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Introduction
Entrepreneurship has been a massive movement nowadays affecting the economic level and 
social conditions of a country (Choi & Majumdar, 2014; Ridley-Duff & Bull, 2015). Job creation, 
innovative products and the pursuit of productivity are the main business activities mainly 
attributed to entrepreneurship (Koe, Sa’ari, Majid & Ismail, 2012). Therefore, every country is 
arguably willing to do everything possible to encourage the supportive business environment 
capable of inspiring the emergence of entrepreneurs.

Moreover, entrepreneurial orientation is closely linked with self-initiative and self-employed 
being generally associated with young people (Burstein, 2013; Ferri-Reed, 2015; Koe et al., 2012). 
Hence, creating young entrepreneurs and improving their participation will be an effective 
strategy to promote the level of entrepreneurship (Rahman et al., 2016; Van Praag, 2003). However, 
although entrepreneurial programs have been largely examined by scholars and executed by 
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Orientation: This study aims to analyse the entrepreneurship-driven reasons and characteristics 
of employee management of the young generation, by analysing the role of psychological 
contract on employee commitment and organisational citizenship behaviour in the light of the 
characteristics of the millennial generation as the owners of small and medium-sized enterprises.

Research purpose: The main objective of this study was to empirically analyse the effect of the 
psychological contract and organisational support on the organisational commitment and 
organisational citizenship behaviour of the employees of small-scale enterprises run by young 
entrepreneurs, especially in the cohort generation.

Motivation for the study: This study attempts to analyse the characteristics of the millennial 
generation as the owners of small and medium-sized enterprises (SMEs) in running the 
business by examining their managerial characteristics in managing workplace relationship 
that aims to achieve the stakeholder expectations and improve both commitment and 
organisational citizenship behaviour of employees.

Research design, approach and method: Data were collected in the SMEs owned by young 
entrepreneurs in a city in Indonesia involving 150 respondents. The research model was tested 
using Structural Equation Modelling with analysis of moment structure (AMOS).

Main findings: The results showed that the employee citizenship behaviour is influenced by the 
organisational commitment. The commitment of employees was formed by the ability of business 
owners to understand the needs and expectations of employees regarding opportunities of self-
development, pleasant working environment, the benefit as the workload and the work challenge.

Practical and managerial implications: This study implies the need for academic institutions 
and policy makers to get involved in addressing the rising phenomenon of entrepreneurship 
among the young generation.

Contribution and added-value: This study mainly considered the characteristics of young 
entrepreneurs as the main factor in explaining the success of employee management 
relationship of SMEs.

The role of psychological contract on employee 
commitment and organisational citizenship behaviour: 

A study of Indonesian young entrepreneurs in 
management action

Read online:
Scan this QR 
code with your 
smart phone or 
mobile device 
to read online.

http://www.sajip.co.za
http://orcid.org/0000-0001-6896-7865
mailto:aianggraeni.psdie.undip@gmail.com
mailto:aianggraeni.psdie.undip@gmail.com
https://doi.org/10.4102/sajip.v43.0.1409
https://doi.org/10.4102/sajip.v43.0.1409
http://crossmark.crossref.org/dialog/?doi=10.4102/sajip.v43.0.1409=pdf&date_stamp=2017-05-30


Page 2 of 9 Original Research

http://www.sajip.co.za Open Access

government, the applicability in the youth has attracted 
limited attention. To date, examination of young entrepreneur 
characteristics, partially the millennial generation on 
entrepreneurship, remains unclear.

