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Chapter 16
Psychological Contract of Digital Natives:
Are We Measuring What They Expect?

Alda Deas

16.1 Introduction

The Fourth Industrial Revolution or Industry 4.0 “tsunami” is changing various fac-
ets of our existence (Abod, 2017; Ismail, Kadir, Khan, Yih, & Al Hosaini, 2019).
Through digitalisation, globalisation, and virtualisation, we are exposed to innova-
tive technologies, new flairs of governing and policy-making styles, developments
in mass media, new modes of transportation, creative living spaces as well as new
ideologies of work (Scholz, 2019). Organisations are subsequently hard-pressed,
through technological and digital forces, to adapt their strategies in terms of manag-
ing their human resources (Liboni, Cezarino, Jabbour, Oliveira, & Stefanelli, 2019).
In addition to the effects of Industry 4.0 on the workplace, Generation Z, the young-
est generation and natives to this globally connected world, is entering the work-
place with a renewed way of thinking about the world of work (Kirchmayer &
Fratricovd, 2020). Kirchmayer and Fratricovd (2020) further postulate that the
members of this generational cohort exhibit a fresh set of preferences and percep-
tions in terms of what they expect from their employing organisation. Managing
these preferences and expectations is seen as a critical challenge for organisational
performance, especially in this ever-changing work environment (Kutaula, Gillani,
& Budhwar, 2019).

The psychological contract is seen as an important measure used to determine
employees’ idiosyncratic perceptions and expectations of their employment rela-
tionship (De Vos, 2002; Rousseau, 1989; Sheehan, Tham, Holland, & Cooper,
2019). Misalignment of employees’ perceptions and expectations of their employ-
ment relationship may have a negative impact on their performance, engagement,
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and overall work experience (Solomon & Van Coller-Peter, 2019). Therefore, in
order to avoid this misalignment and ultimately a breach or violation of the psycho-
logical contract, a pro-active approach is needed (Van Niekerk, Chrysler-Fox, &
Van Wyk, 2019). Although research in the psychological contract theory has expe-
rienced a great deal of interest, substantial gaps persist in our knowledge regarding
the distinctions of the psychological contract, which may be as a result to how
researchers have attempted to measure this concept (Bankins, 2011; Sherman &
Morley, 2020). Overcoming challenges regarding the measuring of the psychologi-
cal contract is a critical issue in psychological contract research (Sherman &
Morley, 2020).

Previous research on the psychological contract has focused on three distinct
focus-areas including content-focused area (concentrating on the specific terms
included in the contract), feature-focused area (linking the psychological contract to
a specific characteristic or dimension), and evaluation-focused area (determining
the fulfilment, or lack thereof, of the contract) (Santos, Coelho, Gomes, &
Sousa, 2019).

16.2 Chapter Objective

Against this backdrop, the purpose of this chapter is to draw upon existing genera-
tional literature to determine the specific terms included in the contents of the psy-
chological contract of digital natives. The typical characteristics of members of the
digital natives’ cohort may raise many theoretical questions for the field of HRM
and specifically psychological contract theorists and HRM practitioners. Linking
the psychological contract theory to generational cohorts will allow us to determine
the specific characteristics of the emerging digital natives cohort in order to deter-
mine whether current psychological contract measures, focusing on the content of
the psychological contract, are actually measuring what the digital natives expect.
The following section provides a conceptualisation of the psychological con-
tract theory.

16.3 The Psychological Contract

The concept of the psychological contract has its origin in the social exchange the-
ory (Blau, 1964) and was expanded by the equity theory (Adams, 1965). Based on
these theories, exchanges between parties in an exchange relationship in terms of
certain inputs accord with certain accompanying outcomes for each party (Emerson,
1976; Van Niekerk et al., 2019). According to Rousseau (1995), the psychological
contract refers to an employee’s schematic understanding of the subjective terms
encompassed in the exchange agreement of the employment relationship.
Consequently, a psychological contract occurs as soon as an employee accepts that
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an agreement has been made in terms of the inputs provided, in exchange for the
outcomes received from the organisation, thereby binding the parties to the employ-
ment relationship to a set of mutual commitments (Sheehan et al., 2019). The most
important aspects of the definition of the psychological contract are that it is subjec-
tive in nature, concerning an employee’s schematic perspective in terms of the
exchange relationship; and it is reciprocal, considering the mutual commitments of
both employee and employer in the employment relationship (Santos et al., 2019;
Sels, Janssens, & Brande, 2004).

