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Purpose — This research aimed to find out the direct impact of
Affective Commitment on OCB, Work Engagement, and
Knowledge Sharing and indirectly between Affective Commitment
and OCB mediated by Work Engagement and Knowledge Sharing.
Methodology/approach — The research is causal quantitative with
the population are the millennial employees in one of Indonesia’s
construction companies, with a sample of 287 employees. The
research uses SEM PLS data analysis by SmartPLS 3.0.
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Findings — The results show a positive impact and significant from
the direct effect between Affective Commitment and OCB,
Affective Commitment and Work Engagement, Affective
Commitment and Knowledge Sharing, Work Engagement and OCB,
also Knowledge Sharing and OCB. Then, the indirect effect between
Affective Commitment to OCB mediated by work engagement and
knowledge sharing also has a positive impact and significan, with
the mediating effect provided being complimentary.

Novelty/value — Based on the results of the analysis, it was found
that these two mediating constructs succeeded in mediating the
relationship between Affective Commitment to OCB. Although
Work Engagement has a stronger mediating effect than Knowledge
Sharing, these two mediating constructs have succeeded in providing
complementary effects
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INTRODUCTION

In running a business, the company expects to have good employees in accordance with the company's values.
But in reality not all employees can apply the values that exist in the company. Corporate values can usually be
carried out well if employees have a sense of being part of the company and care and voluntarily want to
advance and maintain the good name of the company (Thohir & Agustian, 2020). Therefore, this study uses the
theory approach of Organizational Citizenship Behavior (OCB). In this study, preliminary research was also
carried out to see the problems that exist in the company and it turns out that as many as 74% of respondents are
not good at interpreting affective commitment, 67% of respondents are still unable to interpret work
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engagement, 63% of respondents are less able to interpret knowledge sharing, and 62% of respondents are still
low in implementing OCB.

Benson (2016) states that the millennial generation is the least committed generation in the workplace. A survey
by Delloite (2019) states that 35% of millennial respondents leave the company and expectation of millennial
employees to stay in the company for more than five years is only 28%. Meanwhile, a survey from Dale
Carnegie (2018) also shows that 75% of millennial respondents stated they did not want to be involved with
organizations. The survey illustrates that millennial reactions to staying with the organization are still low.

The study of Alshaabani et al. (2021) stated that Affective Commitment and Work Engagement significantly
influence Organizational Citizenship Behavior. However, in the research of Fala et al. (2021), it turns out that it
does not affect Affective Commitment to Organizational Citizenship Behavior and the research of Kusuma et al.
(2021) states that Work Engagement does not affect OCB. Furthermore, in the research of Akturan &
ekmecelioglu (2016) and Ficapal-Cusi et al. (2020) shown the positive and significant effect Knowledge Sharing
on OCB. However, Sudjiwanati’s research (2017) states that Knowledge Sharing is ineffective in influencing
OCB. To the research of Yusnita & Megawati (2018), Asan & Huliselan (2020), and Koroh et al. (2021), there
is a positive and significant relationship between Affective Commitment to Work Engagement. Research from
Marques et al. (2019) and Luo et al. (2021) stated a positive effect of Affective Commitment on Knowledge
Sharing. Regarding the mediating effect, in Kurniawan’s research (2019), Work Engagement could not mediate
the research variables he studied. Different from the research of Ng et al. (2019), in which Work Engagement
can mediate the variables studied. Then, Almadana et al. (2021) researched that Knowledge Sharing failed to
mediate the relationship between exogenous and endogenous variables in their research. However, in Pranata’s
research (2020), it was found that Knowledge Sharing was able to mediate the variables in his research.

This research aims to determine the direct effect of Affective Commitment on Organizational Citizenship
Behavior, Affective Commitment on Work Engagement, Affective Commitment on Knowledge Sharing, Work
Engagement on Organizational Citizenship Behavior, and Knowledge Sharing on Organizational Citizenship
Behavior. Also, to determine Work Engagement and Knowledge Sharing in mediating the relationship between
Affective Commitment and Organizational Citizenship Behavior of millennial employees. With the limitation in
this research, the object of research is millennial employees at one of the state -owned construction companies in
which the majority of the population is millennials.

LITERATURE REVIEW

Affective Commitment

Affective commitment is the emotional feeling of employees bound to the organization, as evidenced by their
actions based on their desire to do so. In general organizational settings, evidence of affective commitment
includes attendance, loyalty, work performance, work effort, work satisfaction, and organizational citizenship
behavior (Lee et al. 2018). Affective commitment is the core that most strongly influences behavior and
feelings, creates perceptions, and can mediate individual reactions to the company (Marcurio, 2015). Indicators
of affective commitment based on Allen & Mayer’s theory are emotional attachment, organizational
identification, and desire to be involved in the organization (Lee et al. 2018).

Work Engagement

Work engagement has a positive and satisfying vibes on work (Farid et al. 2019). Work engagement is also
described as the extent to which individuals pay attention to and explore their role in the organization, resulting
in a positive attitude and outlook (Koroh et al. 2021). Factors affecting work engagement include work demands
arising from work demands (Asan & Huliselan, 2020). Work engagement’s dimensions are based on Schaufeli
et al.’s theory, including vigor, dedication, and absorption (Bakker & Albrecht, 2018).

