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Abstract

lnc{aasing employee pa ici@tion dudng business envitonn ent dange thotrgh n otivat*m and commituent baome
crffca, issr/e. ff lt is n a,Wd we , it an helps o,ganiz€,lio/?. b anticipate and reduca /asns,anoe to ctE/,fge- l(enca,
psydtological @nhact as ctwanic @n@p, on e7rployee dattuxl,ship is swded able b $w*te en'4,oye€s tll€
sense of stahirf,,a /t b essedb, lo deve@ both tans€diot al and relati),,d ,yF of antact to butd enployee hN
and loyalty. This papar anar)rses tllp i',,pad o, F!yfJ,ologid @oiad on w* o.ttcone in tl7€ @ntert of rclix*
Nned enlel?isas- Ihd sludy was qndudd ut rcgio,rd-owtEd miqo bnking in Canf,d Java, ,ndo.rasria. Ir b
rcma,ctt udized quanfrat,!€ apryodch. I?le ,e$rlls ,Er,ea, tha, ,sychologica,f $tuacf, @nsisli,A of transaf,*xd ad
relatonal coniacls sirnltudly afred @mmibtl€,nt, cilizenshb bhavbr aN innanative bhavbl S,7ra aN madfun-
shed @no€nieq sd as mic,o banki q, can gain excetlen@ in buiuing iru,ovative @mmit rrent amt d& D€f€v*x
by ptoicli,ry emplo}Ees with wid€r oprytunities to develgp new ideas and f*ilitate slf4evelopn ent in the totm d
taining fot tho implafl7€,n|3,ar,. of inrcva fue ideas as a fdn of apprBcial*n lw emfuyao @nbibttlions-

Xeyflords: r€ycttoiogicd @nnad, qg8ni2ari@al @nmituent otganint*nsl dri'enship behavioa i,navatitB
D€havio', rcgimd-owned mkao banking.

l. lntroduction

Chaoge is always a sitical issue in lhe developrnent of an
o.ganizalim. At hrsl there a.e lwo approacfies thal is able b
manage th€ cfiangE proce6s, s'helher aamed al increasing th€
scab of llp ec(xlorrry or enhandng oaganizational capablity.
Bolh apploe(,les harre gm ar imp€ct on the pattom of re-
lationships betu,een oesnizatims and emdoyees. While ft€re
is no easy change pIoc€ss, o€anizations acfually can do it so
elegantly. orle wsy to make crranges efedi\rdy is to commu.
nhate oqanizalional expeclalions about lhe atlitudes and
behaviqs of emdoyees trat n€ed to be rBalized to achieve
organizalional goab. At the sarne lime, lhe o.ganization aho
needs to havs a system of tangiue and infEfiile rewards I a
fom of reward to employees ior the benefls lhey have given.
For that, oryanizations need to understand and tacilitate mo
ti\rational aspects that can bad emplo)rees to alu,ays day an
ac-tive rde in acfiieving organizztiqEl goah. Affempts to bring
togethor organizetionel gods and omploye€s e)@dalions can
be built in the foIm of ps!#ogical contsscts.

