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Understanding Relationships in the Psychological Contracts of Indonesian Academics
ABSTRACT
The purpose of this paper is to present the results of exploratory research which analysed employment
relationships using the lens of psychological contracts to understand the meaning Indonesian academics placed
on relationships in their employment. Qualitative research in form of in-depth interviews was utilised in six
universities in Indonesia. Findings indicate Indonesian academics perceive their relationship with their
superior as partnership, friendship, rule bound and synergy. Where partnership was interpreted as friendship it
resulted in Indonesian academics being willing to work beyond formal job descriptions. For rule bound
relationships academics worked to the rule of ‘Tugas Pokok dan Fungsi’ (TUPOKSI), whilst for synergy
relationships a need to support each other and work together in accordance with Indonesian Government
Education Regulations was expressed.
Keywords: Interpersonal behaviour, managerial thinking & recognition, perception, values
PAPER TEXT: Research Paper
INTRODUCTION

Rousseau (1989) defines the psychological contract as individuals’ belief in reciprocal obligations and
promises of an exchange agreement between them and their organisation. Another view of the psychological
contract is that it can be defined as the quality of the relationship between employees and employers (Lopez,
2008). Although there is growing interest in the body of theoretical and empirical research on psychological
contracts, scholars have devoted limited attention to understanding the meaning placed on relationships,
promises and obligations as perceived by employees. The quality of such relationships is very important to the
success of organisations because they influence firm performance (Herrington, Scott & Johnson, 2005; Wang,
Tsui, Zhang & Ma, 2003). Research suggests that negativity in the employment context contributes to
relationship conflict (Ismail, Richard & Taylor, 2012). Within psychological contracts, there is therefore a need
to understand employees’ perceptions of their relationships at work (Dadi, 2012). The objective of this study is
to explore the meaning placed on relationships between employees and employers in Indonesian Universities.

Human cognition that constructs the perceptions in psychological contracts varies in different contexts
(Cassar & Briner, 2009). Research has therefore been conducted on psychological contracts in universities in
numerous national settings (Abdullah, Hamzah, Arsyad, Mat Isa & Ghani, 2011; Aydin, Yilmaz, Memduhoglu,
Oguz & Gungor, 2008; Dabos & Rousseau, 2004; Krivokapic-Skoko, O’Neill & Dowell, 2009; O’Neill,
Krivokapic-Skoko & Dowell, 2010; Shen, 2010). Indonesian Universities provide a different study context as

they rank poorly and are resource-poor by world standards and the employment environment is controlled by

government regulations that specify the obligations of employers and employees. Understanding the
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psychological contracts of Indonesian academics may also assist Indonesian universities to improve academics’
productivity which may improve organisational performance (Shen, 2010).

We begin this article by explaining how researchers have conceptualized and studied psychological
contracts and then we describe the study context and methodology. For findings and discussion, we explore the
meanings placed on relationships in the psychological contracts of Indonesian academics. Following that, we
conclude that Indonesian academics perceived their employment relationship as partnership, friendship, rule
bound and synergy. Employees will perform beyond their main tasks or functions or ‘Tugas Pokok dan Fungsi’

(TUPOKSI) if there is a friendship relationship.

CONCEPTUALISING PSYCHOLOGICAL CONTRACTS

In 1960, Argyris used the term ‘psychological work contract’ to explain the relationship of a group of
employees with their foreman. The study found that the foreman managed the employees so that they behaved
in the desired manner by guaranteeing and respecting the informal employee culture. Levinson, Price, Munden,
Mandl and Solley (1962) discussed the concept of the psychological contract and posited that the components of
it are the mutual expectations between employees and their employer. Employees’ expectations refer to job
satisfaction achieved through practicing their specific skills, attaining good social relations in the work place,
job security and economic rewards, while employers’ expectations are that employees should work so as to
maintain cost efficiency, upgrade their skills to be positioned at supervisory level and demonstrate their
flexibility to dedicate themselves to the company. Schein (1965) emphasized that both employees’ and
employers’ expectations involved not only how much work should be performed in exchange for a determined
amount of money, but also included rights, privileges and obligations between employees and their employer.

Rousseau’s (1989) ground breaking work on the psychological contract contributed significantly to
current understanding of the concept and has been widely accepted in both academic and practitioner literatures
(Bankins, 2011; Roehling, 2008). Rousseau’s reconceptualization identifies psychological contracts as
individuals’ beliefs of an exchange agreement between them and their organisation. It marks a shift in emphasis
from expectations to promises and obligations. Rousseau discusses two types of promises: explicit (verbal or
written and therefore obvious) and implicit promises that are said to arise out of repeated behaviours over time.
Obligations arise through a party’s contributions and actions leading to a requirement for reciprocity on the part
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of the other party. The norm of reciprocity is an explanatory mechanism for understanding the employment
relationship (Shore & Tetrick, 1994). Hu, Tetrick and Shore (2011) define employee’s and employer’s
perceptions of promises and obligations in the typical employment relationship as being that employers provide
money and other compensation along with job security and training in exchange for employee’s time, expertise
and effort. Tekleab and Taylor (2003) argue that a quality relationship between employers and employees needs
to exist in which there is a high level of communication about reciprocal promises and obligations so as to
enhance the level of agreement on these promises and obligations. The better the quality of the employer-
employee relationship, the better information that is shared on reciprocal promises and obligations and the less
likely violations of the psychological contract will occur. In other words, the existence of good relationships is
crucial to a good work environment (Herrington et al., 2005).