Millennial generations are frequently referred to as capitalists 
who are highly committed to performing business by any 
means to serve the interests of stakeholders of suppliers, 
employees and customers. As the first generation living 
totally immersed in digital technology (Kilian, Hennigs & 
Langner, 2012; Kraft & Wang, 2010; Sago, 2010 Taylor, 2012), 
providing the identities of cultural and social attitudes, 
millennial generations are also highly sensitive to community 
development of both local and global sphere (Nelson, 2015; 
Yadin, 2012), which in turn have more focus on communality 
than individuality (Pendergast, 2010). The millennial 
generation is characterised as informative and expressive in 
creative ideas and personal values to align the expectations 
between the owners and employees. Flexibility and 
responsiveness to the employees are other unique characters 
of the generation (Moscardo & Benckendorff, 2010; 
Pendergast, 2010). The millennial generation also seek to 
motivate their employees to become more involved and 
contributing in the formulation of strategy and business 
decision making (Richardson, 2010). This generation is more 
positive and optimistic in looking at the aspects of the 
recruitment and development of employees as one of the 
main components of business planning.

Flexible social relationships become the central feature in the 
business management of the millennial generation. Nevertheless, 
this millennial is very demanding for the professional 
capabilities of employees. Hence, the relationship between 
employees and business owners is characterised as flexible but 
productive. In the context of organisation size, this character is 
relevant to the study of Harney and Dundon (2006) divulging 
that the characteristics of human resource management in 
small  and medium-sized enterprises (SMEs) culture are 
mainly characterised by informality and non-bureaucratic. The 
employment relationship in this context can be built through the 
concept of relational aspects of the psychological contract that 
specifically focuses on the efforts to fulfil the needs of employees. 
The fulfilment of these needs is more likely potential to increase 
the employees’ attachment to their company through the 
internalisation of the norms and company values. Therefore, the 
improvement of commitment to the company makes them 
willing to be more concerned to achieve the company’s goals 
(Rhoades, Eisenberger & Armeli, 2001).

Hence, this study attempts to analyse the characteristics of 
the millennial generation as the owners of SMEs in running 
the business by examining their managerial characteristics 
in managing workplace relationship that aims to achieve the 
stakeholder expectations and improve both commitment and 
organisational citizenship behaviour (OCB) of employees. 
This article proposes the antecedents of organisational 
support and the role of psychological contract that affects 
employee commitment and OCB.

Theoretical review and hypotheses
Organisational citizenship behaviour
The concept of OCB was first introduced empirically by 
Smith, Organ and Near (1983) which refers to the thoughts of 
Chester Barnard in 1983 regarding the individual’s desire to 
work in an organisation. This concept was juxtaposed with 
the Katz’s (1964) concept of specific employee performance, 
namely, spontaneous and innovative behaviour. OCB is 
described as the employees’ behaviour and the employees’ 
personal choice to work beyond the expectations of the 
organisation that are required explicitly in the formal job 
description (Organ, 1997; Shahin, Shabani Naftchali & 
Khazaei Pool, 2014; Williams & Anderson, 1991).

The OCB refers to one of the employee behaviours, that is, the 
personal choice of the employees to work and behave out of 
the job description given to effectively achieve the 
organisational goals (Organ, 1997). This concept is often 
referred as the extra-role behaviour (Van Dyne, Graham & 
Dienesch, 1994), pro-social behaviour (O’Reilly & Chatman, 
1986), spontaneity (George & Jones, 1997) and contextual 
employee performance (Borman & Motowidlo, 1997). Based 
on the literature review on the concept of extra-role behaviour, 
Podsakoff, MacKenzie, Paine and Bachrach (2000) concluded 
that there are nine dimensions forming this concept: cooperative 
attitude, tolerance towards an appropriate condition of 
working, good self-enhancement of a positive deed, loyalty to 
the organisation, internalisation of the organisation aspects, 
the behaviour of helping at work, tolerance towards the 
uncomfortable work place, the effort to developing positive 
organisational, responsibility and constructive organisational.