\hrious researdr resuhs condude lhat pq#gical coI}
tsads can lead to a balancad wo.kirc rdalionship betleen
organizations and employees (Anggraeni, Dwiatmadja &
Yuniawan,2017: Shore and Tetridq 1994; Rousseau, 199{).
There b a sense d axdrange betvieen w'rat emdoyees give
and ufiat employeea recei\re torn the organizatbn (Blau, 1 96{).
When an oryanizalim can appreciate the urqk that emdqEes
do lai y, employe€s will wo.k better and take care of th€
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oqanizalion (Gouldner, 1960). ln staHe uro*ing cordilions this
can be easily adrbved. Ho.,ercr, in dyoamic change dfualions
wtterB iob dernands are on the rise, org€nizatirE rleed to be
more sensilive and flexible in understanding aspects of
employee opecla&rars. Then, erf,oyees are epecfed b be
consistenty capabb of disflaying Foadi\rB b€lravkxs and
dr ays hal,e innovalive ideas lhal can cd!tsrrhib b o.g6ni-
zational devdogn€{t Employees ee eacouraged !o ha\re
innovative attitdes and behavioE if lhe forms d agrcern€nt in
the emdoytnent relalionship can encourage ernpblFos' co-
mmiflleflt to th€ oEanialion and make the employee part of
the organization- Tho cornbinalion of beliefs, sense ol juslice
and lhe corEftrence betryeen emplq/eas'and organizatims'
desires lhat b built m a constantly delined ard rBn€gothtd
agreement can pmrride a bssis for employees to assess hou.
important they are to lhe organization- ln this cootext they are
motivated to imp.ove their ability to meet organizalional
e&edations. When lhb can be acfiieved, lhe dganizatim can
have mort valuaue r€sources in facing lhe draleng€s of
extemal erwironmental ciange (Heriot ard Pembetun, 1995;
Spamu 1996, Kumiasan, 2017; Wahwni & Gffing,2017;
Budihars€no, 2017). This odnim, horever, contradicts with
Ag€rwafs findings (201 0) sfiidr condude Orat a y t'ansadiond
conFactE are pos fudy r€l8tsd io innorrali\re beharrioa.

Psydrologicd conFacts also affed olganizalkxld dlizenship
b€ftavior (Chen and lGo, 20l l). Hol €ver, lhis sfiJdy does not
exdain lhe difiecnces in lhe rElationship befweeo lhe vadqls
forms d psycfi()logbal conFacls, pa ialy rdatimship betueefl
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relatbnal contracts, bansacliqlal cornIacts and otganizational
citizeflship b€havior (OCB). Pre\rious researcfi conducled by
Core-Shapiro and Kessbr (2000) explains that relalional
conlracls have a posilive effect oo OCB while tansactioml
contracts negativdy atrect OCB. The resulb are coofadidqy to
lhe results of Hui, Lee ard Rousseau (ZX)4) sbdie.s yufricrt

conduded that rdational cqlfacE arc pcxfiv€ly rdated to OCB
whereas ,elatbnal contracts only afiect OCB if rnedieted by
insfumantal bdi6fs. PrayixJs studi6s have conduded ttat
psycfiological contracls have an effect on o.ganizational
mmmiEner (Rousseau, ,9S, King et al., 2004). Even thor8h
the lesutts of rssearcfi e)Gmining the r€lalionship b€tureerl
these turo const ucls slill prcvide mixed resulls.

Ros6ar* conduded by Mclnnis (2009) exarnined the efu
of both foms of psyddogical cor racts of bansaclional con-
tracis and rslalidlal urMs (,n aganizational qrnmitrnenl
The rcsults of lhis shldy ]eved tlat relationd mnbacb have a
greater infuence on oeanizational o(nnmitnent than transae
tional cont'ac{s. Relaliooal confads are intangiue and rnore
long telm orienied rtrilo t'ansadiffid contraals fo(rls more m
shod-tem achisvemenb Erd rdata to tangibl€ fnancial aspects
(Morisson and Robinsm, 1 99a). To further investifrate the rde of
psyclplogical contraci on aganizalional cornmifiEnt, this study
was corductod to axamine tha etrect of psydologhal conkact in
tgms of r€lational and fansadiollal contrad, oo the oIgsni-
zatimd citizenship behavior, oEsnizational commitnent and
imovalive behavior of erndoliess at lEgionalowned micro
banking, Cootral Ja\E lmrmesia.