An employee’s schematic perspective is developed from different experiences
and societal influences, economic factors, and organisational fluctuations (Rousseau,
2001; Santos et al., 2019; Solomon & Van Coller-Peter, 2019). Therefore, Lub, Bal,
Blomme, and Schalk (2016) posit that the schematic perspectives of different gen-
erational cohorts will differ, resulting in generation-specific inputs and outcomes in
terms of the exchange relationship. The schematic perspective will thus have an
effect on the content of the psychological contract (Solomon & Van Coller-Peter,
2019). Sherman and Morley (2015, 2020) subsequently postulate that a deeper
understanding into the elements of the psychological contract is necessary for psy-
chological contract measurement.

Previous research has focussed on determining the elements of the psychological
contract. Rousseau and McLean Parks (1993) identified four dimensions forming
the foundation of the elements of the psychological contract, which include time
frame (duration of employment relationship), stability (flexibility/restrictions of
contract), scope (boundary between employment relationship and personal life),
and tangibility (terms of contract clearly specified and observable). Sels et al. (2004)
included two more dimensions including exchange symmetry (acceptability of
unequal employment relationship) and contract level (individual/collective regula-
tion of employment relationship). De Vos and Maganck (2009) in their study identi-
fied career development, social atmosphere, and job content as important elements
of the psychological contract.

Linde (2015) provided a summary of the content elements underlying the psy-
chological contract as important outcomes from the employer, which include job
content, rewards, management policy, social aspects, career development, and
organisational support. Job performance, loyalty, ethics, extra-role behaviour, and
flexibility were identified as important employee inputs as content elements of the
psychological contract (Linde, 2015; Van Niekerk et al., 2019). Further research on
the elements of the psychological contract also identified job content, job security,
and rewards as important elements (Lub et al., 2016; Solomon & Van Coller-Peter,
2019). However, with the digital natives starting to enter the workforce, it is impor-
tant to determine whether these inputs and outputs are still relevant for the new
generational cohort. The characteristics of the digital natives will be discussed next
to determine the specific inputs and outcomes they value in terms of the employ-
ment relationship.
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16.4 Characteristics of Digital Natives

The emergence of a new generation into the workplace captivates both scholars and
practitioners attempting to understand this new cohort of employees (Kirchmayer &
Fratri¢ova, 2020). Generational theory, originated by Mannheim (1952), refers to
the notion that persons from a specific generational cohort are fused by not only
their similar birth years but also shared social and historical experiences during
critical developmental life stages (Karaivanova & Klein, 2019; Kirchmayer &
Fratri¢ova, 2020; Maloni, Hiatt, & Campbell, 2019). The experiences or events
influencing generational cohorts can include wars, politics or economic calamities,
globalisation and technology, work and family life, fashion, movies, music, celebri-
ties, and prominent figures (Kuron, Lyons, Schweitzer, & Ng, 2015; Maloni et al.,
2019; Scholz, 2019). These shared experiences and events subsequently result in
generational cohorts sharing consciousness and collective thoughts (Karaivanova &
Klein, 2019), which consequently result in similar opinions, attitudes, behaviours,
and principles (Kirchmayer & Fratricova, 2020). Kirchmayer and Fratri¢ova (2020)
therefore postulate that, in order to attract and retain talented employees, it is critical
to understand the specific opinions, attitudes, behaviours and principles of each
generation.