The influence of the psychological contract to 
the organisational commitment and 
organisational citizenship behaviour
In the human resources management literatures, the concept 
of the psychological contract refers to Argyris’ (1960) study. 
Rousseau (1989), Guest (2016), Van den Heuvel, Schalk and 
Van Assen (2015), Panaccio Henderson, Liden, Wayne and Cao 
(2015), Low, Bordia and Bordia (2016), Karagonlar, Eisenberger 
and Aselage (2016) further described the psychological 
contract as the trust of both parties on the reciprocal agreement 
in which some contracts must be accomplished, some 
contributions are needed, and some liability must be attained. 
Even though this concept further facilitates the intangible 
aspects, which were first applied in the form of formal 
relationship between the organisation and employees, it 
merely related to intangible aspects such as salaries (Kiazad, 
Seibert & Kraimer, 2014a; Lee & Lin, 2014). Psychological 
contract is often defined as the employees’ perception of the 
implicit agreement between themselves and the organisation 
that contains a shared responsibility between the two parties 
(Festing & Schäfer, 2014; Ng, Feldman & Butts, 2014).

The difference between the psychological and formal contract 
is that the psychological contract tends to be implicit (Guest, 
2016; Karagonlar et al., 2016; McInnis, Meyer & Feldman, 
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2009). Flood, Turner, Ramamoorthy and Pearson (2001), 
Coyle-Shapiro and Kessler (2000), Sturges, Conway, Guest 
and Liefooghe (2005), Low et al. (2016) revealed that the 
psychological contract focusing on employee career 
development influences the effective commitment of 
employees. The fulfilment of the aspects contained in the job 
contract is more likely to give the employees a sense of 
emotional attachment to the organisation (Kiazad, Kraimer & 
Seibert, 2014b; Meyer & Allen, 1997; Rayton & Yalabik, 2014). 
Thus, the hypothesis can be formulated as follows:

H1: The psychological contract significantly influences the 
organisational commitment

Thomas, Ravlin, Liao, Morrell and Au (2016), Morrison and 
Robinson (1997) suggested that the psychological contract 
consisted of the transactional and relational contracts. The 
transactional contract is associated with the short-term oriented 
financial liabilities and does not require a deep involvement in 
the relationship between the employee and the organisation 
(Guchait, Cho & Meurs, 2015; Thomas et al., 2016). For example, 
an organisation pays the employee’s salary limited to the 
contributions of employees according to job description. In 
contrast, relational components are broader, long-term oriented 
liabilities and based on broader elements such as socio-
emotional commitment and trust of the employees.

The psychological contract is basically built to create stability 
in the working environment and improve the relationship 
between the organisation and the employee (Beardwell, 
Holden & Claydon, 2004; Karagonlar et al., 2016; Low et al., 
2016; Sparrow and Cooper, 1998). Hui, Lee and Rousseau 
(2004) stated that the relational contract highly relates to the 
citizenship behaviours and the transactional contracts affects 
the OCB only if mediated by instrumental beliefs. When 
employees consider that the organisation is able to facilitate 
their expectations and focuses on a long-term oriented 
relationship, they will show extra-role behaviour (Kiazad 
et  al., 2014b; Panaccio et al. 2015). Chen and Kao (2012), 
Priesemuth and Taylor (2016) found that the psychological 
contract influences an OCB. Furthermore, Coyle-Shapiro and 
Kessler (2000) explained that relational contracts positively 
influence the citizenship behaviour of employees:

H2: The psychological contract significantly influences the 
organisational citizenship behaviour.

The effect of the organisational support to the 
organisational commitment and organisational 
citizenship behaviour
Organisational support is defined as employees’ perception 
on the working environment and conditions established by 
the organisation as a form of organisation’s awareness, 
appreciation and efforts to facilitate employee 
contributions  (Eisenberger, Huntington, Hutchison & 
Sowa,  1986; Eisenberger, Malone & Presson, 2016; Kim, 
Eisenberger & Baik, 2016; Shen et al., 2014). Organisational 
support strengthens the positive assessment of employees 
both cognitively and emotionally to the organisation (Byrne 
& Hochwarter, 2008; Ristig, 2009). The support is not only 

limited to the form of salary increasing and financial rewards, 
but also largely provides an opportunity for employees to 
optimise their ability to complete the jobs (Bentley et al., 
2016). When organisational support is assumed as an 
important element in fulfilling the socio-emotional needs of 
employees, the organisation is considered to be well-prepared 
and able to appreciate the employees in financial honours 
(Rhoades et al., 2001) and emotional support to the employee 
performs the job effectively (Eisenberger et al., 1986). This 
support can be implemented in fair treatment in the 
implementation of policies and procedures of organisational 
resource allocation as well as specific organisational decisions 
such as promotions.

