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Typically, a psychological contract refers to how the employees perceive their responsibilities towards the organization as well as the responsibilities of the organization towards themselves (Guzzo, Noonan & Elron, 1994). The psychological contract focuses more on the social relationship between the organization and the employee. Jafri (2012) argues that psychological contract fulfillment has a direct impact on organizational performance. Since most organizations conduct annual performance appraisals, as part of a performance management system, these appraisals often trigger changes in the psychological contract. 
 Performance appraisal is regarded as a basic element of performance management. However, this employee evaluation system has several limitations when it comes to psychological contracts. Some approaches employed during the performance appraisal process, for instance, result-oriented measures can be lacking as a performance standard largely because they focus only on a small ratio of the job performance requirements (Morrison & Robinson, 1997). This performance criterion is prone to generating dysfunctional behavior, as employees develop a result-at-any cost mentality. This dysfunctional behavior not only goes beyond the control of the organizational managers but also impacts psychological contract fulfillment. 
 Another performance appraisal approach that is believed to influence positive psychological contracts is behavioral criteria. Taormina & Gao (2009) argue that behavioral criteria such as employee values and attitude have been identified to effective in assessing the effectiveness of a performance appraisal in a workplace environment.  The behavioral criterion brings bout employee acceptability. Employees tend to exhibit psychological notion of acceptability based on how the performance appraisal process was conducted (Stiles, Gratton, Truss, Hope‐Hailey & McGovern, 1997). 
 In a workplace setting, the behavioral criterion remains to be the most vital aspect of the performance appraisal process as it brings forth the clarity and purpose of the appraisal process. With this criterion, the acceptability is more likely to be exhibited especially when employees perceive the appraisal process not only to be fair but also when they receive accurate and timely feedback from the appraiser. As such, for a performance appraisal to be accepted, the appraisal process needs to be executed with a clear purpose and that purpose has to be acceptable (Tziner, Murphy & Cleveland, 2002). 
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