Failure to fulfil reciprocal obligations creates violations or breaches. Breaches of psychological
contracts occur when an individual believes that the organisation or employee has failed to respond to one’s
contribution in the exchange relationship within the psychological contract (Rousseau, 1989). Common
reactions when the psychological contract is violated are employee’s negative work attitude and behaviour
(DelCampo, 2007; Morrison & Robinson, 1997) and often departure from the organisation (Turnley & Feldman,
1999). Coyle-Shapiro and Kessler (2000) emphasized that disagreement may occur when employers and
employees have different understandings of the promises made and reciprocal obligations between them thus it
is important to understand what is understood by these concepts. Whilst, there has been significant literature and
research about promises and obligations, few studies actually differentiate the concepts well (Conway & Briner,
2005; Guest, 1998; Sutton & Griffin, 2004). Further, McCourt & Eldridge (2003) identify that management
concepts applicable in developed, western economies need to be tested and assessed critically in other settings.
The exploration of the psychological contract construct in Indonesian academics provides such an opportunity.

As noted above, research has been conducted on psychological contracts in universities in several
national contexts (see, for example, Abdullah et al., 2011; Aydin et al., 2008; Dabos & Rousseau, 2004;
Krivokapic-Skoko et al., 2009; O’Neill et al., 2010; Shen, 2010). Abdullah et al (2011) and Dabos and Rousseau
(2004) emphasized that mutuality and reciprocity should exist where employees and employers have the same
beliefs and understanding of their exchange obligations, so there will be beneficial outcomes for both in their
employment relationship. Krivokapic-Skoko et al (2009) identified the need for universities and academics to be
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sensitive to possible differences in their exchange obligations to prevent breaches of psychological contracts.
Further, studies by O’Neill et al (2010) identified the existence of quite divergent views of obligations as
perceived by academics and the university while Aydin et al (2008) and Shen (2010) identified that these
divergent views let to the psychological contracts of academics being violated by the university because the

university did not meet the implicit terms of the exchange relationship.

THE STUDY CONTEXT: HIGHER EDUCATION AND ACADEMICS IN INDONESIA

Indonesian universities rank poorly in the Quacquarelli Symonds index. The University of Indonesia is
Indonesia’s highest ranked university at 309 globally (QS World University Rankings, 2013). The low quality
of education in Indonesia is a complex issue with a number of contributing factors including the limited
qualifications held by teachers and lecturers, lack of education facilities (such as up-to-date library books), low
salaries of teachers and lecturers, low achievement of students, and increasing tuition fees (Ikhwan & Masjid,
2006; Ramadhan, 2013). As a response to low wages, many Indonesian academics have jobs outside their
universities and therefore have considerable workloads (Ramadhan, 2013; Setiawati, 2009). Only 5.2% of
Indonesian academics have Doctorates and 32.8% and 62% of Indonesian academics respectively have Masters
Degrees and Bachelor Degrees as their highest qualification (Arisbudi, 2011). Most Indonesian academics have
poor English language skills; insufficient access to research funding, poor academic support facilities (ldrus,
1999; Lisnayetti, 2006), a lack of information communication technology (ICT) skill and infrastructure
(Gultom, 2005; Marginson & Sawir, 2005) and internet speed connection in Indonesia is the slowest in the Asia
Pacific region (Deliusno, 2012).

Indonesian academics are currently being called on by their Government to improve the quality not only
of teaching, researching and serving society, but also to improve verbal and non-verbal communication skills,
develop better ICT skills, develop wider networking, and become more outward looking (DGHE, 2010) so as to
improve the quality of Indonesian universities (Rachman, 2003). These performance pressures, particularly
demands for skill development in a resource poor environment, are likely to place significant pressure on
Indonesian academics providing a practical reason for this study so that academics can be better managed, be
more motivated and potentially perform better (Holland, Hecker & Steen, 2002; Rousseau, 1995; Westerman &

Yamamura, 2007).



Indonesian academics therefore work in constrained circumstances. Further, they are instructed by their
state philosophy known as Pancasila that they should prioritize their obligations more than their rights (Giblin,
2003; Suryopratomo, 2011). Given the explicit meaning placed on obligations, Indonesia therefore provides a
very different context in which to explore the employment relationship. This paper addresses the question of
how Indonesian academics understand the nature of relationships and consequently, the meaning placed on

obligations and promises within the psychological contract.

RESEARCH METHOD AND RESPONDENT ORGANISATIONS

The research presented in this paper draws on data from a larger project on mental models of
psychological contracts of Indonesian academics, involving exploratory qualitative research in six higher
education institutions (3 public and 3 private) in Manado city, Indonesia. Qualitative research is considered
useful to understanding the meaning of experience, actions and events perceived by people in relation to the
complexity of their natural behaviours (Pidgeon & Henwood, 1996), and is particularly useful in areas where
little is known of the phenomenon under investigation. As there is little understood of psychological contracts in
the context of Indonesian higher education, a qualitative approach was justified.

The research utilised four methods of data collection: (1) interviews (2) drawings of academics’
perceptions of their psychological contracts (3) descriptions of their drawings and (4) field notes (Ryan, 2012;
Zhang, 2008a; Zhang, 2008b). As psychological contracts are individually constructed, forty seven individual
interviews were undertaken (Brantley, 2009; Conway & Briner, 2005; Guo, 2009, Mao & Liu, 2008).
Interviewees were drawn from all levels of the universities including two Rectors, one Vice Rector, three Deans,
two Vice Deans, two Directors, eight Heads of Disciplines, five Heads of Study Programs, one Faculty Senate
Member, three Secretary of Disciplines, one Secretary of Study Program, one Secretary of Vice Rector, seven
Senior Lecturers, eight Lecturers and three part time lecturers. Respondents were asked about their employment
relationship, not their psychological contracts as the term is not widely used or understood in the workplace
(Dadi, 2012). Brief field notes were written during the data collection period to describe the individuals met and
the more detailed information related to interview answers, for instance university’s statutes, the vision and

mission of the university or faculty and the university’s teaching subjects (Ryan, 2012).