Aubé, Rousseau and Morin’ (2007) study conducted on 249 
employees in Canada by using cross-sectional research 
design revealed that the organisational support significantly 
effects on organisational commitment of employees. 
Furthermore, Kim et al. (2016), Panaccio and Vandenberghe 
(2009), Rhoades et al. (2001) showed the positive effect of the 
organisational support towards affective commitment of 
employees. Mowday, Porter and Steers (1982) explained that 
the job features and work experience affect the emotional 
aspects of the employees. When employees perceive that the 
company takes care and rewards their contributions, the 
employees will feel emotionally attached to the company 
(Allen  & Shanock, 2013). Therefore, we formulated the 
following hypothesis:

H3: The organisational support significantly influences the 
organisational commitment

Organisational support improves a good impression in the 
minds of employees and then, encourages employees to 
accept the organisation goals and values, and effectively 
improves their attitude and behaviour (Jain, Giga & Cooper, 
2013; Kim et al., 2016; Moorman, 1991). Organisational 
support encourages positive attitudes of employees and 
comfortable condition of working (Saks, 2006). Hu, Wang, 
Yang and Wu (2014), Miao (2011) revealed the positive 
influence of organisational support on the OCB that is 
reflected by helping their partners or co-workers at work 
office in completing the task and giving innovative 
suggestions for the operational activities of the organisation:

H4: The organisational support significantly influences 
organisational citizenship behaviour

The influence of the organisational commitment 
to the organisational citizenship behaviour
Organisational commitment is referred to the employees’ 
statement to internalise and engage in achieving the goals of 
the organisation (Steers, 1977; Xerri & Brunetto, 2013). The 
commitment needs the identification and involvement of 
employees to the organisation (Steers, 1977). Furthermore, 
Allen and Meyer (1990) proposed three components of 
commitment, namely, affective, continuant and normative 
commitment. Affective commitment focuses on the emotional 
closeness of employees to the company. Continuant 
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commitment is translated as the consideration of benefit of the 
employees so that they make a decision to join the company, 
while normative commitment refers to the employee’s feelings 
to fulfil their responsibility or obligation in an organisation.

Davoudi (2012), Gautam, Van Dick, Wagner, Upadhyay and 
Davis (2005) revealed that the three types of normative and 
affective commitment significantly affect the OCB of 
employees. Similarly, Chun, Shin, Choi and Kim (2013), 
Meyer and Herscovitch (2001) found that the organisational 
commitment affects the extra-role behaviour. Thus, the 
hypothesis can be formulated as follows:

H5: The organisational commitment significantly influences 
organisational citizenship behaviour.

Research design
Research approach
Quantitative approach was used in this study. This approach 
aims to construct and develop mathematical model of data 
analysis to prove the hypotheses (Given, 2008).

Research method
Research participants and procedure
This research was conducted on the SMEs owned by young 
entrepreneurs that characterised as the millennial generation in 
the city of Purwokerto, Central Java. The study used purposive 
sampling technique, with the number of respondents being 150. 
Hair, Anderson, Tatham and Black (1992) suggested that the 
minimum sample size in a research by using structural equation 
modelling (SEM) was 100 respondents.

A total of 17 small-scale enterprises run by young 
entrepreneurs were involved in this study, consisting of 
education business (2 enterprises), automotive (2), cellular 
phone distributors (2), beauty shop (9), trading (1) and 
printing business (1). Of all, 13 of which had run more than 5 
years. Moreover, overall entrepreneurs run the business after 
they had graduated from college.