At present, the workplace consists of three dominant generational cohorts, which
include Baby Boomers (1946-1964), Generation X (1965-1979), and Generation Y
(1980-1994) (Kirchmayer & Fratricovd, 2020). The youngest generational cohort,
the digital natives (1995-2012), is now making an entry into the workforce.
According to Kirchmayer and Fratricova (2020), a reasonable possibility exist that
this generational cohort will transform the workplace significantly in the forthcom-
ing years. Therefore, in order to successfully integrate this generation into the work-
force, academics and practitioners have to obtain a better understanding of their
specific behaviour and needs (Schroth, 2019), which will subsequently assist in a
better understanding of the elements that will form the content of their psychologi-
cal contract.

In order to appreciate the digital natives, it is important to comprehend the spe-
cific formative experiences and events that have contributed to their development as
future employees (Schroth, 2019). Their familial setting is characterised by older
parents, fewer relatives, traditional morals and principles, working mothers, tight
schedules, while being monitored and protected (Rothman, 2016). The develop-
mental years of the digital natives were influenced by continuous exposure to eco-
nomic downturns, calamitous global events, and uncertain outlooks for the future
(Chicca & Shellenbarger, 2018; Hampton, Welsh, & Wiggins, 2019). This include
aspects such as terrorism and extremism, climate change and global warming issues,
the global economic recession, the growth of mobile device usage as well as the
internet and cloud computing (Meret, Fioravanti, [annotta, & Gatti, 2018; Rothman,
2016). The digital natives is the first generational cohort that has always been
exposed to the internet (Goh & Lee, 2018) and in a sense, connected to technology
from the day they were born (Lanier, 2017). As Singh and Dangmei (2016) posit,
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this generation is brought up in a digital world, therefore being digital centric and
connected with the digital world through social media.

As aresult of the shared formative experiences and events, this generation exhibit
different characteristics than their predecessors. Growing up with technology as
part of their identity (Singh & Dangmei, 2016), members of this generation is tech-
nologically fluent with integrated technological systems being part of their daily
existence (Kirchmayer & Fratricovd, 2020). Consequently, they are globally con-
nected with the world through electronic devices, such as smart phones and tablets
(Hampton et al., 2019; Moore, Jones, & Frazier, 2017). Being constantly connected,
this generation can consume information much faster than any other generation
(Lanier, 2017); however, having all the information available at the click of a button,
they lack critical-thinking skills and being able to differentiate between truthful
facts and opinions (Hampton et al., 2019). Adding to this, the digital natives also
lack face-to-face communication skills, which is a consequence of relying on elec-
tronic devices for socialisation, entertainment, relaxation, education, and exercising
(Schroth, 2019).

With social media platforms, their global connectedness expands even more,
being exposed to different cultures, upbringings, and environments from all and any
part of the world (Lanier, 2017). Consequently, this generation is more diverse in
terms of ethnicity, race, and gender (Schroth, 2019) and thus expects diversity
(Lanier, 2017; White, 2018) and equality (Schroth, 2019) in the workplace. They
are also conscious about environmental matters and very concerned with preserving
natural resources (Singh & Dangmei, 2016). Digital natives are expected to become
the most educated generation, favouring an engaged, interpersonal and interacting
environment for learning (Kirchmayer & Fratricovd, 2020; McCrindle, 2014) and
appreciating being socially connected with their peers during groupwork (Hampton
et al., 2019).

Previous research has recognized seven personality characteristics for this gen-
eration, which include (1) their perception of themselves as special, trusting in their
abilities to change the future; (2) their sense of being protected by both families and
supervisors; (3) they feel confident and positive about the future; (4) they are seen
as conventional; (5) they thrive in teamwork; (6) their purpose in life is to feel
blessed and to accomplish greater personal achievements in the future by concen-
trating on education; and (7) they feel pressurised to be successful (Howe & Strauss,
2007; Meret et al., 2018; Withe, 2016).