To reveal a more complete picture of perceptions, respondents were asked to draw and describe their
perceptions of their employment relationship (Labedz & Lee, 2011; Zhang, 2008a; Zhang, 2008b). The
justification for drawings is that they are useful to elicit and illustrate structural aspects of people’s perceptions
(Gray, 1990; Vosniadou & Brewer, 1994; Zhang, 2008a), to determine people’s mental representations that rely
on their knowledge (Storey, Fracchia & Muller, 1999) and understanding the meaning placed on relationships
(Oliver & Hannafin, 2001). Participants were asked to draw with paper and pen and to describe their
employment relationship drawings verbally (Coll & Treagust, 2001). The interviews were audio recorded,
transcribed and imported to NVivo software along with drawing interpretations. Interview transcripts were
analysed using thematic analysis. Thematic analysis was useful for reporting the experiences, meanings and the
reality of participants (Braun & Clarke, 2006). Descriptions provided along with the drawings were used to
interpret the drawings correctly (Zhang, 2008b). The respondents’ drawings were grouped or coded into themes

or categories which the drawings represent (Zhang 2008a; Zhang 2008b).

FINDINGS: THE MEANINGS PLACED ON RELATIONSHIPS
A number of interviewees considered their employment relationship with their Dean as a partnership:

I perceive my employment relationship with Dean is a partnership, there isn’t any gap between us. We can argue
and we don’t always need to follow his instructions (Respondent 11, a Head of Study Program, permanent
academic staff, Public University A).

Most literature points to partnership in the workplace as being about managing workplace employment
relations for joint problem solving between employees and employers to attain mutual benefits (Dietz, Cullen &
Coad, 2005). Employee respondents perceived partnerships as them being able to contribute their ideas,
suggestions and thoughts to their employer so as to come up with mutually agreed decisions. The quality of such
relationships in employment is very important because they contain the organisational values of a mutual
commitment to achieve organisational success, mutual understanding of interests of management and
employees, mutual high levels of trust to be committed in creating and maintaining good working relationships
and cooperation to solve problems to achieve the success of the organisation (Dietz et al., 2005). These
organisational values bring positivity to the employment relationship.

Supporting this finding, interviews in one public university indicated that there is a desire for the Dean

to give his employees opportunities to express their ideas, suggestions and thoughts and that the Dean should



not be resistant to listening and considering the opinions of staff in his decision making. Employees considered
that if the Dean accepts ideas, suggestions and thoughts, then employees will perceive that they have good
relationships with him. They also think that by being able to contribute ideas, suggestions and thoughts, that
they feel appreciated, trusted and could lead to increased innovation, creativity and a motivational working
spirit. Moreover, partnership can be the essential factor to influence productivity (Gerardi & Wolff, 2008)
because employees are willing to undertake additional tasks beyond their job descriptions. Similarly, Settoon,
Bennet and Liden (1996) found that employees, with high levels of perceived organizational support from their
employers within their exchange relationships, are willing to work beyond their formal employment contract.

In Indonesia, the main and functional tasks of employees are known as Tugas Pokok dan Fungsi
(TUPOKSI). These are determined by each institution but based on regulations of the Indonesian Government
Directorate General Higher Education (DGHE) or ‘Direktorat Jenderal Pendidikan Tinggi’ (DIKTI).

My employment relationship with Dean tends to be a partnership. Hence, | do not mind doing other tasks although
they are excluded in my TUPOKSI (Respondent 5, a Head of Study Program, permanent academic staff, Public
University A).

Partnership was also perceived as friendship by this respondent who thought that if there is no
employee-employer status gap between him and the Dean, they will be friends. This respondent is a well-
respected academic and a long term colleague of the Dean. Sias & Cahill (1998) found that the opportunity to
work together can develop workplace friendship between workplace peers and in superior-subordinate
workplace relationships. The development of such relationships is highly probable in Indonesia given that
government positions within public universities are highly prized as they provide long-term employment and
many public university academics therefore work their entire careers in the same public university (Noviani,
2007). This respondent also indicated:

A partnership means friendship system. It is not limited by my salary, facilities and so on. Sometimes we are
motivated and happy to do something which is not actually our job because we are friends.

Whilst some respondents saw their relationship with their superior as that of friend and were therefore
prepared to exceed their job descriptions, they were also motivated to do so on the basis that this may obligate
the Dean to provide them with more opportunities to fulfil their ‘Tri Dharma’ such as undertaking training,
attending seminars, receiving research grants and having grants to do community services. Tri Dharma is
determined by Indonesian Government Regulations or Undang-Undang Number 12 year 2012 that Indonesian

academics are obligated to teach, do research and to do community services (Handini, 2013).
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Respondent 5 is the only respondent who called the partnership a friendship. However, another
respondent indicated friendship in a different way. He explained that he has been close friends for more than a
decade with his supervisor (the Head of Discipline) who has helped him to solve his marital problem because
the problem can affect his job performance. They are close friends both in the working place and in their church.
They are both actively engaged in their church ministry. His supervisor is one of the church minister (priest)
members or “penatua” (in Manado language) in their church. He is the member of church’s congregation,
therefore his supervisor acts as the minister to serve him as her congregation. Literatures suggest that resolving
employees’ personal problems benefits the organisation (Bailyn, Fletcher & Kolb, 1997; Maslach & Jackson,
1984). Lin (2010) also considers that workplace friendship can have a positive impact on the working
environment such as improving job performance. Workplace friendship can be in the form of peer relationships
in which peer friends might spend more time with one another beyond the formal role relationship. As a result, a
higher degree of mutual understanding in the employment relationship may occur (Sias & Cahill, 1998).