A total of 57 respondents were male, compared to the 67 
female respondents. Most of them were 20–30 years old (89 
respondents). Majority of respondents (56 respondents) have 
been working for about 2 years.

Data were collected by using a questionnaire, with the Likert 
scale of 1 (strongly agree) to 10 (strongly agree). The 
questionnaires were given to employees of small-scale 
businesses owned by the millennial entrepreneurs. Response 
rate of respondents was 95.3% or 143 that were returned. 
Nine questionnaires were incomplete and 10 were invalid, 
thus they could not be analysed in the next step. Finally, 124 
questionnaires were further processed.

Measuring instrument
The questionnaire consists of two main parts. The first part 
contains the identity and social demographics profile of the 

respondents, such as age, sex, level of education and the 
duration of working. In addition, the study also used 
interviewing techniques with business owners about the 
reasons to run business, the duration of the business that has 
been running and the considerations in hiring the employees. 
While the second part concerned about the questions related to 
psychological contract, organisational support, organisational 
commitment and OCB.

Psychological contract: This variable is adopted from items 
developed by Herriot and Pemberton (1997), Rousseau 
(1995), namely, the opportunities for self-development, a 
pleasant working environment, challenging work and the 
remuneration according to workload.

Organisational support: The variable is adopted from 
organisational support concept proposed by Eisenberger et al. 
(1986), consisting of by four items, namely, the encouragement 
to take the initiative, the freedom to take decisions, the opinions 
of the employees and the appreciation of the work.

Organisational commitment: The variable is adopted from 
items developed by Steers (1977), including the employees’ 
emotional bond to the organisation, pride of being part of the 
organisation, the inspiration to the achievement and great 
respect for organisational values.

Organisational citizenship behaviour: This variable is 
measured by four items adopted from Organ (1997), Williams 
and Anderson (1991), including giving innovative suggestions, 
helping partners, keeping the organisational image and working 
outside working hours.

Statistical analysis
The data were analysed using SEM. SEM is a mathematical 
model combining algorithms and statistics to find 
relationships among the variables. This model includes factor 
analysis, path analysis and regression. This analysis has an 
advantage regarding the characteristic of SEM focusing more 
on latent constructs in the form of abstract psychological 
variables. In this study, the variables were divided into two 
categories, exogenous and endogenous. Exogenous variables 
were psychological contract and organisational support, 
while endogenous variables were organisational commitment 
and organisational citizenship behaviour.

To test the instrument validity, this study used the comparison 
between the value of corrected item-total correlation and the 
value of r table in which the accepted significance level was 
0.05 or r table 0.176. The reliability testing used Cronbach 
Alpha value limit of 0.6. For determining the model fit, this 
study used the comparison between the testing value and the 
cut-off value of indicators including goodness of fit index 
(GFI), Tucker-Lewis index (TLI), CMIN/DF (comparative fit 
index) and RMSEA (root mean square error of approximation) 
(Hu & Bentler, 1999). Finally, to test the hypotheses, this 
study used critical value (CR) value and significance level 
less than 0.05 at 95% confidence level.
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Results
Validity and reliability
Validity test is applied to determine the feasibility of the item 
in question. The analysis by comparing the value of corrected 
item-total correlation with the value of r table, using α level of 
0.05, shows that the value of each indicator is above the value 
of r tables of 0.176. Thus, it can be stated that the 
overall  indicator is valid (Ghozali, 2001). Reliability test 
by  comparing the value of the coefficient alpha with the 
criteria of a minimum value of 0.6, resulting in the value of 
the construct of psychological contract, organisational 
support, organisational commitment and OCB is above 0.6. 
Thus, it can be concluded that the whole construct used in the 
study is reliable (Table 1).

