC 0.422 0.436 0.049 8.66 0

WFC -> PD 0.272 0.276 0.054 5.092 0

PD -> FS –0.418 –0.43 0.04 10.446 0

PD -> LS –0.191 –0.205 0.052 3.687 0

(BEO – Breach of Employer Obligations, FS – Family Satisfaction, WFC – Work Family Conflict, LS

– Life Satisfaction, PD – Psychological Distress).

and life is one of the expectations of the employees
and if that is not fulfilled, then it leads to negative
consequences [83]. In the past studies, it has been
argued that employers play a vital role in reinforc-
ing expectations about work and family [84, 85]. In
the era of uncertainty, when employees perceive a
breach of expectations, it leads to the family-work
conflict [14, 86]. Empirical studies also suggested
that conflict arising from work-family interface neg-
atively impacted on psychological distress [87, 88].
[89] explored that family-work conflict significantly
related to stress and satisfaction among correctional
officers of Southern State. [90] surveyed the work
experience of Australian construction professional
and found that stress is a result of the work-family
interface and job pressure. The current study also
proves that the relationship between psychological
distress and well-being was negative. This clearly
indicated that lower the psychological distress, higher
the well-being. SIP theory suggests that during the
pandemic situation, employees are receiving infor-
mation from newspapers, social media and other
online sources and process this information as per
their understanding, which also generates stress and
has an effect on their well-being. Stress and well-
being are closely connected [37], and the results
were in line with past studies where there was
a negative relationship between psychological dis-
tress and well-being. [44, 45]. For instance, [59]
also proved that lower the psychological distress
has contributed to higher well-being among Aus-
tralian students. In contrast, [91] have found in the
meta-analytic study that there was an inverse relation-
ship between psychological distress and well-being
among young adults. Based on the conservation
of resource theory, many studies have given simi-
lar outcomes that psychological distress affects the
well-being (life satisfaction and family satisfaction)
[30, 87].

5.1. Theoretical implications

The study is drawn from multiple theories such
as SET, COR and SIP. [92] suggested that in the
Asian context, the psychological contract is explained
by single theory only such as social exchange the-
ory. [93–95] argued that social exchange theory is a
transactional model of understanding the employer-
employee relationship. Thus, multi-theoretical lens
aid in explaining the employer-employee relation-
ship and outcomes of psychological contract in a
better manner. In the era of social distancing, social
information processing theory suggested that an indi-
vidual’s behaviour is an outcome of the observation
of the social environment and information that he/she
received from surroundings. In the COVID-19 pan-
demic situation, the individual has limitations on the
social information, and according to COR theory,
we argued that employee experience distress at work
when employer/manager is unable to provide appro-
priate resources to perform the task [20]. COR model
[21] indicated that people do their best to keep valued
matters, called resources, in their lives [96] (including
meeting their familial obligations). It also empha-
sized that occurrence of resource loss creates higher
importance of resource gain as it provides emotional
respite and increases an individual’s ability to sus-
tain goal pursuit [96]. Thus, the employees try to
emotionally and cognitively attach to their jobs and
try to access and exploit more resources. This leads
employees to perceive that they can handle psycho-
logical distress which result in decreased life and
family satisfaction. The findings of the study indi-
cated that when employees’ expectations are not met,
it leads to family-work conflict. This conflict gener-
ates stress, and it affects negatively on well-being.
Finally, the study was done in the developing country
i.e. India during the COVID-19 pandemic situation.
This is an additional advantage in terms of bringing
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evidence and support for the proposed model. There-
fore, the importance of the most recent models
during the pandemic and should be given much
attention.

5.2. Practical implications

The study has some practical nuances. Well-being
is an integral part of an individual’s health and
hence organization need to find a way of retain-
ing the degree of vigor and ardor that people bring
to work, especially as people work with minimal
resources. [97] explicitly explained, human resources
management is responsible for establishing as well
as upholding the psychological contract between
organization/employer and their employees. In other
words, the employer should indicate what organiza-
tion expects from its employees and what employees
expect in return from the organization in this pan-
demic era. An organization should keep in mind
that when employees suffer from an inability to bal-
ance work and family, they contemplate the reasons
for failure and tend to blame the domain responsi-
ble for conflict and associated undesirable outcomes
[98]. Once a breach of employer obligation arises,
employees enter a sense-making process that deter-
mines their responses [99], which preventing them
from meeting their home needs, ultimately decreas-
ing their well-being. If anything is promised, then it
must be real and there should be an attempt of fulfill-
ing it. If the expectations are fulfilled then employee
feels confident about the time spent and efforts made
for the task completion, which creates the positive
exchange relationship between both the parties [100].
HR managers and line managers should be aware that
they need to assist their employees in fulfilling their
legitimate demands because our finding has shown
that stress negatively impacted their family satisfac-
tion and life satisfaction. Therefore, the organizations
should not only encourage the employees by meeting
their expectations but also support them by providing
adequate resources. When the employees perceive a
breach of obligations, it has an adverse impact on
family life, which creates conflict between family-
work life. In the current situation, supervisors and
managers must support their subordinates in an accu-
rate and timely manner and should guide them to
handle the job responsibility during this pandemic.
This support and feedback amplify members’ con-
fidence in dealing with tasks and create a positive
environment [101].

5.3. Limitations and future research direction

This study has several limitations that need to be
addressed in further studies. First, the study was con-
ducted during the COVID-19 pandemic situation.
Hence, the results obtained summarizing the respon-
dents’ status of mind during pandemic situations only.
Secondly, the study has considered the only breach
of employer obligations as antecedents of outcome
variables such as family-work conflict, psychological
distress and well-being. In future breach of employee,
obligations can be taken into consideration to vali-
date the results. Thirdly, there are many factors which
affect the well-being and this study has included
only two factors, namely life satisfaction and family
satisfaction. In future, other industry-specific vari-
ables can be taken to understand overall well-being.
Fourth, the study has taken into consideration out-
come or dependent variable, i.e. well-being. In future
studies, other outcome variables can be taken into
consideration which can be affected by psycholog-
ical distress. Fifth, the researchers have adopted a
cross-sectional design. Breach of employer obliga-
tions may affect the long term domains of behaviour,
whereas stress can be short term or time or situation-
specific. In future, the longitudinal study could
make it possible to explore different time effects
on well-being, and it can make results stronger and
justifiable.

6. Conclusion

This study has explored possible pathways
between the vital constructs of organizational
behaviour, namely: breach of employer obligations,
family-work conflict, psychological distress and
well-being. These constructs are vital for the employ-
ment relationship. The results indicate that in order
to retain well-being and reduce family-work conflict,
organizations should strive to fulfill employees’ PC
and ensure that this is done in a fair manner. Psy-
chological distress is one of the constructs which
should be minimized to get positive outcomes at the
workplace. Thus, the scholars in the field need to
continue refining and defining our understanding of
how these constructs and its inter-relationship affect
the organization, employees and employment rela-
tionship and also endow with the evidence which
may help in framing strategies and policies for the
productive, efficient and healthy employment rela-
tionship.
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