Knowledge Sharing

Knowledge is the primary source that is recognized as being able to create a reliable and sustainable competitive
organization. Adequate social capital means that knowledge can be shared maximum to organization (Akturan
& Ekmecelioglu, 2016). Zumali et al. (2018) said that Knowledge Sharing is the process of disseminating
knowledge between parties to exchange intellectual capital. Knowledge Sharing is a culture that needs to be
maintained in carrying out Knowledge Management by staying away from the "Knowledge is Power" mindset
and realizing that sharing knowledge is one of the processes to improve competence (Yadi & Fajar, 2020). The
dimensions of knowledge sharing described by Hoof & Rider include knowledge donating, which is a process of
transferring knowledge, exchanging and communicating with the intellectual capital of a person, and
Knowledge collection by collecting knowledge which refers to the activity of following or requesting
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knowledge from colleagues or relating to others. Colleagues to encourage them to share their knowledge capital
(Zumali et al. 2018).

Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior or OCB indicates various behaviors, one of which is helping colleagues or
superiors. Assistance givento colleagues or superiors to complete their tasks makes employees more productive
and efficient, increasing company effectiveness (Theodora & Ratnaningsih, 2018). In addition, OCB is
considered as the behavior of employees who work beyond what is assigned by the company voluntarily (Bhatti
et al. 2019). Employees act like “Citizens” of the organization, so OCB can mean the extra effort employees
make to help the organization outside their scope of work (Nigab et al. 2019; Nugroho et al. 2020). So that OCB
becomes employee behavior outside the job description, carried out voluntarily according to individual value
characteristics. Elmi (2019) describes OCB as related to organizational commitment, volunteerism, and
dedication. Organ & Podsakoff in Harvey et al. (2018) state the dimensions of OCB including Altruism,
Conscientiousness, Sportmanship, Courtesy, Civic Virtue

METHOD

This research uses the quantitative method. Construct measurement in this research are: OCB refers to the
theory of Organ and Podsakoffin Harvey et al. (2018), Work Engagement refers to the theory from Schaufeli in
Bakker & Albrecht (2018), Knowledge Sharing refers to the theory from Hoof & Rider in Zumali et al. (2018),
and Affective commitment refers to the theory from Allen & Mayer, in Lee et al. (2018).

The sample comprises several members selected from the population (Sekaran & Bougie, 2016). The sampling
method used is purposive sampling. The basis for using this method is that the respondents who target the
survey are millennials and permanent employees. The population is all permanent employees with a total of 714
employees. According to the Slovin formula, the minimum sample that must be collected is 257 responses.
Moreover, for this study, 287 respondents were collected. In this research, primary data uses a survey method by
distributing questionnaires to millennial employees. The questionnaire data uses a Likert Scale which measures
social phenomena according to Sugiyono (2014). Data from the Likert Scale in the form of interval data. The
Likert scale uses five levels of answers.

RESULT AND DISCUSSION

The characteristics of the respondents in the study were explained by gender, age range, education level, and
work position. Moreover, it can be concluded that the study describes the condition o f construction companies
dominated by millennial men with a bachelor's level of education and status as officials and permanent
employees.

Table 1. Respondents Characteristics

Item Frequency %
Gender Male 206 71,78
Female 81 28,22
Age 20-40y.0 287 100,00
Educational Level Bachelor Degree 262 91,29
Master Degree 25 8,71
Position Officer 254 88,50
Manager 22 7,67
Vice President 11 3,83

Source : Author Contribution, 2022
For this study, the data was filled in by 287 respondents who are permanent employees of the millennial PT
Hutama Karya (Persero). The data will be processed using SEM-PLS through the SmartPLS 3.0 application
with the analysis stages, namely Outer Model & Inner Model Evaluation.
Outer Model Evaluation
The analysis of the Outer Model was carried out by testing the validity through the convergent and discriminant
validity tests, as for the reliability test through the calculation of the composite reliability value and Cronbach’s
alpha.
First, the convergent validity test by looking at the loading factor.
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The standard loading factor value is > 0.70 (Ghozali, 2015). Besides that, convergent validity can also be seen
from the AVE (Average Variance Extracted) value with good value criteria above 0.5 (Ghozali, 2015). The
picture above shows several items whose value is still below 0.70, including items OCBS8, OCB14, and KS6. So
the item must be removed from the model. after being removed, the results of the loading factor and AVE are

valid as shown in the following table.