FburB ,. Researcfi Modd

3. Researc-h ethod

This res€afti us€d quantitativo approacfi. Samding me6od
used was purp(xrive samding tedmhue wilh a variety of certafrr
oitelia in order the samde obtained is aHe to adrew rBsearEtr
objectivos. Raspondonts in this study amounted to 1,11
employGes spread across eight brandres of Egiand-owned
micro banking in Semarang City, Cenu'al Java lndfiGsia. The
researcfi data was obtained by distsibdirlg th€ quGlionnairg
consisting of the psychological contract dime{Lsios of trarl-
saclional cDnbacl and lelational confact o.ganizatimd c
mmitnent o.ganizational citizenship b€iaviorrr and conseuds
ot inno\rative behavior of emdoyees-

The questionnake contains dosed questioo iterns with
s€veral op€n queslions. Scale used for measurBflrdrt of
variabbs using fve point Likert scab (f = sfongly disagree;
2 = agrBe; 3 = n€uH; 4 = agree; 5 = sEonSt qree).

Psydlological conFad items wBre r€asurBd using a scal€
devdoped by Miturard and Hopkins (19S8) and Rotrsseau
(1995), Organizafional commibnent was rneasured using th€
scab devdop€d by MsyBr and A[€n (198a), and dgEr{zalional
citizenship behavior was measurcd using lhe scde d€vdoged
by Organ (1998).

2. Literaturo Revicw

2.1. Psychological Contrac't
Oganizatio0al
Co.nrdheot

Ogarizatiolld
CilizetFhip
Beha*.

TramectirEl
Contsact

lnmvaliYe
8€+ratior
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emdolree engsgsnent, conssqr.rentt, the irm of erndoyee
commibnent is more committed to rernain h the organizalbn.

Pteviolas findings atso demonsFabd that psychological cor>
tracts also alhct Ole innovalive bellavbr. lnno\rattw wo*
behavioE are not cofifined to the effort b pIop@ and acttdize
ireas in th€ fo.m of formal rdes hx excaed ilb d6criplions.
Thts b€havior x,fl be more etuive wtten bliift forn tle ful-
fllmer* of intsirrsic rnohralioflal aspects. Chang (2013) co.rcfil-
das that Fansadixlal cont'a.is negativdy dact irubyalive
behavior while relaimd contracts pc;itively afiea i]ftoYaliriB
behavior. lnnor.alive work behaviotr is inferpreled as an indi-
vidual efort to geneiate, rBcognize 6nd apdy nfl ideas f,'hen
an individual b performing its rol€ in groups or organizalions lo
fur$er engage !o actrieve o€anizatimd goals (JanrEen, 2()0O).
Based on these descriptim then lhis hypotheses of fis strdy
ars as fdlors:

Hl. There ar€ a poaitive e'fied of rdatbnal comracb
on o.ganizalbnal cornmitrtefiq

H2. Thete ars a nogalive etr6c( of transaciidEl confacts
on oaganizelbnal cornmitnert

H3. Ths{3 ar€ a poeitive effect of rclatbnal conBacts
oo o.ganizatbnal citizenship b€havior:

ll4, There aIe a negative etrect of Uansacthatal co. racts
m organizalional citizenship bcfiavbl:

H5. There are a pcsitirre efiect of rdafional EtFacb
on inrloEtivg behaviouE

H6. TherB ar€ a n€galive efisct d transaclimal contracts
on inno\rative behaviour

Based on lhe above plopced hypofte.*r, lhe r€seardr
harteircd( developed as follows:

Psychological contracts aIe basically bu t to cr€ste stability
in woaking rclationships befu€efl organizations and emdo)rees
(Sparot . and Marcfiingiton, i998; B€ardwen et al., 2004). Rafid
changes in business envirofinent and world economics caused
by global cornpeolion and various polfical fado.s require or-
ganizaliqE to have a systern capable of maintaioing a heallhy
but flexiue working rd.tionship (Hihop, 1995I Psyctrological
contracts as a folm of rvod( agreement can gi\re emdoyees a
sense of coflfidence ard do not consider cfiange to be iigt}
tening (Guest and Conway, 21rc2).