The perceptions of other interviewees suggested, however, that for them, the reality of their employment
relationship was far from this partnership or friendship ideal:

In a meeting, we must always agree to what Dean said. The meeting is becoming a place of rubber stamp to
legitimate his decision. We just listen and can’t go against his decision.... Dean only appreciates someone’s
opinion if the opinion is same as his opinion (Respondent 3, permanent academic staff, Public University A).

This respondent furthermore said that the Dean often listens to those employees that he considers as his
‘friends’. To be his ‘friend’, however the employees must always agree with the Dean’s opinions in the first
place. Employees who constantly disagree with the Dean’s decisions were said to be excluded from any elite
structural position because the Dean would not assign them to such a position. The Dean was considered as
arrogant because not all individuals can be friends with the Dean as demanded by the Dean due to personal
differences, for example personality. Furthermore, all employees were not able to spend more time or effort to
help the Dean. Due to employees are more likely to establish their employment relationship with organization
members (Hui, Lee & Rousseau, 2004), employees therefore looked to establish relationships with others within
the university. Employees will target their exchange relationship with someone else considered as their
employer if that person has power or authority to fulfil the employer’s obligations (Coyle-Shapiro & Kessler,
2000; Tomprou & Nikolau, 2011). For example, respondent 3 had compensated by establishing a close working

relationship with Vice Rector 2 and identified that when the respondent had a problem they tend to discuss that



problem with Vice Rector 2. This respondent targeted Vice Rector 2 as his employer because Vice Rector 2 was
able to fulfil the employer’s obligations in their employment relationship. This respondent explained further that
he appreciated Vice Rector 2 finally approving and reimbursing his salary payment although the Dean had not
approved it in the beginning. The Dean declined to pay his salary because he had not finished his PhD study and
he was therefore considered to be on study leave and ineligible to receive his salary payment. Despite this initial
rejection, he was still committed to do his tasks at the faculty.

Interestingly, most respondents drew their employment relationship as a hierarchical organisational
structure based on Indonesian Government Regulations, including those who perceived their employment
relationship as a friendship. They explained that they could overcome the hierarchical structure through
friendship. A permanent staff member and the Vice Dean for Student Affairs of a private university drew their
employment relationship as a train. The train is supposed to know its destination because it is controlled by the
driver. The carriages represent subordinates and the locomotive represents the supervisor. The respondent
considered the Dean as his supervisor and that the supervisor needs to control, motivate and give directions to
their subordinates to work together based on each individual’s job description to achieve the organisation’s
goals. However, this respondent thought his supervisor kept changing the ongoing working programs; therefore
he stated that although the train looked like it was moving, it was not going anywhere.

Whilst an employment relationship that was considered as a partnership or friendship was said to lead to
a willingness to do a job beyond the formal job description, some interviewees described their employment
relationship as being based solely or predominantly on their job descriptions. Schein (1980) described that the
expectations of employees and employers may be based solely on formal agreement such as pay for
performance. This implies that their psychological contracts are with a superior and are about obligations to do
their job descriptions based on formal terms and often in relation to TUPOKSI:

My employment relationship with Dean is fine and has been based on my job description (Respondent 27, the
Head of Management Department, permanent academic staff, Private University B).

Personally, 1 must work based on TUPOKSI ..... and | must be responsible to the Head of Department to report
the teaching progress (Respondent 24, permanent academic staff, Public University B).

Indonesian academics fall back on the formal written contracts because they believe if they do their
tasks and jobs based on these they will automatically create good relationships with their employers. In order to

maintain their good relationships with their employers, they must continue to do their tasks and jobs well.

10



There was an indication that multiple psychological contracts existed because many of the interviewees
saw their relationships as formal, not only with the universities but also with the Indonesian Government
(Marks, 2001). The academics interviewed viewed their psychological contracts not only as an exchange
agreement between themselves and two other parties but sometimes three parties: the Dean, university and
Indonesian Government in the form that they have a direct relationship with the Dean and indirect relationships
with the university and Indonesian Government. Some interviewees identified rules or regulations within their
employment relationship. An academic elite explained:

As a subordinate (to the Rector), | have to maintain the synergy between me and Rector. | must maintain a good
relationship by properly carrying out the mandate based on rules (Respondent 9, the Dean, permanent academic
staff, Public University B).

Organisations consist of people with different talents and experiences including different levels in the
hierarchy. It is important to bring together these diverse talents and experiences through sharing perceptions,
ideas and knowledge, known as synergy, in order to maximise organisational effectiveness (Harris, 1981).
‘Synergy’ is derived from the Greek word that means ‘working together’ (Trofino, 1995). Positive synergy
relationships may be understood as employers and employees being committed to work together for
organizational success (Nasurdin, Hemdi & Guat, 2008). To support this, the respondent described this synergy
as a need to support each other and be committed to develop the faculty in accordance with Indonesian
Government Education Regulations. To some extent, there is authority within task execution:

My employment relationship with Dean is lini or command line, whatever Dean has assigned me some tasks, I
must do and report them to Dean (Respondent 44, the Head of Study Program, permanent lecturer, Public
University A).

Obedience is commonly recognized as a part of Indonesian culture (Lidyasari, 2012). These findings in
regard to obedience suggest that subordinates need to participate actively to maintain the positive synergy
relationship with their supervisors by doing their mandates and obeying the supervisors.