Goodness of fit testing
The testing results show that the value of chi-square 
(109.483) is smaller than the value of r table (133.476) with a 
significant degree of 5%, the probability value (0.198) above 
the 0.05 criterion; the value of GFI (0.921), is greater than 
cut-off value (0.90); TLI value (0.947), is greater than cut-off 
value (0.90); the value of CMIN/DF (1.138) and RMSEA 
value (0.024) is below the cut-off value (2.00 and 0.08, 
respectively). Based on these results, the model can be 
categorised as fit (Table 2).

Hypotheses testing
The influence of the psychological contract on 
the organisational commitment
The testing result of the relationship between the 
psychological contract and the organisational commitment 
shows the value of CR is 2.385 with the probability of 0.000 
(see Table 3). Thus, the first hypothesis is accepted. This 
result reveals that the better the psychological contract dealt 
between the employees and the company is, the bigger the 
employee organisational commitment is.

The influence of the psychological contract to 
organisational citizenship behaviour
The testing result of the relationship between the 
psychological contract and OCB shows that the value of CR 
was 2.785 with the probability of 0.000. This result shows that 
the better the employees’ perception to the psychological 
contract created by business owners, the bigger the employees 
OCB. Thus, the second hypothesis is accepted.

The influence of the organisational support on 
the organisational commitment
The testing result of the relationship between the 
psychological contract and OCB shows the value of CR at 
2.388 with the probability of 0.000. This result tells that the 
bigger the organisational support assumed by the employees, 
the bigger their commitment. Thus, the third hypothesis is 
accepted.

The influence of the organisational support on 
the organisational citizenship behaviour
The testing result of the relationship between the 
psychological contract and OCB shows the value of CR was 
2.063 with the probability of 0.000. This result explains that 
the higher the level of support given by the organisation, 
the better the employees’ OCB. Thus, the hypothesis is 
accepted.

The influence of organisational commitment on 
organisational citizenship behaviour
The testing result of the relationship between the 
psychological contract and OCB shows the value of CR at 
2.723 with the probability of 0.000. Thus, the hypothesis is 
accepted.

TABLE 2: Results of feasibility model.
Goodness of fit index Cut of value Results analysis Evaluation model

Chi-square 133 476 109 483 Good

Probability ≥ 0.05 0198 Good

GFI ≥ 0.90 0921 Good

TLI ≥ 0.90 0947 Good

CFI ≥ 0.90 0975 Good

CMIN/DF ≤ 2.00 1138 Good

RMSEA ≤ 0.08 0024 Good

GFI, goodness of fit index; TLI, Tucker-Lewis index; CFI; comparative fit index CMIN/DF, 
comparative fit index/degrees of freedom (the minimum discrepancy); RMSEA, root mean 
square error of approximation.

TABLE 1: Validity and reliability testing results.
Constructs Alpha coefficients Indicator Corrected item-total 

correlation

Psychological contract 0.702 PC 1 0.604

PC 2 0.517

PC 3 0.582

PC 4 0.316

Organisational support 0.784 OS 1 0.460

OS 2 0.601

OS 3 0.669

OS 4 0.637

Organisational commitment 0.819 OC 1 0.598

OC 2 0.662

OC 3 0.626

OC 4 0.691

Organisational citizenship 
behaviour

0.756 OCB 1 0.376

OCB 2 0.651

OCB 3 0.599

OCB 4 0.619

PC, psychological contract; OS, organisational support; OC, organisational commitment; 
OCB, organisational citizenship behaviour.