Table 2. Final Loading Factor & AVE Result

Latent Variable l:,“:ﬂ:;;g L;;j;:f AVE Result
ACl 0.883 Valid
AC2 0.705 Valid
AC3 0.852 Valid
AC4 0.734 Valid
Affective Commitment ACS 0.747 0.608 Valid
AC6 0.843 Valid
ACT 0.790 Valid
AC8 0.719 Valid
AC9 0.725 Valid
WEI1 0.728 Valid
WE2 0.726 Valid
WE3 0.828 Valid
WE4 0.872 Valid
Work Engagement WE5 0.884 0.647 Valid
WE6 0.851 Valid
WE7 0.740 Valid
WES8 0.861 Valid
WE9 0.726 Valid
KS1 0.719 Valid
KS2 0.767 Valid
. KS3 0.804 Valid
Knowledge Sharing KSa 0317 0.612 Valid
KS5 0.809 Valid
KS7 0.771 Valid
OCBI1 0.847 Valid
OCB2 0.839 Valid
OCB3 0.788 Valid
OCB4 0.780 Valid
OCBS 0.770 Valid
OCB6 0.709 Valid
OCB OCB7 0.822 0.621 Valid
OCB9 0.776 Valid
OCBI10 0.741 Valid
OCBI11 0.818 Valid
OCBI12 0.731 Valid
OCBI13 0.769 Valid
OCBI15 0.841 Valid
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Source : Author Contribution, 2022
The discriminant validity test is seen from the cross loading, the way the loading factor of the same construct
must be greater than the correlation value between other latent constructs (cross loading value) (Ghozali 2015).
Here are the results.
Table 3. Cross Loading

Affective Work Knowledge

Commitment | Engagement Sharing OCB
AC1 0.883 0.816 0.755 0.806
AC2 0.705 0.610 0.599 0.606
AC3 0.852 0.760 0.788 0.792
AC4 0.734 0.489 0.567 0.543
ACS 0.747 0.548 0.614 0.639
AC6 0.843 0.697 0.776 0.717
AC7 0.790 0.649 0.656 0.607
AC8 0.719 0.569 0.630 0.650
ACY 0.725 0.678 0.612 0.683
WE1 0.677 0.728 0.628 0.726
WE2 0.546 0.726 0.527 0.603
WE3 0.697 0.828 0.661 0.735
WE4 0.813 0.872 0.771 0.846
WES 0.685 0.884 0.581 0.701
WE6 0.672 0.851 0.572 0.680
WE7 0.564 0.740 0.515 0.627
WES 0.782 0.861 0.626 0.734
WE9 0.570 0.726 0.463 0.572
KS1 0.568 0.459 0.719 0.593
KS2 0.626 0.434 0.767 0.497
KS3 0.593 0.489 0.804 0.547
KS4 0.736 0.655 0.817 0.714
KSS 0.722 0.638 0.809 0.712
KS7 0.753 0.755 0.771 0.711
OCB1 | 0.707 0.719 0.649 0.847
OCB2 | 0.700 0.720 0.635 0.839
OCB3 | 0.631 0.654 0.626 0.788
OCB4 | 0.711 0.714 0.666 0.780
OCB5 | 0.682 0.625 0.638 0.770
OCB6 | 0.703 0.619 0.598 0.709
OCB7 | 0.712 0.721 0.687 0.822
OCBY9 | 0.666 0.727 0.580 0.776
OCB10 | 0.593 0.620 0.569 0.741
OCB11 | 0.712 0.671 0.653 0.818
OCB12 | 0.613 0.562 0.576 0.731
OCB13 | 0.699 0.715 0.697 0.769
OCB15 | 0.750 0.783 0.758 0.841

Source : Author Contribution, 2022
The table above shows that all indicators in this study are valid.
The next analysis is the reliability test. The reliability test can be measured from composite reliability and
Cronbach's alpha, where a construct is declared reliable when the value is 0.7 (for composite reliability) and 0.6
(for Cronbach's alpha) (Ghozali, 2015). The calculation results are as follows.
Table 4. Cronbach’s Alpha & Composite Reliability

. Cronbach’s | Composite

Variable Alpha | Re liz?bility
Affective_Commitment | 0.918 0.933
Work Engagement 0.931 0.943
Knowledge Sharing 0.873 0.904
OCB 0.949 0.955

Source : Author Contribution, 2022
The results of the composite reliability and Cronbach's alpha measurements shown in the table above state that
all variables have a composite reliability value above 0.7 and Cronbach’s alpha value above 0.6. Therefore,
these results state that the reliability of this study meets the standard and is of high value.
Inner Model Evaluation
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The inner model tests the relationship between constructs or latent variables by looking at the estimated
parameter coefficients and significance.
In R* Test, there are 3 categories of R” values, namely 0.67 (strong structure model), 0.33 (moderate structure
model) and 0.19 (weak structural model) (Ghozali, 2015).

Table 5. R* Test

R2

Variable R | djusted | ResUlt

Work Engagement | 0.704 | 0.703 Strong
Knowledge Sharing | 0.742 | 0.741 Strong
OCB 0.832 | 0.830 Strong

Source : Author Contribution, 2022
Furthermore, the significance t-test of the structural path was carried out. The critical value (t-table) of the path
coefficient indicated by the t-value for the one-tail hypothesis, the 5% significance level is 1.645. The
significance value can be calculated using the bootstrapping method, which is a process to assess the level of
significance or probability of direct and indirect effects. The path coefficient and specific indirect effect based
on bootstrapping results from this study are as follows.
Table 6. Path Coefficient and Specific Indirect Effect

Original | Sample | Standard N
Sample Mean | Deviation (L%EE;E;SD T;l;le Val}; es Result
0) M) | (STDEV)

