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Introduction 

Academic staff is a fundamental human resource in an education system in higher education who has a very 

important role and responsibility in realizing human quality. Academic staff is employees at universities, 

who are required to perform optimally so as to create a professional and high-quality performance. This 

situation will be created if it is based on the sincere behavior of the employees at work. Employees are 

required to work according to the standards set by the organization. This means that to achieve the highest 

performance, employees are required to behave in accordance with organizational expectations. Therefore, 

there is a formal description of the behavior to be performed (intra-role behavior). In fact, many behaviors 

are not formally explained in terms of what employees do, for example helping colleagues solve serious 

problems, attending company meetings, not complaining much and working a lot, and so on. This behavior 

is referred to as extra-role behavior. If the leader evaluates the employee's performance, then not only the 

intra-role behavior is evaluated but the extra-role behavior becomes part of the evaluation because the extra-

role behavior has the same important contribution as the intra-role behavior (Hui, et al., 2000). One of the 

competencies that employees must have is extra-role behavior, namely Organization Citizenship Behavior 

(OCB). Organization Citizenship Behavior (OCB) is individual discretionary behavior that is not directly 

recognized by the formal reward system and together will encourage organizational functions to be more 

effective. Behavior that goes beyond their general job duties is referred to as extra-role behavior. This 

behavior is highly valued when performed by employees, although it is not formally described because it 

will increase effectiveness and performance.  

Robinson (1996) states that psychological contracts and their fulfillment are associated with employee 

responses consisting of intra-role and extra-role performance. A psychological contract (PC) is an employee 

cognitive evaluation of the extent to which the fulfillment of implicitly promised obligations in the 

employment relationship (Rousseau 1995). The psychological contract consists of three forms, namely 

Transactional, which refers to a short-term exchange related to specific contributions and benefits that are 

highly economic or monetary focused; Relational refers to a long-term arrangement without the possibility 

Abstract 

Organization Citizenship Behavior is an extra-role individual behavior that is discretionary which is not 

directly recognized by the formal reward system and will jointly encourage organizational functions. 

Psychological contracts and their fulfillment are linked to employee responses consisting of intra-role and 

extra-role performance. The purpose of this study was to determine the effect of the transactional contract, 

relational contract, and balance contract on organizational citizenship behavior. The sample in this study 

was 313 university staff in Indonesia and universities in Malaysia. Data collection used a psychological 

contract scale and a scale of organizational citizenship behavior. The result of this study is that there is a 

significant influence between the relational contract and balance contract on organizational citizenship 

behavior. Meanwhile, there is no effect of the transactional contract on organizational citizenship 

behavior. 



Retno Dwiyanti, IJSRM Volume 09 Issue 02 February 2021 [www.ijsrm.in] SH-2021-551 

of specific performance rewards. A relational contract involves satisfying relationships with each other by 

means of an open-end agreement covering socio-emotional; and Balance, which is a combination that 

focuses on open and satisfying final relationships, with a transactional plan in the form of possible specific 

performance rewards (Rousseau and Guillermo, 2004). 

The results of research from Anjar & Dwiyanti (2016) found that contract employees have psychological 

contracts in the transactional category, namely working based on economic factors. According to 

Armstrong, a psychological contract as an unwritten informal contract consists of the expectations 

(expectations) of the employees and their superiors regarding a reciprocal work relationship. That is, a 

psychological contract arises when employees believe that the company's obligations to employees will be 

proportional to the obligations that employees give to the company, for example, employees believe that the 

company will provide job security and opportunities for promotion/promotion, and are committed to the 

company (Anoraga, 2009). 

Furthermore, the results of research conducted by Oktaviani and Fauziah (2017) show that there is a positive 

relationship between psychological contracts and Organizational Citizenship Behavior that occurs in 

employees. The more positive the psychological contract the individual has, the higher the employee 

organizational citizenship behavior, whereas, if the individual with a negative psychological contract, the 

lower the employee organizational citizenship behavior. 

Based on these descriptions, this study aims to determine the effect of transactional contracts, relational 

contracts, and balance contracts on organizational citizenship behavior. 

 

Method 

The approach in this research uses quantitative methods. The subjects of this study were 313 university staff 

in Indonesia and Malaysia. The data collection method used was a psychological contract scale and a scale 

of organizational citizenship behavior. The Psychological Contract Scale from Rousseau (2004) developed 

by (Dwiyanti, 2006) consists of three forms, namely Transactional, Relational, and Balance. The 

organizational citizenship behavior instrument used in this study was a modification of the instrument 

developed by Sharma and Sangeeta (2014). The measurement scale contains four elements, namely altruism, 

organizational compliance, sportsmanship, and loyalty. Subjects responded to all items based on a 5-point 

Likert scale (1 = strongly disagree to 5 = strongly agree). In this study, the psychological contract scale has a 

reliability of 0.796, and the OCB scale has a reliability of 0.952. 

The data analysis used was multiple regression analysis, to determine the effect of transactional contracts, 

relational contracts, and balance contracts on organizational citizenship behavior. 