TABLE 3: Hypotheses testing.
Hypothesis CR-value p-value

H1: The influence of the psychological contract on the 
organisational commitment

2.385 0.000

H2: The influence of the psychological contract on the 
organisational commitment organisational citizenship behaviour

2.785 0.000

H3: The influence of the organisational support on the 
organisational commitment

2.388 0.000

H4: The influence of the organisational support on the 
organisational citizenship behaviour

2.063 0.000

H5: The influence of the organisational commitment on the 
organisational citizenship behaviour

2.723 0.000

CR, critical ratio.
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Discussion
This study empirically examines the effect of psychological 
contract particularly on the aspects of relational and 
organisational support to the organisational commitment 
and OCB in small-scale businesses owned by the millennial 
entrepreneurs. The results show a positive influence of the 
psychological contract on the organisational commitment 
(see Figure 1). This result confirms the previous findings by 
Flood et al. (2001), Coyle-Shapiro and Kessler (2000), Aubé, 
Rousseau and Morin (2007), revealing that the psychological 
contract affects employee commitment.

This result reveals that psychological contract perceived 
by  employees about the implicit agreement between 
the  business owner and employees consisting of the 
expectations and needs of employees determines the 
formation of employees’ commitment. Emotionally, 
employees’ attachment to the workplace and the feeling of 
belonging is formed by the employees’ perception to the 
business owners in providing opportunities for employees’ 
career development and self-actualisation through various 
training programs aimed at improving the skills of employees. 

The fulfilment of the needs of employees can be implemented 
by creating a pleasant working environment and by 
establishing great togetherness and effective communication.

The psychological contract is based on the perception of each 
responsibility, and reciprocal provisions, of both parties 
(McShane & Von Gilnow, 2003). Though the contract is not 
written, yet it is actually very constructive for both sides. 
Business owners provide access to compensation, competitive 
rewards and according to their employees a large number of 
opportunities to excel in their professionalism. On the 
contrary, employees dedicate their capabilities on an on-
going basis in the form of increased productivity and extra 
effort for the advancement of business (Mathis & Jackson, 
2007). Chen and Kao (2012), Hu et al. (2014) stated that, 
psychological contract effects on the citizenship behaviour 
of  employees. Organisation’s efforts to meet the needs of 
employees can encourage the level of active contribution 
employees can make to achieve the success of the business. 
Employees’ active-participation in giving suggestions for 
innovative ideas and in working together tends to improve 
their level of participation in maintaining the positive image 
of the business where they work.

Organisational
commitment

Psychological
contract

Organisational
support

Organisational
citizenship
behaviour

Z1 Z2

PC1

ePC1

PC2

ePC2

PC3

ePC3

PC4

ePC4

OS4

eOS4

OS3

eOS3

1
OS2

eOS2

OS1

eOS1

1

OC4eOC4

1

1

OC3eOC3
1

OC2eOC2
1

OC1eOC1
1

OCB1 eOCB1
1

1

OCB2 eOCB2
1

OCB3 eOCB3
1

OCB4 eOCB4
1

1 1

1

1 1 11

1

11

ePC, residual value of psychological contract indicators; PC, psychological contract; eOS, residual value of organisational support indicators; OS, organisational support; eOC, residual value of 
organisational commitment indicators; OC, organisational commitment; eOCB, residual value of organisational citizenship behaviour indicators; OCB, organisational citizenship behaviour; Z, 
residual value of regression

FIGURE 1: Research model.
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The results also show the significant influence of the 
organisational support on the organisational commitment. 
This result confirms the previous empirical findings by Flood 
et al. (2001), Coyle-Shapiro and Kessler (2000), Aubé, 
Rousseau and Morin (2007), revealing that the organisational 
support influences employee commitment.

The psychological contract as indicated by the fulfilment of 
the employees’ need and the establishing harmonious social 
relations is the impetus for the emotional attachment of 
employees with the organisation. The challenging work is 
more likely to give attachment of employees with the values 
and goals of the organisation, and the inspiration for 
achieving the organisational goals. This result shows that the 
organisational support from business owners significantly 
encourages the employees’ positive commitment. This has 
the implication to organisational support to the impetus for 
the initiative, the participation of employees in the decision 
making, and the internalisation of the values embraced by 
the business owners.