AC->0CB 0.302 0.302 0.058 5.191 1.645 | 0.000 Accepted
AC->WE 0.839 0.840 0.019 44.869 1.645 | 0.000 Accepted
AC->KS 0.861 0.863 0.012 72.482 1.645 | 0.000 Accepted
WE -> OCB 0.450 0.452 0.032 14.283 1.645 | 0.000 Accepted
KS > OCB 0.220 0.217 0.057 3.852 1.645 | 0.000 Accepted
AC->WE ->0OCB 0.378 0.380 0.028 13.394 1.645 | 0.000 Accepted
AC->KS > 0OCB 0.189 0.187 0.049 3.899 1.645 | 0.000 Accepted

Source : Author Contribution, 2022
Discussion & Implication
The results of hypothesis testing for all constructs were declared accepted. Then, testing the inner model by
looking at R? is carried out to see the alignment of the model. As for the explanation, the work engagement
variable has a value of 0.704 which means that the variance ability that the affective commitment variable can
explain work engagement is 70.4%. At the same time, the knowledge sharing variable has a value of 0.742, so
the variance ability that the affective commitment variable can explain to knowledge sharing equals 74.2%. The
OCB variable has a value of 0.832, which means that the variance ability that can be explained by the variables
of affective commitment, work engagement, and knowledge sharing on OCB is 83.2%.
First, H1 is accepted and shows that affective commitment positively and significantly affects OCB. Affective
commitment relates to employees' emotional attachment to the organization. Employees with a solid affective
commitment will work in the organization because of their desire. So, OCB will also be good if employees have
exemplary affective commitment. Evidence shows that affective commitment is closely related to various
outcomes, one of which is OCB (Lee et al. 2018). At the same time, OCB refers to voluntary behavior to
provide excellent service (Atikah, 2020). The results of this study are similar to those of Alzayed et al. (2017);
Pangestuti (2018); Wibowo (2019); Khaskheli et al. (2020); Erum et al. (2020); Muchtadin & Chaerudin,
(2020); Badiroh & Azizah, (2020); Andelan (2021); Alshaabani et al. (2021) that affective commitment has a
positive effect on OCB.
Then, H2 is accepted and shows that affective commitment positively and significantly affects work
engagement. Affective commitment is indicated by the attitude of employees to carry out activities in the
organization based on emotional attachment. At the same time, work engagement is an employee's attachment to
work. So, if the level of affective commitment of employees is high, it will have a good impact on employee
work engagement. The result is similar to the research of Yusnita & Megawati (2018); Asan & Huliselan
(2020); Koroh et al. (2021) that affective commitment has a positive effect on work engagement.
Based on the results of hypothesis testing, H3 is accepted and shows that affective commitment has a positive
and significant effect on knowledge sharing. Affective commitment can be proven by showing the best ability to
the organization and fulfilling its primary duties, one of which is sharing knowledge and applying it to the
organisation's progress. Good knowledge sharing can be done because of the contribution in the form of
affective commitment from employees to develop their organization (Marques et al., 2019). Affective

© 2022 ADPEBI Publications. All Rights Reserved. 75



Prayitno, et al.: The Impact of Affective Commitment to Organizational Citizenship Behaviour ...

commitment has been shown to impact voluntary and independent behavior, including those related to
willingness to contribute, receive, create, and share knowledge. The result is similar to the research of Ficapal -
Cusi et al. (2020); Luo et al. (2021) that affective commitment positively affects knowledge sharing.

From the results of hypothesis testing, it is obtained that H4 is accepted and shows that work engagement has a
positive and significant effect on OCB. Work engagement is a state that employees feel when their minds are
tied to their work. Under these conditions, behavior that is outside the organization's expectations may be
carried out by members voluntarily, resulting in OCB behavior. Work Engagement plays a role in increasing
OCB among employees in various organizations (Ng et al., 2021). Employees who are engaged in work will be
more likely to spend more time and effort on work. Therefore, it is recommended to increase OCB work
engagement be needed. The result is similar to research from Guptaet al. (2017), Farid et al. (2019, Alshaabani
etal. (2021), Nget al. (2021), Ayuningsih (2021) that work engagement has a positive effect on OCB.

Results of hypothesis testing found that H5 is accepted and indicates that knowledge sharing positively and
significantly influences OCB. Knowledge sharing is a good and vital activity for the company's sustainability
because it is related to disseminating knowledge to increase the competence of organizational members. It can
trigger the emergence of OCB due to the goodness of others in sharing, especially knowledge so that members
who receive the goodness of sharing voluntarily contribute more to the organization and provide the same or
more reciprocity. By sharing knowledge, organizations can create a climate that is perceived as positive for
employees. In this climate, employees show OCB in the organization, which positively affects performance,
creates a good ecosystem and can trigger voluntary and contributing behavior (Husain, 2017). The result is
similar to previous research, namely by Akturan & Ekmecelioglu (2016); Wuryanti & Sulistyo (2017); Trong
Tuan (2017); Husain (2017); Sudjiwanati (2017), which states that knowledge -sharing has a positive effect on
OCB.