Psychological contracts are also understood as employees perceiving they have obligations toward their
employer organization and the organization having obligations toward them (Rousseau, 1989). Moreover
Rousseau (1995, p. 9-10) emphasized “a key feature of the psychological contract is that the individual
voluntarily assents to make and accept certain promises as he or she understands them”. The terms obligations
and promises, when used in conjunction with the concept of psychological contracts, are sometimes used

interchangeably (Robinson & Rousseau, 1994). However, psychological contracts are perceived differently by
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individuals from different cultures (Rousseau & Schalk, 2000). For example, promises contain obligatory
commitment for future actions within the US context (Rousseau, 1995), whilst in Malta, promises become
obligations if ratified in a mutual agreement (Cassar & Briner, 2009). Interviewees were asked to identify if they
perceived any differences between obligations and promises and their understandings of obligations and
promises. They defined obligations as being more committed-oriented behaviours than promises:

An obligation is an absolute, must be done. It is related to supervisor and subordinate relationships. A promise is
not an absolute because we can break or postpone our promise. We may break the promise due to some barriers,
for example we can’t keep our promise by doing it now, but we can do it later. We still keep fulfilling our promise
although not on the right time (Respondent 7, the Head of Study Program, permanent academic staff, Public
University B).

Obligations were often perceived as the academic’s role as Government employees to do their tasks and
obey their supervisors. Doing tasks is a must, related to TUPOKSI. The respondents largely indicated that they
would like to be appreciated if they performed well. The form of appreciation could be in official recognition
and give them more opportunities to fulfil their Tri Dharma requirements. If their employers are able to fulfil
these, they would be satisfied, motivated and have less conflict. They would not leave the university because as
Government employees, they would be assigned to work there for the rest of their academic career life.

Within this study context, most respondents were from private universities, and all private universities
in the study were Christian universities. Religion plays a central role also in public universities because, to be an
Indonesian Government employee, you must possess a religion. Indonesia’s national ideology called Pancasila
has as its number one principle that Indonesians have belief in the one and only God (Hoon, 2009). Lippman &
Keith (2006) found that 100% of Indonesian young adults considered that religion was very important.
Perceptions here are formulated through religion and beliefs in God. Ideological values then can be carried into
psychological contracts which can lead to loyalty to execute promises and obligations (Cassar & Briner, 2009).
Respondents considered that the undertaking of their tasks was a service to God. There was a tendency by
academics to prioritize that they have made their promises to God, therefore they were less inclined to
emphasize the resource-poor environment in which they worked. An exploration of the influence of religion is
beyond the scope of this paper. It is notable; however, that ‘spirituality’ has tended to displace organised
religion as a focus of organisational studies in western societies. Compared to western societies, the
institutionalisation of religion in Indonesia creates a different context in which to consider the meaning and

influence of religion and spirituality.
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CONCLUSION

The purpose of this paper was to present the results of exploratory research which analysed employment
relationships using the lens of psychological contracts to understand the meaning Indonesian academics placed
on relationships. Indonesian academics perceived their employment relationship as partnership, friendship, rule
bound and synergy. Employee respondents perceived partnerships in the form of them being able to contribute
their ideas, suggestions and thoughts to their employer. If their employers accepts and consider their opinions,
employees will feel be appreciated, trusted and could lead to increased innovation, creativity and a motivational
working spirit. These feelings may lead employees to work beyond their formal employment contract. Some
employees perceived their partnerships as friendships in which they did not constrain their efforts based on
salary, facilities or prescribed tasks. Friendships are likely to occur given the probability of life-long
employment within a single university. Friendships allowed them to reduce the influence of the hierarchical
organisational structure and they also were prepared to exceed their job descriptions. However, some employees
were motivated to do so on the basis that this may obligate their employer (the Dean) to provide them with more
opportunities to fulfil their Tri Dharma requirements. Whilst an employment relationship that was considered as
a partnership or friendship was said to lead to a willingness to do a job beyond the formal job description, some
interviewees described their employment relationship as being based solely or predominantly on their job
descriptions and TUPOKSI. They were rule bound. This implies that their psychological contracts are perceived
as obligations to do their job descriptions and TUPOKSI: formal and in written terms. Another aspect of
employment relationship identified was synergy. The respondents described relationships based on synergy as a
need to support each other and be committed to develop the workplace while still being in accordance with
Indonesian Government Education Regulations. These findings in regard to obedience suggest that subordinates
need to maintain a positive synergy relationship with their supervisors by doing their mandates and obeying the
supervisors. These understandings placed on relationships indicate there is an existence of mutual reciprocity
within exchange relationships between employees and employers. The importance of studying psychological
contract fulfilment depends on employees and employers agreeing such reciprocity and mutuality (Dabos &
Rousseau, 2004). Employees perceived their psychological contracts as being with organizational members with
whom their preferred exchange relationship could be fulfilled. Multiple psychological contracts at different
levels within and external to the organisation exist within this study context. Further, the findings indicate that,
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for a number of reasons, violations or breaches of psychological contracts may be less likely to occur within the
Indonesian university context. First, respondents perceived that in undertaking their tasks they provided a
service to God. Academics tended to prioritize that they have made their promises to God and they were
therefore less inclined to emphasize the lack of resources or the broken promises made by their employers.
Second, the findings of this study suggest that in Indonesia, the psychological contract is constructed within a
well understood, formal framework. Prior studies of the psychological contract in academic settings highlight
the implicit nature of obligations and promises leading to risks of misunderstandings and breaches. In Indonesia,
however, the promises and obligations between employer and employee are more explicit arguably leading to
opportunities for more collaborative relationships because both employer and employee can rely on TUPOKSI
as the basis of their mutual obligations and promises. This framework may have positive implications due to the
establishment of a clearer understanding in regard to promises and obligations resulting in less chance that the
psychological contract is breached. For further research, there is a need to understand the perceptions of
Indonesian academics in regard to their psychological contract fulfilment, elements and the influence of
religion. Given the limited equipment, education and compensation provided to Indonesian academics to fulfil
their roles, it will be important to understand whether the quality of the personal relationship between employer

and employee is sufficient reciprocity to increase productivity and commitment.