The organisational support is believed to have a positive 
effect on the OCB. This result confirms the studies conducted 
by Chen and Kao (2012), Hu et al. (2014), which stated that 
organisational support to the employees’ citizenship 
behaviour. Organisational commitment is indicated by the 
level of employees’ internalisation of the values of the 
organisation and engagement in achieving the goals. 
The organisational support through the cooperation with its 
employees to encourage their job initiatives can help them to 
provide constructive ideas for business development. The 
organisational consideration in treating employees as a job 
partner can improve the level of emotional attachment, and 
eventually, they are willing to contribute to the progress of 
the business. Organisational support is more likely to 
encourage employees to work according to their ability and 
contribute ideas and the voluntary citizenship work for the 
organisation.

Finally, there are positive influences of organisational 
commitment on OCB. This result confirms the findings of 
Davoudi (2012), Gautam et al. (2005), revealing that the 
organisational commitment influences OCB.

Hence, emotional attachment as a form of the employees’ 
commitment is more likely to influence the citizenship 
behaviour. This bond tends to encourage the level of 
employees’ participation to think effectively in developing 
and achieving the organisational goals. Employees’ 
attachment to the work place and colleagues also encourages 
them to get involved in working together in a harmonious 
environment and to build the positive image of the 
organisation.

Limitations and recommendations
This study used transactional and relational dimensions in 
psychological contract measurement. However, literature 
categorised psychological contract into three dimensions 

including transactional, relational and balanced contract (for 
instance, Hui et al., 2004). Future studies should consider 
involving balanced dimension in the measurement. This 
study analysed the influence of psychological contract on 
OCB. By considering the business managed by the millennial 
generation orienting in innovation, future studies should 
explore the influence of psychological contract on innovative 
behaviour of employees.

Practical implications
Primarily, this study provides insightful analysis of 
organisational psychology regarding the success of employee 
management relationship of SMEs run by the millennial 
generation. It is worth mentioning that the characteristics of 
the millennial generation in building the social relationship 
with employees allow the process of identifying the needs of 
employees. Business enterprises managed by the millennial 
can encourage the employees’ contribution to the company. 
Employees who are able to perform beyond the job 
description have a strong commitment and are able to balance 
their personal principles and the morality held by the 
organisation where they work (Luthans, Norman & Hughes, 
2006). The support given by the owners to the employees 
indicates that the company cares about the contributions of 
the employees and the welfare of them (Rhoades et al., 2001). 
Rhoades and Eisenberger (2002) pointed out that the 
employees receiving more company support will dedicate 
their extra-role performances like being more responsible for 
their work, aiding their work partners and giving their 
inventive ideas. Similarly, Duffy and Lily (2013) stated that 
the company support affects the OCB of the employees to 
work beyond the minimal requirements of the job and 
provides a positive impact on the achievement of corporate 
goals.

On the contrary, this provides an opportunity for business 
owners to share their work values and goals to be achieved 
by the employees. This value is reflected on the level of 
employees ‘perception related to the relational agreement 
with business owners in the form of positive psychological 
contract that can be implemented through the employees’ 
training and gathering for the fulfilment of employees’ needs, 
personal development and creating a pleasant atmosphere in 
the workplace.

This generation seems to work with strict targets, which can 
be interpreted as a challenge for employees. However, their 
flexible working relationship also allows more space for 
employees to be involved in the decision making process. 
This is reflected in some organisational supports perceived 
by employees in providing appreciation and reward to their 
job, and facilitating their opinions as one of business 
solutions. Generation Y is likely to consider the employees as 
working partners, and give more space to employees to show 
their initiatives, innovation and constructive ideas for 
business development. These factors lead to employees’ 
emotional attachment to the work place and their willingness 
to actively contribute to the progress of the business.
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This study implies the need for academic institutions and policy 
makers to get involved in addressing the rising phenomenon of 
entrepreneurship among the young generation, especially the 
millennial generation. They need to design the innovative and 
applicable training for young entrepreneurs in order to facilitate 
them in searching for business opportunities and orientation.
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