Furthermore, H6 is accepted and shows that work engagement has succeeded in mediating the relationship
between affective commitment to OCB, which is positive and significant, while the mediating effect is
complementary. (Anugrah & Sutarmin, 2019). The result means that work engagement can complement and
have more impact on affective commitment in influencing employee OCB. Affective commitment arises
because of members' emotional attachment to the organization and members' attachment to their work. When
employees feel connected to their work, members' behavior outside the organization's expectations may be
carried out voluntarily, resulting in OCB. Alshaabani et al. (2021), in their research, stated that work
engagement could mediate variables that have a relationship with OCB. Likewise, research from Suryandari &
Riani (2021). Zahoor (2020) also argues that work engagement has been used in several studies by occupying a
position as a mediating variable.

Finally, H7 is accepted, showing that knowledge sharing has successfully mediated the relationship between
affective commitment to OCB, which is positive and significant. At the same time, the mediating effect is
complementary (Anugrah & Sutarmin, 2019). Knowledge-sharing activities can complement and impact
affective commitment in influencing employee OCB. Organizational affective commitment can be proven by
employees' efforts to show their best abilities to the organization, one of which is by sharing knowledge and
trying to collect existing knowledge to be applied for the betterment of the organization. Management in an
organization can maintain an atmosphere of knowledge sharing within the organization to create a good work
culture and good employee behavior in this case the voluntary behavior of employees as part of the
organization's citizens. Adil et al. (2021) place knowledge sharing as a mediating variable that can affect OCB,
they argue that there is a positive correlation between knowledge sharing and OCB both directly and as
mediation and knowledge sharing behavior is actually a type of organizational citizenship behavior. Constance
et al. (2019) also stated in his research that knowledge sharing can increase the influence of independent
variables related to OCB

CONCLUSION

Based on the research and discussion results, it can be concluded that affective commitment has a positive and
significant influence on Work Engagement, Knowledge Sharing, and OCB. Then Work Engagement and
Knowledge Sharing also positively and significantly influence OCB. From the indirect relationship, Affective
Commitment has a positive and significant relationship with OCB by mediating Work Engagement and
Knowledge Sharing with a complimentary mediation effect. The direction for future research is that the
relationship between the constructs in this study and the path formed from this research can be further developed
in future studies related to the relationship between affective commitment to OCB. In this study, researchers
explored the relationship between affective commitment and OCB, directly or mediated by work engagement
and knowledge sharing. The influence of these variables on OCB implies that there are other possibilities of
behavioral, attitude, and other working conditions that impact OCB.

REFERENCES

© 2022 ADPEBI Publications. All Rights Reserved. 76



4
.H’ International Journal of Indonesian Business Review Vol.1 No.1(2022)

] A

Adil, A., Kausar, S., Ameer, S., Ghayas, S., & Shujja, S. (2021). Impact of Organizational Socialization on
Organizational Citizenship Behavior: Mediating Role of Knowledge Sharing and Role Clarity. Current
Psychology. https://doi.org/10.1007/s12144-021-01899-x

Akturan, A., & Cekmecelioglu, H. G. (2016). The Effects of Knowledge Sharing and Organizational Citizenship
Behaviors on Creative Behaviors in Educational Institutions. Procedia - Social and Behavioral
Sciences, 235(0October), 342-350. https://doi.org/10.1016/j.sbspro.2016.11.042

Almadana, A. V., Suharnomo, S., & Perdhana, M. S. (2021). Can generational differences and feeling trusted
improve knowledge-sharing behavior? Consequences of high-performance work systems. Journal of
Workplace Learning. Vol. 34 No. 2, pp. 200-214. https://doi.org/10.1108/JWL-05-2021-0058

Alshaabani, A., Naz, F., Magda, R., & Rudnék, 1. (2021). Impact of Perceived Organizational Support on OCB
in The Time Of COVID-19 Pandemic in Hungary: Employee Engagement and Affective Commitment
as Mediators. Sustainability, 13(14). https://doi.org/10.3390/sul3147800

Alzayed, M., Jauhar, J., & Mohaidin, Z. (2017). The Mediating Effect of Affective Organizational Commitment
in the Relationship between Organizational Justice and Organizational Citizenship Behavior: A
Conceptual Model. Asian Social Science, 13(5), 165. https://doi.org/10.5539/ass.v13n5p165

Andelan, R. (2021). Komitmen Organisasional Terhadap Organizational Citizenship Behavior ( OCB ) Pada
Karyawan PT Perkebunan Nusantara X. Jurnal llmiah Mahasiswa FEB, 9(2), 1-17.

Anugrah, Y. R., & Sutarmin. (2019). Pengaruh Kompetensi Kerja dan Remunerasi Terhadap Kinerja Anggota
Kepolisian Melalui Promosi Jabatan Pada Polsek Sukomanunggal Surabaya. Jurnal Fakultas Ekonomi
Universitas Dr Soetomo, 25(3), 281-299.