2.2. lnfluence betrcen Psyctrological Contact,
OrganEatonal Clttsenshlp Bchavlor,
Organizalional Commitnot
and lnnovative Behavior

Previous sfudies rB\r€d that pqrchological cont'acts atre{t
organizational citizenship behavior (Robinson and Morison,
1995: Tumley and Fddman, 1999). When employe€s feel
confident that th6ir organizalion is ablo to facilitate lh6ir o)e6c-
talions and has a long"t6]m oriented rdationship, they wifl
enc(xrftUe emdoyees extra role behavlour beyod iob des-
cdptbos- However, if lha orgsnizalion is belioved to mly foc1ls
c{r shod-term and mole emFfiasis on fnancid acfiievement,
emdoyees will have no desire to engag€ further and b€tEve
proaclively ton ard th€ ad gvemont of organizational goals.

Psydt@ical contrads also have an efu on organi-
zatona! cornmitrnent, Previorls stjdies have conduded thal
ralational contacts have a greatar efiect on organizalional
commibnent lhan lransacti:nal confacts (Mdnnis et d., 2q)9;
Milward and Hopkins, 1998). When emdoyees feel thal the
oeanizalim is working lo create a long{em rBlationship, and
excrrange r€latbnship betvv@n organization and employees,
lhey will choose to retnain parl of lhe orgEnizatbn ad enioy its
rde in the organization. Con\ ersdy, u,,tlen oaganizations are
o.ienled tow'ard shod-Grm rclationships with litfe rcom lor

Relalional
Conlrdct



Emdoyee's innoalive behavior nas measursd using the
scale developed by Jannsen (2(n0), lGysen and Stse€t (2(Dl )
and ScoU and Bruce (1994). Reseadr data is also obtained
lhrcugh intervi*, for suppo.t in analfzing lhe ansreB to the
questioonaire and fol obtahing an in{e4th an$ver m the efiecl
of psydlological contracls on emdoyee inno\Elive behavior.
\lalldity test uras done using Pearson poduct mom€nt vrhile
reliability test wes corducted using Cronbacfi Alpha- HlDotlesis
testing was examined using lin€ar Egression anal)rsis wiur
Stalistical PadGge for the Social Sciences (SPSS).

4. Research Results

4.1. Data Collection

Of 141 questionnaires distsibuted, all vras raceiv€d (res.
ponse rate l0O percem). Based on lh€ results ot queslionnaire
sdeclion, only 130 complot€d questiomairBs w€{€ digiue br
further analysis.

4.2. Charact ristics of rs.ponderrts

Chsractejistics of respo.denb in this shrdy iBdude gend€r,
8gB, sducalion levd and length of tiofi. The fo[o! ir]g table
summadzes the cfia.adedstics of respondents. The maiodty of
respo.dents wsre female (58.5%), aged 3l-40 years (59.2%)
and /rc yosrs old (76.5%).

fabro ,. Characterklics of r€spo.rdenG

t rnogr{hk Clll..crqtdc!
Aoe
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This stdy u-sed $gnifcanoe le\rel d the corelalbn befiHt
d ibms with a totd score at the 0.01 dlfficance brrd abore
lhe r table vdue. Accodingry, fhe indhators for meas$ing the
constsuct psydElogk, conbact in tarms of rdafional and trarF
saclional conH, on lhe organiulbnal <itizerchip behavior,
qganizational commitrn€rit and innorative b€lBvbr are de-
dared as valid-

IaDb 3. Normd'rty Test

Vrslg lGtmforov.-$*r|oY ft.r (lGS bn) Sg-

TC 0.{18 0.121

RC 0.i131 0.'173

oc 0.533 02J.1

ocB o.rc| ixt
18 0.527 0.zB

TC: Fansadiond cont'act, RC: rdaliord conFact
OC: o$aoizatimd commiuner , OCB: o.ganizatisral
citizenship behayior, lB: inno/ati\re b€fEvior

fabb 4. Mufttco inoarity

Yl6L Toh lcr VS

TC 0.661 1.506

RC 0.661 r.506

TC: Fansactimal oortract RC: rdalbnd cqlt-ad

Retability t€st rBsdts on r€latimal contsacl consfruds, fran-
saclifid conf'ads, oruanizeliond dnmitsn€rlL orgorizalbnd
citizenship b€*laviq ard innovalirrc behavb quatfy for rdie-
bility.