16.5 Digital Natives and the Psychological Contract

Human resources practitioners and researchers should consider the unique charac-
teristics of digital natives in an attempt to best manage and understand this group of
employees (Schroth, 2019). For instance, members of the digital natives expect a
positive workplace culture through open and transparent conversations about deci-
sions affecting business (Deloitte, 2017; White, 2018). Subsequently they value
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managers that demonstrate honesty and integrity (Goh & Lee, 2018; Half, 2015;
Singh & Dangmei, 2016). Although communication on social media platforms is
highly regarded by digital natives (Goh & Lee, 2018), they prefer face-to-face com-
munication with their supervisors (Lanier, 2017; Schawbel, 2014). They expect
their supervisors to pay attention when they share their ideas and voice their opin-
ions (Singh & Dangmei, 2016). Feedback on performance should be provided in
small, concise, and swift chunks (Chicca & Shellenbarger, 2018; Twenge, 2017)
and should be ongoing instead of the traditional annual formal performance evalua-
tions (Goh & Lee, 2018; Goh & Okumus, 2020). Research has found that this gen-
eration seeks constant nurturing, direction, and support from their supervisors
(Chicca & Shellenbarger, 2018; Twenge, 2017).

In terms of their physical workplace, this generation prefer corporate offices to
be simple and adjustable (Goh & Lee, 2018; Singh & Dangmei, 2016).
Simultaneously, they value flexibility in terms of work arrangements such as work-
ing hours and work location (Kirchmayer & Fratricova, 2020). For them, flexibility
and personal freedom are aspects of their work ethics that are non-negotiable
(Bascha, 2011; Singh & Dangmei, 2016). Adding to their work ethic, this genera-
tion is loyal to their employing organisation and respect positions of authority
(Chicca & Shellenbarger, 2018); however, they prefer to work independently and
not to be micro-managed (Goh & Okumus, 2020; Ozkan & Solmaz, 2015). Studies
have also indicated that the members of this cohort seek opportunities to enhance
their skills (White, 2018) in a work environment that promotes mentoring, coach-
ing, training and development opportunities (Singh & Dangmei, 2016) with the
assistance of a motivating supervisor (Schroth, 2019). According to Goh and
Okumus (2020), digital natives have the expectation of a strong trajectory in their
career path and to advance quickly in the career pecking order, working in more
than only a single country during this career (Goh & Lee, 2018).

Aspects of an organisation that attracts this generation includes the brand and
reputation of the organisation as well as how innovative and adaptive to change the
organisation is (Kirchmayer & Fratricova, 2020; Sidorcuka & Chesnovicka, 2017).
Karaivanova and Klein (2019) postulate that digital native employees wants to work
for an organisation that has a cause and they prefer to be involved in purposeful
work. Corporate social responsibility and close ties with the community in which
they operate therefore attracts this generation to an organisation (Singh & Dangmesi,
2016). Digital natives view the success of work through the lens of personal fulfil-
ment; therefore, organisations should present the purpose of the organisation in
such a way to attract the digital natives cohort (Karaivanova & Klein, 2019).

According to previous research, digital natives are motivated by career advance-
ment opportunities, monetary compensation, and purposeful work (Kirchmayer &
FratriCova, 2020; Kubatova, 2016; Schawbel, 2014). Meret et al. (2018) found the
following aspects as important for members of the digital natives’ cohort: (1) net-
working and relationship-building; (2) job security; (3) sound workplace relation-
ships; (4) training and development opportunities; (5) trust; and (6) independence.
Digital natives also expect adequate compensation in exchange for the work they do
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(Karaivanova & Klein, 2019). A study by Deloitte (2018) found positive organisa-
tional culture, monetary rewards/benefits, flexibility, and continuous learning
opportunities as important workplace values for digital natives (White, 2018).
Questioning digital native employees on what they expected most of their supervi-
sors in the workplace, open communication and continuous feedback and clearly set
objectives were cited (Bresman & Rao, 2018; Schroth, 2019). A study conducted by
Sharma and Pandit (2020) found that digital natives valued flexibility, a supervisor
that act as their guardian, well-defined targets, good rapport with colleagues, and a
friendly and positive work environment.