Asan, S., & Huliselan, J. J. (2020). Analisis Work Engagement Karyawan Frontline High-Contact dan Low-
Contact di  Industri  Jasa. Jurnal  Manajemen  Maranatha, 19(2), 127-140.
https://doi.org/10.28932/imm.v19i2.2425

Atikah, A. (2020). Faktor-Faktor Yang Mempengaruhi Organization Citizenship Behaviour (OCB) Di PT Ching
Luh Indonesia. Value: Jurnal Manajemen dan Akuntansi, 15(2),281-294.

Ayuningsih, A. M. (2021). Work Engagement, Komitmen Organisasi, dan Organizational Citizenship Behavior
Pada Karyawan Puskesmas. Jurnal Psikologi, 14(1), 88—-101.
https://doi.org/10.35760/psi.2021.v14i1.3777

Bakker, A. B., & Albrecht, S. (2018). Work Engagement: Current Trends. Career Development International,
23(1),4-11. https://doi.org/10.1108/CDI-11-2017-0207

Benson, T. (2016). Motivating Millennials Takes More Than Flexible Work Policies. Harvard Business Review,
Digital Art, 2-4.

Bhatti, M. H., Ju, Y., Akram, U., Bhatti, M. H., Akram, Z., & Bilal, M. (2019). Impact of Participative
Leadership on Organizational Citizenship Behavior: Mediating Role of Trust and Moderating Role of
Continuance Commitment: Evidence From The Pakistan Hotel Industry. Sustainability, 11(4).
https://doi.org/10.3390/sul 1041170

Bolino, M. C., & Grant, A. M. (2016). The Bright Side of Being Prosocial at Work, and the Dark Side, Too: A
Review and Agenda for Research on Other-Oriented Motives, Behavior, and Impact in Organizations.
Academy of Management Annals, 10(1), 599—670. https://doi.org/10.5465/19416520.2016.1153260

Constance, N. W., Zawawi, D., Karim, J., Mansor, S. A., Sentosa, 1., Yusuf, R. N. R., & Karim, J. (2019).
Supervisory Justice, Organizational Citizenship Behavior, and Innovative Behavior: The Mediating
Role of Tacit Knowledge Sharing among Nurses. International Journal of Academic Research in
Economics and Management Sciences, 8(4), 27-47. https://doi.org/10.6007/ijarems/v8-i4/6703

Dale Carnegie Indonesia (2018). Infografis: Millenial Ogah Terlibat Sepenuhnya Di Perusahaan?.
https://www.dalecarnegie.id/sumberdaya/media/media-coverage/infografis-millenial-ogah-terlibat-
sepenuhnya-di-perusahaan/

Elmi, F. (2019). Organizational Citizenship Behavior Dalam Perspektif Islam (Aplikasi Takwa). Mix: Jurnal
llmiah Manajemen, 9(2), 298. https://doi.org/10.22441/mix.2019.v9i2.004

Erum, H., Abid, G., Contreras, F., & Islam, T. (2020). Role of Family Motivation, Workplace Civility and Self-
Efficacy in Developing Affective Commitment and Organizational Citizenship Behavior. European

© 2022 ADPEBI Publications. All Rights Reserved. 77


https://doi.org/10.1007/s12144-021-01899-x
https://doi.org/10.1016/j.sbspro.2016.11.042
https://doi.org/10.1108/JWL-05-2021-0058
https://doi.org/10.3390/su13147800
https://doi.org/10.5539/ass.v13n5p165
https://doi.org/10.28932/jmm.v19i2.2425
https://doi.org/10.35760/psi.2021.v14i1.3777
https://doi.org/10.1108/CDI-11-2017-0207
https://doi.org/10.3390/su11041170
https://doi.org/10.5465/19416520.2016.1153260
https://doi.org/10.6007/ijarems/v8-i4/6703
https://www.dalecarnegie.id/sumberdaya/media/media-coverage/infografis-millenial-ogah-terlibat-sepenuhnya-di-perusahaan/
https://www.dalecarnegie.id/sumberdaya/media/media-coverage/infografis-millenial-ogah-terlibat-sepenuhnya-di-perusahaan/
https://doi.org/10.22441/mix.2019.v9i2.004

Prayitno, et al.: The Impact of Affective Commitment to Organizational Citizenship Behaviour ...

Journal of Investigation in Health, Psychology and Education, 10(1), 358-374.
https://doi.org/10.3390/ejihpe 10010027

Fala, H., Prayekti, P., & Kirana, K. C. (2021). Peran Komitmen Afektif, Kecerdasan Emosional dan Dukungan
Organisasional Terhadap Organizational Citizenship Behavior Studi Pada Dinas Perindustrian dan

Perdagangan DI  Yogyakarta. Jurnal Ilmiah  Manajemen  Kesatuan, 9(1), 9-16.
https://doi.org/10.37641/jimkes.v9il1.417

Farid, T., Igbal, S., Ma, J., Castro-Gonzalez, S., Khattak, A., & Khan, M. K. (2019). Employees’ Perceptions of
CSR, Work Engagement, and Organizational Citizenship Behavior: The Mediating Effects of
Organizational Justice. International Journal of Environmental Research and Public Health, 16(10).
https://doi.org/10.3390/ijerph16101731

Ficapal-Cusi, P., Enache-Zegheru, M., & Torrent-Sellens, J. (2020). Linking Perceived Organizational Support,

Affective Commitment, And Knowledge Sharing with Prosocial Organizational Behavior of Altruism
and Civic Virtue. Sustainability, 12(24), 10289. https://doi.org/10.3390/sul22410289

Ghozali, Imam. (2015). Partial Least Squares : Konsep, Teknik Dan Aplikasi Menggunakan Program Smart
PLS 3.0. Semarang: Universitas Diponegoro Semarang.