 

Results and Discussion 

Based on demographic data, the characteristics of the respondents from the 313 participating subjects are 

listed in table 1 below: 

 

Table 1. Characteristics of respondents 

 Frequency Percent 

Gender : 

   Men 

   Women 

 

152 

161 

 

48.6 % 

51.4 % 

Total 313 100 % 

Nationality : 

   Indonesia 

   Malaysia  

 

188 

125 

 

60.1 % 

39.9 % 

Total 313 100 % 

Job Status : 

   Lecturer 

   Staff  

 

186 

127 

 

59.4 % 

40.6 % 

Total 313 100 % 
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Based on demographic data, the characteristics of respondents from the 313 subjects who participated, 

51.4% were women, and 48.6% were man. Respondents who are Indonesian nationals are 60.1%, and 

Malays are 39.9%, work status as lecturers is 59.4% and staff is 40.6%.  

To determine the effect of transactional contracts, relational contracts, and balance contracts on 

organizational citizenship behavior, the research data were analyzed using multiple regression analysis. The 

following is the research scheme analyzed: 

 

 

Figure 1. Research Schemes 

 

The results of the analysis of the effect of transactional contracts, relational contracts, and balance contracts 

on organizational citizenship behavior are as follows: 

Table 2. Regression Analysis Results 

Variable F t r Rsquare P Ket 

TC > OCB 1.163 1.078 0.061 0.004 0.282 Not Signifikan 

RC > OCB 35.098 5.924 0.317 0.101 0.000 Signifikan 

BC > OCB 19.867 4.457 0.244 0.060 0.000 Signifikan 

TC,RC,BC > 

OCB 

11.635 12.841 0.317 0.101 0.000 Signifikan 

 

Based on the results of data analysis in Table 2, shows that there is no significant effect of transactional 

contracts on organizational citizenship behavior (F = 1.163, t = 1.078, P = 0.282). Transactional 

psychological contracts refer to a short-term exchange of specific contributions and benefits that are highly 

economic or monetary focused. A transactional contract is a form of psychological contract which some 

employees perceive to be the lowest compared to other forms of contract (relational contract and balanced 

contract). Transactional contracts limit employee involvement and opportunities for training and 

development. Employees in performing tasks required by the company only identify that employees perform 

tasks according to the agreement during recruitment and employees do work only that is paid for by the 

company. The results show that there is no relationship between transactional contracts and organizational 

citizenship behavior, so it can be concluded that employee organizational citizenship behavior is not 

influenced by employee involvement and limited opportunities. 

The second result shows that there is a significant effect between relational contracts and organizational 

citizenship behavior (F = 35.098, t = 5.924, p = 0.000). Relational contracts involve socio-emotional factors, 

such as trust, security, and loyalty. Each party hopes to have a reciprocal relationship. Psychological 

contracts involve socio-emotional considerations, trust, and identification and are not easy to remedy in the 

event of a breach of contract. The psychological contract includes a deep emotional component to the 

experience of inequality in the relationship (Rousseau, 1989). Hui and Rousseau (2004) in their research 
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found that outside of transactional contracts, relational contracts have a relatively strong influence on 

citizenship behavior. 

The third result shows that there is a significant effect between the psychological balance contract on 

organizational citizenship behavior (F = 19,867, t = 4.457, p = 0.000). Balanced contracts are dynamic and 

open (open-ended) that focus on the economic success of the company and the opportunity for employees to 

develop careers. Both employees and companies contribute to each other in learning and development. A 

balanced contract is a form of psychological contract which some employees perceive to be the highest 

compared to other forms of contract (transactional contract and relational contract). 

The results also showed that there was a significant influence between transactional contracts, relational 

contracts, and balance contracts on organizational citizenship behavior (F = 11,635, t = 12,841, p = 0.000). 

According to Chahar (2019), the components of psychological contracts such as relationship contracts, 

employer-employee relations, internal progress, emotional affinity, and transactional relationships have 

different effects on employee organizational citizenship behavior. Robinson & Morrison (1995) in their 

study of the relationship between psychological contracts and organizational citizenship behavior examined 

the relationship between two elements of psychological contracts namely Relational and Transactional 

Contracts with the five components of organizational citizenship behavior (Altruism, Compliance, 

Sportsmanship, Politeness, Civic Virtue) and found that organizational citizenship behavior is related to 

psychological contracts (Low et al, 2016). A similar study conducted by Bang et al. (2016) to examine 

organizational citizenship behavior among elementary school teachers in Taiwan by combining two 

heterogeneous perspectives, the integration of factors related to organizational citizenship behavior with the 

use of both organizational and personal perspectives. It was found that the expected psychological contracts 

affect organizational citizenship behavior. 

Conclusion 

The results of the study can be concluded that the relational contract and balance contract have an influence 

on organizational citizenship behavior. Meanwhile, transactional contracts have no effect on organizational 

citizenship behavior. Based on the findings of this study, shows that the relationship involving socio-

emotional factors, trust, security, and loyalty between leaders and employees can increase organizational 

citizenship behavior in employees. The limitation of this study is that there are no findings on differences in 

organizational citizenship behavior between academic staff and administrative staff. The relationship 

between psychological contracts and dimensions of organizational citizenship behavior has also not been 

analyzed. Further researchers are expected to research the dimensions of organizational citizenship behavior 

based on factors that affect organizational citizenship behavior including personality, organizational climate, 

job insecurity. Organizational citizenship behavior in terms of demographic factors is also important to be 

studied further. 
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