14



References:

Abdullah, N.L., Hamzah, N., Arshad, R., Mat Isa, R. & Ghani, R.A. (2011). Psychological contract and
knowledge sharing among academicians: Mediating role of relational social capital. International
Business Research, 4 (4), 232-241.

Argyris, C. (1960). Understanding Organisational Behaviour. Tavistock Publications, London.

Arisbudi. (2011). Kinerja Dosen Sebagai Penentu Mutu Pendidikan Tinggi, Rembuk Nasional, Ditjen DIKTI,

(http://arisbudi.staff.gunadarma.ac.id/Downloads/files/9544/ADI+-+JAKARTA.ppt), Retrieved October

3,2011.

Aydin, 1., Yilmaz, K., Memduhoglu, H.S., Oguz, E. & Gungor, S. (2008). Academic and non-academic staff’s
psychological contracts in Turkey. Higher Education Quarterly, 62 (3), 252-272.

Bankins, S. (2011). Tracking employees’ twists and turns: describing a mixed method approach to assessing
change in psychological contract. International Journal of Multiple Research Approaches, 5 (3), 351-366.

Bailyn, L., Fletcher, J.K. & Kolb, D. (1997). Unexpected Connections: Considering Employees’ Personal Lives
Can Revitalize Your Business. Inventing the Organizations of the 21% Century, 375-388.

Brantley, W. (2009). The Effect of Mental Models On Creating Organizational Alignment Around A Change
Vision, PhD thesis, Walden University, Minnesota, USA.

Braun, V. & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in Psychology,
3(2), 77-101.

Cassar, V. & Briner, R. (2009). Contextualizing the features of the psychological contract: the case of Malta.
Journal of Managerial Psychology, 24 (7), 677-694.

Coll, R.K. & Treagust, D.F. (2001). Leaners’ Mental Models of Chemical Bonding. Research in Science
Eduencation, 31 (3), 357-382.

Conway, N. & Briner, R.B. (2005). Understanding Psychological Contracts at work: A Critical Evaluation of
Theory and Research. Oxford, UK: Oxford University Press.

Coyle-Shapiro, J. & Kessler, 1. (2000). Consequences of the psychological contract for the employment
relationship: a large scale survey. Journal of Management Studies, 37 (7), 903-930.

Dabos, G.E. & Rousseau, D.M. (2004). Mutuality and Reciprocity in the psychological contract of employees
and employers. Journal of Applied Psychology, 89 (91), 52-72.

15


http://arisbudi.staff.gunadarma.ac.id/Downloads/files/9544/ADI+-+JAKARTA.ppt

Dadi, V. (2012). Promises, Expectations, and Obligations- Which Terms Best Constitute the Psychological
Contract?. International Journal of Business and Social Science, 3 (19), 88-100.

DelCampo, R. (2007). Psychological Contract Violation: An Individual Difference Perspective. International
Journal of Management, 24 (1), 43-52.

Deliusno. (2012). Di Asia, kecepatan Internet Indonesia paling lambat, Kompas Newspaper.

(http://tekno.kompas.com/read/2012/10/20/15404064/Di.Asia.Kecepatan.Internet.Indonesia.Paling.Lamb

at?utm_source=WP ), Retrieved October 12, 2012.

DGHE (Directorate General of Higher Education). (2010). Meningkatkan Kualtias Perguruan Tinggi di
Indonesia

(http://www.dikti.go.id/index.php?option=com_content&view=article&id=1550%3Ameningkatkan-

kualitas-perguruan-tinggi-di-indonesia&catid=159%3Aartikelkontributor&Iltemid=231), Retrieved

October 27, 2011.

Dietz, G., Cullen, J. & Coad, A. (2005). Can there be non-union forms of workplace partnership?. Employee
Relations, 27 (3), 289-306.

Gerardi, D. & Wolff, N. (2008). Working together: a corrections-academic partnership that works. Equal
Opportunities International, 27 (2), 148-160.

Giblin, S. (2003). Civil Society Groups Overcoming Steretypes? Chinese Indonesian Civil Society Groups in
Post-Suharto Indonesia. Asian Ethnicity, 4(3), 353-368.

Gray, S.H. (1990). Using protocol analyses and drawings to study mental model construction during hypertext
navigation. International Journal of Human-Computer Interaction, 2(4), 359-378.

Guest, D. (1998). Is the Psychological Contract Worth Taking Seriously?. Journal of Organisational Behaviour,
19 (S1), 649-664.

Gultom, S. (2005). The sustainability of institutional capability in information and communication technology
(ICT) at the State University of Medan. International Journal of Education and Development using
Information and Communication Technology, 2 (3), 114-128.

Guo, L.C. (2009). Exploring beyond Mental Models: An Interview-based study of students’ in-depth
understanding of heat conduction from a multi-dimensional cognitive perspective, PhD thesis, Columbia
University, USA.

16


http://tekno.kompas.com/read/2012/10/20/15404064/Di.Asia.Kecepatan.Internet.Indonesia.Paling.Lambat?utm_source=WP
http://tekno.kompas.com/read/2012/10/20/15404064/Di.Asia.Kecepatan.Internet.Indonesia.Paling.Lambat?utm_source=WP
http://www.dikti.go.id/index.php?option=com_content&view=article&id=1550%3Ameningkatkan-kualitas-perguruan-tinggi-di-indonesia&catid=159%3Aartikelkontributor&Itemid=231
http://www.dikti.go.id/index.php?option=com_content&view=article&id=1550%3Ameningkatkan-kualitas-perguruan-tinggi-di-indonesia&catid=159%3Aartikelkontributor&Itemid=231

Handini, D. (2013). Nuh: Tri Dharma Perguruan Tinggi Harus Ditumbuhkan dan Ditegakkan, March 22, 2013,

(http://www.dikti.go.id/?p=8628&Ilang=id), Retrieved June 5, 2013.