In an attempt to link the work values of digital natives with the psychological
contract, Deas (2019) provided a list of certain inputs and outcomes of the psycho-
logical contract for digital natives as indicated in Table 16.1.

Re-examining the current psychological contract measures, specifically those
measuring the content of the psychological contract, should be considered as mem-
bers of the digital natives are entering the workplace. Over the years, various studies
have resulted in different conceptualisations of psychological contract content mea-
surements. As such, scholars don’t generally agree on the content elements of the
basic schematic structure of the psychological contract (Sherman & Morley, 2020).
Table 16.2 provides a summation of the different psychological contract measures
focussed on the content of psychological contracts of employees.

Table 16.1 Inputs and outcomes of the psychological contract for digital natives

Inputs

Outcomes

Diverse in terms of race and
ethnicity

Provide a multi-cultural workforce
Open-minded supervisors

Individualistic

Provide personalised feedback
Flexible work schedule
Work/life balance
Face-to-face communication

Impatient and seek immediate
feedback

Regular feedback on performance

Independent, self-reliant

Provide autonomous work

Social activists

Provide purposeful work where they can make a difference
Ensure reputational brand

Socially connected

Provide communication through social media

Team player

Provide team work

Technologically savvy

Provide technological and digital devices; interactive
communication

Career-driven

Career opportunities

Financially conservative

Fair compensation

Source: Author’s own work
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Table 16.2 Summary of psychological contract measures

Psychological
contract measure Author(s) Elements measured
Psychological Rousseau Employer obligations:

contract inventory

(2001, 2008)

— Short-term (example short-term employment, a
job for a short time only)

— Loyalty (example concern for my long-term
well-being, concern for my personal welfare)

— Narrow (example limited involvement in the
organisation, training me only for my current job)

— Performance support (example support me in
meeting increasingly higher goals, help me to
respond to ever greater industry standards)

— Development (example advancement within the
firm, opportunities for promotion)

— External marketability (example help me
develop externally marketable skills, potential job
opportunities outside the firm)

— Stability (example secure employment, wages
and benefits I can count on)

Employee obligations:

— Short-term (example quit whenever I want, leave
at any time I choose)

— Loyalty (example protect this organization’s
image, commit myself personally to this
organization)

— Narrow (example perform only required tasks,
do only what I am paid to do)

— Performance support (example accept new and
different performance demands, accept increasingly
challenging performance standards)

— Development (example make myself
increasingly valuable to my employer, build skills to
increase my value to this organization)

— External marketability (example build contacts
outside this firm that enhance my career potential,
increase my visibility to potential employers outside
this firm)

Stability (example remain with this organization
indefinitely, plan to stay here a long time)

Psychological
contract content
questionnaire

De Vos, Bruyens,
and Schalk (2003)

Employer inducements:
— Career development
— Job content

Social atmosphere
— Financial rewards

—  Work-life balance
Employee contributions
— In-role and extra-role behaviour
— Flexibility

— Ethical behaviour

— Loyalty

— Employability

(continued)
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Table 16.2 (continued)

Psychological
contract measure

Author(s)

Elements measured

Psychological
contracting across
employment
situations
(PSYCONES)

Isaksson et al.
(2003)

Employer obligations:

— Provide you with interesting work

— Provide you with a reasonably secure job

— Provide you with good pay for the work you do
— Provide you with a job that is challenging

— Allow you to participate in decision-making

— Provide you with a career

— Provide you with a good working atmosphere
— Ensure fair treatment by managers and
supervisors

— Be flexible in matching demands of non-work
roles with work

— Provide possibilities to work together in a
pleasant way

— Provide you with opportunities to advance and
grow

— Provide you with a safe working environment
— Improve your future employment prospects