C*nder

Etucalro0

tlb* furalitr (!ears)

4.3. Validity and Reliablllty Analysls

Validity and rdisbility tasb are performei for questioo items
that use scahs to. ass€ssmeflL Testing the validity of relational
cont'acts, Fansadional conhacts, organizational commi0nenl
organizatiorEl dtizenship b€l|avbr and innovati\re behavior was
mnduc{ed using Pearson coarelatior method thal cordales
betrvoen each score of eadr il8m with tdal scoG.

Iabb 2. Reliatility Test

CoNtuct Cllot dr A$lr. R..[l
TC 0.823 r€lde
RC 0.891 rddle
OC 0.759 l€idls
OCB 0.m rotude

lB 0.872 retable

TC: transaclional contract RC: r€lational @nfact,
OC: organizaticnal commiEner , OCB: oEanizalbnal
citizenship behavir, lB: innovative behavlx

5, ]llrpoftelirB T$dng
5.1. Th. lnf,u€ncs of Rslaffonal ConH
to OrgEaLauonal Commitnont

Hlpothesis I $ates lhat lhere is a pcxitire inlfuenca betJeen
rdational conlracts on oaganiuliord commi[noflt The t8sf d
the inlluence of lhe constsuds stlosed t-statisth t/alue d 3.626
and signifcant becaose the \ralus of t{est res{dt is larger than t-
taue lhat is 1.97 with a significance level of 0-05. This result
stlotvs that therB is a si$ffcant influence of rddidlal conFact
on organizational commitrnenl The coeffciert of rdatknal corr.
Ead efiect and organizalional commitner is 0.a5i bcsilive).
Based on lhese resutb it can be conduded that hypdr€.is 1 is
acceptable. Thus, th€re is a positiw and significant influeoce of
the rdalimal co.tract on o.ganizational coIl[Iftsneltt

52. The lniuence of Transactionll Cootract
on qganizatirmal CommitmEnt

Hypoth€sis 2 states that the.e is a negali\re el!8d b6tu,€en
fansadional coflFaf,is on dgBnizalional commitsIlenl The test
of lhe relatimsfiip behxeen hese co.lstsucts strows t-stallslb
vdue of 3.265 ard significant because it is trigger than t{able
lhat is 1 .97 with levd of signifcance 0,06. Th€ rBE rt stEure tlat
thera is a signiliGnt eH of t'ansadional cofiFad on oIgani-
zatiord coIlunitrn3rt The coetrcient of relat md cont"ad € bd
and organizalional commitsnent of -0.387 is n€galiw. Based on
lhese results it can be conduded that H2 is accepiaHe. Thus,
there is a negative and dlrnmcant efu of transac{isEl co{F
Facts on organizatbnd cofllmitrnent

5.3. The lnfluence of Reldional Gontact
on Organizational Citlzsnshlp Behavio.

Hypothe{is 3 stales that there is a positive inlhrence
b€tween rehlional contracts on organizationd citizenship
behaviof. The test of the iniuence of ttte constsucliq! ]Bveah th€
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lralue ot t-sEtislics of /t.675 signifEant because it is larger lhan
t{able hat is 1.97 with a signilicance bvel of 0.05. Ihe tesl
resuh shovrs that therE is a sirnifcant infuence of ieletbnal
contract m organizatbnal citize.Gship behavior. Thc coeffcient
of relational conuacl effed and organizational citizenship
behavior of 0.389 is posiuve. Based ofl these resuhs it can be
conduded lhat H3 is accepted. Thus, thele is a posiwe and
significant inf,uence of the rdalirnal confac{ on the organi-
zelional citizenship b€havior-