Gupta, M., Shaheen, M., & Reddy, P. K. (2017). Impact of Psychological Capital on Organizational Citizenship
Behavior: Mediation by Work Engagement. Journal of Management Development, 36(7), 973-983.
https://doi.org/10.1108/JMD-06-2016-0084

Harvey, J., Bolino, M. C., & Kelemen, T. K. (2018). Organizational citizenship behavior in the 21st century:
How might going the extra mile look different at the start of the new millennium?. Research in
Personnel and Human Resources Management, 36, 51—110. https://doi.org/10.1108/S0742-
730120180000036002

Husain, Y. S. (2017). Knowledge Sharing Behavior, Work Attitudes, OCB and Organizational Learning
Culture. Journal of Administrative and Business Studies, 3(4),162-170. https://doi.org/10.20474/jabs-
34.1

Khaskheli, A., Jiang, Y., Raza, S. A., Qureshi, M. A, Khan, K. A., & Salam, J. (2020). Do CSR Activities
Increase Organizational Citizenship Behavior Among Employees? Mediating Role of Affective
Commitment and Work Satisfaction?. Corporate Social Responsibility and Environmental
Management, 27(6),2941-2955. https://doi.org/10.1002/csr.2013

Koroh, T. R., Keraf, M. K. P. A., & Damayanti, Y. (2021). Relationship Between Affective Commitment and
Work Engagement in Employees of Savings and Loans Cooperatives in Kupang City. Journal of
Health and Behavioral Science.3(1),24-36.

Kurniawan, 1. S. (2019). Pengaruh Value Congruence dan Core Self-Evaluations Terhadap Work Engagement
dan Dampaknya Pada Organizational Citizenship Behavior. Jurnal Kewirausahaan Dan Bisnis,23(12),
62—73. https://doi.org/10.20961/jkb.v23i12.27492

Kusuma, N. T., Kurniawan, I. S., & Herawati, J. (2021). Mediasi Work Engagement Pada Perceived
Organizational Support Yang Dirasakan Terhadap Work Satisfaction Dan Organizational Citizenship
Behavior. Jurnal llmiah Ekonomi dan Bisnis, 18(2), 128-136.

Luo, C., Lan, Y., (Robert) Luo, X., & Li, H. (2021). The Effect of Commitment on Knowledge Sharing: an
Empirical Study of Virtual Communities. Technological Forecasting and Social Change, 163,120438.
https://doi.org/10.1016/j.techfore.2020.120438

Marques, J. M. R., La Falce, J. L., Marques, F. M. F. R., De Muylder, C. F., & Silva, J. T. M. (2019). The
Relationship Between Organizational Commitment, Knowledge Transfer and Knowledge Management
Maturity. Journal of Knowledge Management,23(3),489-507. https://doi.org/10.1108/JKM-03-2018-
0199

Muchtadin, M., & Chaerudin, C. (2020). Influence of Organizational Commitment, Work Satisfaction, Work

Motivation Toward Organizational Citizenship Behavior. Dinasti International Journal of Education
Management And Social Science, 1(6), 930-944. https://doi.org/10.31933/dijemss.v1i6.470

Ng, L. P., Choong, Y. O., Kuar, L. S., Tan, C. E., & Teoh, S. Y. (2021). Work Satisfaction and Organizational
Citizenship Behaviour Amongst Health Professionals: The Mediating Role of Work Engagement.
International Journal of Healthcare Management, 14(3), 797-804.
https://doi.org/10.1080/20479700.2019.1698850

Nigab, M., Hanson, J., Bangert, A., Kannan, S., Sharma, S., & Ghaffar, A. (2019). Measuring Organizational
Citizenship Behaviors (OCB) in Secondary Schools in Pakistan and a Comparison with Factors of a
School Growth Mindset Culture. International Journal of Learning and Development, 9(2), 83.
https://doi.org/10.5296/ij1d.v9i2.14919

© 2022 ADPEBI Publications. All Rights Reserved. 78


https://doi.org/10.3390/ejihpe10010027
https://doi.org/10.37641/jimkes.v9i1.417
https://doi.org/10.3390/ijerph16101731
https://doi.org/10.3390/su122410289
https://doi.org/10.1108/JMD-06-2016-0084
https://doi.org/10.1108/S0742-730120180000036002
https://doi.org/10.1108/S0742-730120180000036002
https://doi.org/10.20474/jabs-3.4.1
https://doi.org/10.20474/jabs-3.4.1
https://doi.org/10.1002/csr.2013
https://doi.org/10.20961/jkb.v23i12.27492
https://doi.org/10.1016/j.techfore.2020.120438
https://doi.org/10.1108/JKM-03-2018-0199
https://doi.org/10.1108/JKM-03-2018-0199
https://doi.org/10.31933/dijemss.v1i6.470
https://doi.org/10.1080/20479700.2019.1698850
https://doi.org/10.5296/ijld.v9i2.14919