— Provide an environment free from violence and
harassment

— Help you deal with problems you encounter
outside work

Employee obligations

— Go to work even if you don’t feel particularly
well

Protect your company’s image

— Show loyalty to the organisation

— Work overtime or extra hours when required

— Be polite to customers or the public even when
they are being rude and unpleasant to you

— Bea good team player

— Turn up for work on time

— Assist others with their work

— Volunteer to do tasks outside your job
description

— Develop your skills to be able to perform well in
this job

— Meet the performance expectations for your job
— Accept an internal transfer if necessary

— Provide the organisation with innovative
suggestions for improvement

— Develop new skills and improve your current
skills

— Respect the rules and regulations of the
company

—  Work enthusiastically on jobs you would prefer
not to be doing

— Take responsibility for your career development

(continued)
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Psychological
contract measure

Author(s)

Elements measured

Psychological
contract measure

Coyle-Shapiro
and Conway
(2005)

Obligations:

— Up to date training and development

— The necessary training to do my job well

— Support when I want to learn new skills

— Interesting work

— Opportunity to be involved in decisions that
affect me

— Freedom to do my job well

— Good career prospects

— Fair pay compared to staff doing similar work in
other organizations

— Fringe benefits that are fair compared to what
staff doing similar work in other organizations get
— Fair pay for responsibilities in job

— Pay increases to maintain my standard of living
— Long term job security

Inducements:

— Up to date training and development

— The necessary training to do my job well

— Support when I want to learn new skills

— Freedom to do my job well

— Opportunity to be involved in decisions that
affect me

— Interesting work

—  Fair pay for responsibilities in job

— Fair pay compared to staff doing similar work in
other organizations

— Pay increases to maintain my standard of living
— Fringe benefits that are fair compared to what
staff doing similar work in other organizations get
— Long term job security

The Tilburg
psychological
contract questionnaire

Freese, Schalk,
and Croon (2008)

Perceived organisational obligations:
— Job content

— Career development

— Social atmosphere

— Organizational policies

— Rewards

Employee obligations:

— In-role obligations

— Extra-role obligations

(continued)
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Table 16.2 (continued)

Psychological

contract measure Author(s) Elements measured

Swiss psychological | Raeder, Expectations from employer:
contract questionnaire | Wittekind, Inauen, | — Loyalty

and Grote (2009) |— Opportunities for identification

— Job security

— To promote a positive organisational culture

— Interesting work

— Opportunities for responsibility in the work task
— Opportunity to change the field of activity
within the company

— Opportunities for promotion

— A career in the company

— Support in developing a wide range of skills

— Opportunities to apply my skills in a variety of
contexts

— Information about important decisions

— Involvement in decision making

— Participation in decision making

Contributions toward company:

— Identification with the work task

— Achievement orientation

— Responsibility in the work task

— Identification with the company

— To protect the employer’s reputation vis-a-vis
third parties

— Participation in professional training without
employer support

— To develop my knowledge and my occupational
experience autonomously

Source: Author’s own work

16.6 Discussion

Against this backdrop and considering both Tables 16.1 and 16.2, all the elements
measured in the psychological contract content measures are elements that have
been indicated by the literature as important to the digital natives, tough some to a
lesser extent. However, there are inputs and outcomes identified by the literature
that are lacking from the current measures. For instance, it is indicated that digital
natives value a diverse and multi-cultural workplace. According to Lanier (2017),
the digital natives is the first generation to prodigiously expect their workplace to be
diverse. They expect equal treatment, respect, compensation, and promotion of all
individuals in the workplace (Schwieger & Ladwig, 2018) and they have a strong
cultural philosophy which is driven by social justice (Lanier, 2017).
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Meehan (2016) mentions that digital natives will bout for themselves and others
if they are being treated in an unfair manner due to their gender, sexual preference,
race, salary, or the environment. Marthur and Hameed (2016) further augment that
a cross-cultural mentoring programme will assist in the orientation and induction of
this young generation. Another element not addressed in the current psychological
contract content measures is that digital natives want to work for an organisation
with a reputable brand where they can contribute meaningfully. Organisations
should therefore focus on their branding strategies in order to attract and retain new
employees (Tanwar, 2017). In a study conducted by Sidorcuka and Chesnovicka
(2017), they found that the image of the organisation was the third most important
aspect in terms of factors attracting digital natives to an organisation and that this
image should be renowned, growing, and energetic. According to a more recent
study conducted by Kirchmayer and Fratri¢ova (2020), digital natives indicated that
they value jobs where they can contribute meaningfully. Adding to this, digital
natives prefer to be employed by organisations that have established open and hon-
est commitments with their surrounding communities demonstrating social respon-
sibility (Singh & Dangmei, 2016). As these aspects are important to digital natives,
it should be considered when measuring the content of the psychological contract.

