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Abstract

This paper reviews the importance of psychological contracts in human resource management
(HRM) and their impact on organizational effectiveness and employee well-being. Psychological
contracts encompass the implicit expectations and commitments between employees and organi-
zations, significantly influencing employee loyalty, satisfaction, and retention. The article outlines
the origins of psychological contracts, their classification into transactional and relational types,
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and the consequences of their breach. It also explores how to establish and maintain positive psy-
chological contracts across HR processes such as recruitment, training, and performance manage-
ment. Additionally, the article analyzes the impact of emerging work environments, such as remote
work and Al technologies, on psychological contracts, and provides future research directions, em-
phasizing the importance of psychological contract research in adapting to globalization and tech-
nological advancements. By gaining a deeper understanding of psychological contracts, organiza-
tions can better optimize their HR strategies to enhance employee satisfaction and overall effective-
ness.
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Table 1. Reconstruction of the traditional transaction-relationship dichotomy in the gig economy
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