Harris, P.R. (1981). The Seven Uses of Synergy. The Journal of Business Strategy, 2 (2), 59-66.

Herrington, C., Scott, D. & Johnson, L.W. (2005). Focus group exploration of firm-employee relationship
strength. Qualitative Market Research: An International Journal, 8 (3), 256-276.

Holland, P.J., Hecker, R. & Steen, J. (2002). HR Strategies and organisational structures for managing gold-
collar workers. Journal of European Industrial Training, 26 (2-4), 72-80.

Hoon, C.Y. (2009). More than a cultural celebration: The Politics of Chinese New year in Post-Suharto
Indonesia. Chinese Southern Diaspora Studies, 3, 90-105.

Hu, X., Tetrick, L. & Shore, L.M. (2011). Understanding reciprocity in organisations: a US-China comparison.
Journal of Managerial Psychology, 26 (7), 528-548.

Hui, C., Lee, C. & Rousseau, D.M. (2004). Employment Relationships in China: Do Workers Relate to the
Organization or to People?. Journal of Managerial Psychology, 15 (2), 232-240.

Idrus, N. (1999). Towards quality higher education in Indonesia. Quality Assurance in Education, 7 (3), 134-
140.

Ikhwan & Masjid (2006). Pendidikan di Indonesia: Masalah dan Solusinya,

(http://mii.fmipa.ugm.ac.id/2006/05/09/pendidikan-di-indonesia-masalah-dan-solusinya/), Retrieved

January 23, 2012.

Ismail, K.M., Richard, O.C. & Taylor, E.C. (2012). Relationship conflict in supervisor-subordinate dyads: a
subordinate perspective. International Journal of Conflict Management, 23 (2), 192-218.

Krivokapic-Skoko, B., O’Neill, G. & Dowell, D. (2009). Assessing the Contents of the Psychological Contracts:
A cross sectional survey of the academics at an Australian University. New Zealand Journal of
Employment Relations, 34 (2), 4-28.

Labedz, C.S. & Lee, J. (2011). The Mental Model of Human Resource Professional as strategic partners.
Journal of Management Organization, 17 (1), 56-76.

Levinson, H., Price, C.R., Munden, K.J., Mandl, H.J. & Solley, C.M. (1962). Men, Management and Mental

Health. Cambridge, MA, Harvard University Press.

17


http://www.dikti.go.id/?p=8628&lang=id
http://mii.fmipa.ugm.ac.id/2006/05/09/pendidikan-di-indonesia-masalah-dan-solusinya/

Lidyasari, A.T. (2012). Guru SD sebagai model dalam meningkatkan indigeneousasi pada siswa Sekolah Dasar,

(http://staff.uny.ac.id/sites/default/files/penelitian/Aprilia%20Tina%20L idyasari,%20M.Pd./ARTIKEL %

20indigeneousasi.pdf ), Retrieved June 26, 2013.

Lin, C.T. (2010). Relationship between job position, job attributes, and workplace friendship: Taiwan and
China. Journal of Technology Management, 5 (1), 55-68.

Lippman, L.H. & Keith, J.D. (2006) The demographics of spirituality among youth: International perspectives.
In E.C. Roehlkepartain, P.L. Benson, P.E. King & L.M. Wagner (Eds), The handbook of spiritual
development in childhood and adolescence (pp.109-123). Thousand Oaks, CA, Sage.

Lisnayetti, M.H. (2006). Beban kerja dan kinerja dosen poltekes Padang. Working Paper Series No. 3, KMPK
Universitas Gajah Mada.

Lopez, Y.P. (2008). Redifining Psychological Contracts: A network of relationships. PhD Dissertation, Texas
A&M University, USA.

Mao, H. & Liu, X. (2008). Psychological contract in the process of enterprises merger, acquisition and
integration. Canadian Social Science, 4 (1), 22-25.

Marginson, S. & Sawir, E. (2005). Interrogating global flows in higher education. Globalisation, Societies and
Education, 3(3), 281-309.

Marks, A. (2001). Developing a multiple foci conceptualization of the psychological contract. Employee
Relations, 23 (5), 454-467.

Maslach, C. & Jackson, S.E. (1984). Patterns of burnout among a national sample of public contact workers.
Journal of Health and Human Resources Administration, 7 (2), 189-212.

McCourt, W D. & Eldridge, D. (2003) Global Human Resource Management: Managing People in Developing
and Transitional Countries. Cheltenham: Edward Elgar.

Morrison, E.W. & Robinson, S.L. (1997). When employees feel betrayed: A Model of how psychological
contract violation develops. The Academy of Management Review, 22 (1), 226-256.

Nasurdin, A.M., Hemdi, M.A. & Guat, L.P. (2008). Does Perceived Organizational Support Mediate the
Relationship Between Human Resource Management Practices and Organizational Commitment?. Asian

Academy of Management Journal, 13 (1), 15-36.

18


http://staff.uny.ac.id/sites/default/files/penelitian/Aprilia%20Tina%20Lidyasari,%20M.Pd./ARTIKEL%20indigeneousasi.pdf
http://staff.uny.ac.id/sites/default/files/penelitian/Aprilia%20Tina%20Lidyasari,%20M.Pd./ARTIKEL%20indigeneousasi.pdf

Noviani, N.L. (2007). Motivasi menjadi Pegawai Negeri Sipil pada WNI keturunan India, Skripsi Sarjana
Psikologi, Universitas Diponegoro, Semarang, Indonesia.

Oliver, K. & Hannafin, M. (2001). Developing and Refining Mental Models in Open-Ended Learning
Environments: A Case Study. Educational Technology, Research and Development, 49 (4), 5-32.