Iabre 5. Hypothesb TestirE

HyFoti6.r E Sag Rs|rli
0C * RC 03n 0.m acoel€d

0C * TC 0.248 0.m rybd
OCB - RC 0366 0.m accepkd

OCB - TC OA1 0.m mpEd
lB - RC 0.354 0.m acc€pbd

lB - RC 0.1i:15 0.m cepbd

TC: Fansac{bnal contract RC: rdatimd con0act,
OC: organizafonal commitsn€4 OCB: organizational
citizenship behavior, lB: inno/ative behavior

6. Discussion

7. Conclusion

Facing an ever-dranging situation in lhe face of cornpelitive
demands requires a specid efforf in moli\.aling and erfiancing
emplo)ree commilnent. Organizalbnal goals will or y be
8chbvEd if lh€ organization has dedicated ard possGing
emdoyees with a senso of b€longing to the orgsnizalio. There-
forc, orgEnizations rreed to desigr agrcements that are aHe to
facilitate and oegoliaig between organizalixd inte.€sts and
employee e)eectations- Psyctrological cont'acG can be an
infomal revrad sygern to build a g@od $DrtiE rdalimship
betryeen the oqanization and emplolrees. Tt|e sped{ cha-
racl€rislics pGsessed by regio aLomed miqo bsnking are
idormal asp€{is in ltle rdalionship betwson managers and
emdoyees are mqe likely aHe to encourage the crealix| d
harmonious worting rdalio{rships- This e\rentudly is able to
inqease the rdationship leval betw€en organizatiofl and
emdoyees, and to communicate th€ e)gectalions of th€
oqanizalion to employees. At the same tim€, the pIoxirnate form
of wo ing relationships in srall'scale relatimships can
facifitate lhe process of idedfying emdo]ree ne€ds to have a
bllger role and parlkipating in inrp\.8ti!r€ €fiods tor organi,
zalional p{o$sss-

The results of this study contibute in pmviding discourse fo.

5.4, The Inlluence of Transaclional Contract
on Organizalional Gltlzenshlp Behavior

H)@thosis 4 stat€s lhat lh€rc is a negalive irlfl uenca
between transaclional contracts m organizational citizeflship
b€havioa. The test of the iniuence of the constudion shows
t-stalistic valu6 of 4.519 and *lnific8nt b€cause it is larger lhan
t-{able lhat is 1.97 with a significance level of 0.05. The resui
reveals that the.e is a sifnificant efieci of hansadional cont'ac{
on organizational citizenship behavior. The co€ffcient of
transaction contract ellect and organizational citizenship
b€havior of 4.4i16 is negalive. Bced on lhese r€sutts it can be
condudsd thal H4 is acceptable. Thus, lhore is a negative aM
signilicant e{fed of transactional contracts m organizalbnal
citizenship behavior.

5.5. The lnf,uence ot Retational Contract
on lnnovatlve Behavior

Hlrpothe.sis 5 statas that there is a positi\€ anfluence beh/een
relatbnal conEacts m innorative behavior. The test of the
influence of the consuuclion reveals the value of t-statistics of
4.837 and signifcant becaus€ it is laIg€I than l-table is 1.97 with
a significarlce levd of 0.05- This resuh shols that th€re is a
signifcant efiect of r€latimal contacls on innovatir/e b€havior.
The coeffcienl of rdational contract efrect ard innovative
behavior of 0.,168 is positive. Based on thes€ results it can be
conduded that H5 is accept€d. Thus, therc is a positive and
signmcant inlluence of relstional contracts on innovative
behavior-

5.6. Tho lnllu€nce of Tran3actional Cofltrac't
on lnnovatiYe BehaYior

Hy?othsls 6 states that ther€ is a n€gative ellect between
transaciional contracG m innovalive behavior. The test of lhe
influence of the constsudirr shows the value of t-statistics of
4.354 signmcant because largar than t-table is 1-97 with a
signifcance level of 0.05. The test shows that lherc b significant
etred of Eansaclional contrad on innovative behavior. The
coeficient of efiecl of transaclional conFac-t and innovative
behavior of 4-432 is negative. Based oo these results it can be
coflcluded that tl6 is acceptable. Thus, there arc sitnificant and
negative effects of transaclional contracts on innovative
behavior.