16.7 Implications for Organisational Practice

Various aspects have influenced the digital natives to reason and act in the way that
they do. As a result, they bring a fresh set of perspectives to the table in terms of
what they expect from their employing organisation. Organisations should therefore
understand the behaviour and distinct expectations of the youngest generational
cohort in order to successfully integrate them into the industry 4.0 workplace
(Schroth, 2019). An understanding of the expectations and preferences of the digital
natives will assist organisations in the development and implementation of human
resource practices specifically designed to attract and retain this young generation.
Schroth (2019) therefore suggests that managers should engage with new employ-
ees in terms of their expectations of the employment relationship. Organisations
should furthermore specifically focus on creating diversity management practices
and interventions in order to overcome generational differences within the organisa-
tion (Meret et al., 2018).

16.8 Future Research Directions and Limitations

Although the concept of the psychological contract has been investigated quite
extensively, limited studies have focused on the psychological contract from a
generational perspective (Lub et al., 2016). The arrival of the digital natives into
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the workplace therefore necessitates new and cutting-edge research ideas, espe-
cially for human resource practitioners and researchers in this field (Deas,
2019). Researchers have also postulated that the schematic perspective of the
psychological contract is best understood by primarily identifying the inherent
inputs and outcomes of the psychological contract (Sherman & Morley, 2020).
This chapter signifies an initial footstep in the evolvement of the content mea-
sures of the psychological contract specifically taking generational differences
into account.

Maioli (2017) posits that digital natives have different psychosocial characteris-
tics than the generations before them and organisations should therefore be aware of
their specific expectations in order to successfully recruit and retain this generation.
As this generational cohort is still emerging into the workforce, limited research on
their specific work values are available (Kirchmayer & Fratri¢ovd, 2020). Adding to
this, research on this generational cohort have resulted in mixed reviews and results
(Sharma & Pandit, 2020). Consequently, this presents a critical gap for future
research in order to gain a deeper understanding into the work values and expecta-
tions of the digital natives. This chapter proposes that the content of the psychologi-
cal contract of digital natives can assist in defining the work values and expectations
of this group of employees; however, current psychological contract content mea-
sures fail to address all the anticipated expectations of this generational cohort. It is
however not the intention of this chapter to refute current psychological contract
content measures but rather to enhance these measures by addressing the specific
work values and expectations of members from the digital natives generational
cohort. While this chapter provides insights into the work values and expectations
of digital natives, there are limitations for future researchers to consider. This chap-
ter was based on a narrative review of the current literature, therefore presenting a
fundamental gap for future systematic and empirical research. A narrative review of
the literature also presents an element of subjectivity.

16.9 Conclusion

This chapter sought to demonstrate that the emerging generational cohort, the digi-
tal natives, are joining the workforce with their own unique characteristics, work
values, and expectations. The psychological contract is a very effective tool to deter-
mine their specific inputs and outcomes in terms of their expectations of their
employment relationship; however, current psychological contract content mea-
sures may fail to measure what the digital natives expect from their workplace. This
chapter subsequently concluded by providing future research directions in the field
of Human Resource Management and Industrial and Organisational Psychology to
extend current psychological contract content measures in order to include the
expectations of the digital natives cohort.
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