O’Neill, G., Krivokapic-Skoko, B. & Dowell, D. (2010). Unpacking Informal Contractual Relationships:
Psychological Contracts Established by Australian Business Academics. Faculty of Business, Charles
Sturt University, Australia.

Pidgeon, N. & Henwood, K. (1996). Grounded Theory: practical implementation. In J.T.E. Richardson (Ed),
Handbook of Qualitative Research Methods for Psychology and the Social Sciences (pp. 86-101). UK,
The British Psychological Society.

Quacquarelli Symonds Index. (2013). QS World University Rankings 2013,

(http://www.topuniversities.com/university-rankings/world-university-rankings/2013#), Retrieved

October 13, 2013.
Rachman, A. (2003). Developing a sustainable educational policy for a better quality of mankind. Prospects, 33
(4), 367-374.
Ramadhan, A.P. (2013). Teacher and Health Worker Absence in Indonesia. Asian Education and Development

Studies, 2 (2), 1-21.

Robinson, S. & Rousseau, D.M. (1994). Violating the Psychological Contract: not the exception but the norm.
Journal of Organizational Behaviour, 15 (3), 245-259.

Roehling, M.V. (2008). An empirical assessment of alternative conceptualizations of the psychological contract
construct: meaningful differences or “much to do nothing?”. Employee Responsibilities and Rights
Journal, 20 (4), 261-290.

Rousseau, D.M. (1989). Psychological and Implied contracts in organization. Employee Responsibilities and
Rights Journal of Organizational Behaviour, 2 (2), 121-139.

Rousseau, D.M. (1995). Psychological Contracts in organizations, Understanding Written and Unwritten
Agreement. Thousand Oaks, CA, Sage Publications.

Rousseau, D.M. & Schalk, R. (2000). Psychological Contracts in Employment: Cross-National Perspectives.

Newbury Park, CA, Sage Publications.
19


http://www.topuniversities.com/university-rankings/world-university-rankings/2013

Ryan, S. (2012). When is a team a team? “Team working” and the reorganisation of work in commercial
cleaning. Employee Relations, 34 (3), 255-270.

Schein, E.H. (1965). Organizational Psychology, 1* Edition. Englewood Cliff, NJ, Prentice Hall International.

Schein, E.H. (1980). Organizational Psychology, 3 Edition. Englewood Cliff, NJ, Prentice Hall International.

Setiawati, T. (2009). Pengaruh Kompetensi Kerja Terhadap Kinerja Dosen. Media Pendidikan, Gizi dan
Kuliner, 1 (1), 1-5.

Settoon, R.P., Bennett, N. & Liden, R.C. (1996). Social Exchange in Organizations: Perceived Organizational
Support, Leader-Member Exchange, and Employee Reciprocity. Journal of Applied Psychology, 81 (3),
219-227.

Shen, J. (2010). University academics’ psychological contracts and their fulfilment. Journal of Management
Development, 29 (6), 575-591.

Shore, L.M. & Tetrick, L.E. (1994). The psychological contract as an explanatory framework in the
employment relationship. In C. Cooper & D.M. Rousseau, (Eds), Trends in Organisational Behaviour
(pp. 91-99). Wiley, Chichester.

Sias, P.M. & Cahill, D.J. (1998). From co-workers to friends: The development of peer friendships in the
workplace. Western Journal of Communication, 62 (3), 273-299.

Storey, M.A.D., Fracchia, F.D. & Muller, H.A. (1999). Cognitive design elements to support the construction of
a mental model during software exploration. The Journal of Systems and Software, 44 (3), 171-185.

Suryopratomo (2011). Sebuah reaktualisasi Pancasila, 1 Juni 2011,

(http://metrotvnews.com/read/tajuk/2011/06/01/780/Sebuah-Reaktualisasi-Pancasila/tajuk), Retrieved

November 5, 2011.

Sutton, G. & Griffin, M. (2004). Integrating expectations, experiences, and psychological contract violations: A
longitudinal study of new professionals. Journal of Occupational and Organizational Psychology, 77(4),
493-514.

Tekleab, A.G. & Taylor, S. (2003). Aren’t there two parties in an employment relationship? Antecedents and
consequences of organisation-employee agreement on contract obligations and violations. Journal of

Organisational Behaviour, 24 (5), 585-608.

20


http://metrotvnews.com/read/tajuk/2011/06/01/780/Sebuah-Reaktualisasi-Pancasila/tajuk

Tomprou, M. & Nikolau, 1. (2011). A model of Psychological contract creation upon organisational entry.
Career Development International, 16 (4), 342-363.

Trofino, J. (1995). Transformational Leadership in Health Care. Nursing Management, 26 (8), 42-47.

Turnley, W.H. & Feldman, D.C. (1999). The Impact of Psychological contract violations on exit, voice, loyalty
and neglect. Human Relation, 52 (7), 895-920.

Vasniadou, S. & Brewer, W.F. (1994). Mental Models of the day/night cycle. Cognitive Science, 18 (1), 123-
183.

Wang, D., Tsui, A.S., Zhang, Y. & Ma, L. (2003). Employment relationships and firm performance: evidence
from an emerging company. Journal of Organizational Behaviour, 24 (5), 511-535.

Westerman, JW. & Yamamura, J.H. (2007). Generational Preferences for work environment fit: effects on
employee outcomes. Career Development International, 12 (2), 150-161.

Zhang, Y. (2008a). The Influence of Mental Models of undergraduate students’ searching behaviour on the web.
Information Processing and Management, 44 (3), 1330-1345.

Zhang, Y. (2008b). Undergraduate Students’ Mental Models of the web as an information retrieval system.

Journal of the American Society and Technology, 59 (13), 2087-2098.

21