102 Yol. .l9, l{0. l66l0ctober 20,l8 OUALITY
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The resr.{ts of lhe anah/sis with SPSS show that therB is a
positive influence between relational conbad and organizatimal
commilnent Lonetem, socialy-orientod rdatbnal conFads
based on tfle socio-emotional component is likdy aue to
facilitate lhe future expectations of enployees sudt as sdf-
dewlopmenl Hence, this will b€ able to lead employees to be
more mfllmitted to the oeanization. This result b h lile witt
Mih|ard and Hopkirs (f 998) and Mclnnis etal (20@) strdi€s
whicfi sugge€ling that rdalional contracts have a pqsitive €fiect
on organizational commitsnenl Convers€ly, Uansactbnal con-
Facts that aIe mo.e shoat-term qiented make emplq/ecs fed
that lhey are only needed by lhe o.ganizatbn to p€rfom t8sks
in accordance vyith what has described in iob deecriplion and
lhe{e are no many opporfunities to contihjte moae to the orga-
nizalion.

The resuhs also shorv that there is pGitive infuence
betw€en rclatbnal cooFacl and oqanizational dtizensrEp be-
havior. Relational conFacis based on the socicemolional
component facdiiate the need fo. empbye€s to hild dcer
socjal rdatbnships with both organkstbns and erndolr€es- tt is
able to encourage emdolrees to work togelher and play a
gr€ater rol€ in drieving organizaiimal goats. Thb is in line with
lhe researdr rc$tE of Robinsofl and Mo.rison (19S5) wtridr
states lhat rdational conkacts have a pcsitive efied on orga-
nizational commitnenl ConveGely, transactiond conEads
dace mq€ emphasis on the system of tarEible retrads as a
fom of reward for behavior according to iob d€scridbns.
Employees doing outside their roles are not tucilitated by the
fo.m of Fansadbnd contracts.

The results st)ox that ther6 is a positiw ir luence betureen
rdalional contract and innovative b€*Evior. Rdational contracts
oriented to the managemeat of motivslional aspeds are intsinsl
caly capable ol tadlitating employees in ident'fying, g$€ratng
and developing new ideas that can be used ,or orgmizetfund
det/eloprnent This is aue to encourage employees to play a
latgEr role in applying inno/atiofl in carrying out their lxoft. This
is in line with the researcfi result of Jannsen (2000) wtridt Sate8
that the rBlational conhad posftnady afiects Ole innovative be-
havior. Con\ie6ely, lransadional conFacts place flrora emphasis
on directing employee behavior according to iob descriptiqE so
that employees perform only roles accoding to whal has bs
come their task,



the effort to fofin a psyctrological contracl lt is rcilh noting that
there are the intangible and licng-term components thal
cfiaracterize the relational contract- SmaI and rn€dium-sized
cornpanies, sucfi as micro banking, can gain excdlence in
building inno\ralive commitnent and ricfi behavbr by pro/iding
employees with wider oppo{tJnities to devdop ner ideas and
facilitate setf{evelopment in the form of training for lhe
imdementation of inno\.ative ideas as a torm of appeciation for
employee confibulions. Organizadons can also facilihte the
process of building teamulo* so that employe€s have larger
medium to day a role in helfing lheir pe€rs in organizitional
developnenl On a broader scale, this cooperation can be a
social capital for the organizalion.

The Esutts of this st dy also prorride implicalbns br the
development of the concept of psycfiological conFacb, espe-
cialv on identrying olher aspocts of the organization that
positively inf,uenco in foming psychologhal contracts. This
study also examines lhe effect of psycfrologicd confads on
organizalimal commitneflt, oeanhational citizenship behavior
and partial innovative behavior. Future reseamfi needs to build
models that can explain the relationship of thBse variables.
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