4
.H’ International Journal of Indonesian Business Review Vol.1 No.1(2022)

] A

Nugroho, A., Nurulita, E., & Sihite, J. (2020). How Work Satisfaction and Organization Climate Influence
Organizational Citizenship Behaviour. Mix Jurnal Ilmiah Manajemen, 10(3), 427.
https://doi.org/10.22441/mix.2020.v10i3.008

Organ, D. W. (2018). Organizational Citizenship Behavior: Recent Trends and Developments. Annual Review of
Organizational Psychology and Organizational Behavior, 5(November 2017), 295-306.
https://doi.org/10.1146/annurev-orgpsych-032117-104536

Pangestuti, D. C. (2018). Pengaruh Persepsi Dukungan Organisasi, Kepuasan Kerja Dan Komitmen Afektif
Terhadap Organizational Citizenship Behavior. Jurnal Mitra Manajemen, 2(4), 366-381.
https://doi.org/10.52160/ejmm.v2i4.128

Pranata, C. H. (2020). Knowledge Sharing Behavior Sebagai Mediator Dalam Hubungan Antara Kepemimpinan
Transformasional Dan Transaksional Terhadap Perilaku Inovatif. Doctoral Dissertation, Universitas
Islam Sultan Agung Semarang.

Sekaran, U., & Bougie, R. (2016). Research Methods for Business: A Skill-Buiding Approach (7th ed.). John
Wiley & Sons.

Shaheen, S., Bukhari, 1., & Adil, A. (2016). Moderating Role of Psychological Capital Between Perceived
Organizational Support and Organizational Citizenship Behavior and Its Dimensions. International
Journal of Research Studies in Psychology, 5(2), 41-50. https://doi.org/10.5861/ijrsp.2016.1375

Sudjiwanati. (2017). Efektivitas Transfer Pengetahuan Terhadap Organizational Citizenship Behavior dan
Inovasi. Psikovidya,21(2), 1-14.

Sugiyono. (2014). Metode Penelitian Pendidikan Pendekatan Kuantitatif, Kualitatif, dan R&D. CV Alfa Beta.

Suryandari, 1., & Riani, A. L. (2021). The Effect of Optimal Cash and Deviation from Target Cash on the Firm
Value: Empirical Study in Indonesian Firms. Jurnal Dinamika Manajemen, 12(1), 53-67.
https://doi.org/10.15294/jdm.v10i1.17359

Theodora, T. H., & Ratnaningsih, I. Z. (2018). Hubungan Antara Psychological Capital Dengan Organizational
Citizenship Behavior Pada Pramuniaga PT X Cabang Tangerang. Jurnal Empati, 7(2),285-293.

Thohir, E., & Agustian, A. G. (2020). Akhlak Untuk Negeri. Arga Tilanta.

Trong Tuan, L. (2017). Knowledge Sharing in Public Organizations: The Roles of Servant Leadership and
Organizational Citizenship Behavior. International Journal of Public Administration, 40(4), 361-373.
https://doi.org/10.1080/01900692.2015.1113550

Wibowo, T. W. P. (2019). Pengaruh Persepsi Dukungan Organisasi Terhadap Organizational Citizenship
Behavior (OCB) di Mediasi oleh Komitmen Afektif (Studi pada PT. Poly Meditra Indonesia
Karanganyar). Prosiding Seminar  Nasional Fakultas Ekonomi  Untidar, 418-424.
https://jurnal.untidar.ac.id/index.php/semnasfe/article/view/2099

Wouryanti, & Sulistyo, H. (2017). Improving Organizational Citizenship Behavior (OCB) Through Islamic Work
Ethics and Knowledge Sharing. International Journal of Organizational Innovation (Online), 10(2),
173—187. https://search.proquest.com/docview/197598678 1 2accountid=17242

Yadi, S. P., & Fajar, M. 1. (2020). SW-1H in Knowledge Management (1st ed.). PT Sangga Dunia Maya.

Yusnita, E., & Megawati. (2018). Pengaruh Dampak Sosial dan Kelayakan Sosial Terhadap Keterikatan Kerja
Dengan Komitmen Afektif Sebagai Variabel Mediasi (Studi Pada Perawat Rumah Sakit Umum Daerah
Meuraxa Kota Banda Aceh). Jurnal llmiah Mahasiswa Ekonomi Manajemen, 3(1), 94—104.

Zahoor, A. (2020). Employee Proactivity, Work Engagement, Work Resources and Service Recovery
Performance: A Study of Structural Linkages. Journal of Contemporary Marketing Science, 3(2), 153—
168. https://doi.org/10.1108/jcmars-02-2019-0016

Zumali, Suharyadi, & Purwanto. (2018). Pengaruh Knowledge Creation, Knowledge Sharing, dan Knowledge
Application Terhadap Pemberdayaan Karyawan Tetap Non Dosen (Studi Pada Universitas Mercu
Buana). Jurnal llmiah Manajemen Bisnis,4(1), 1-20.

© 2022 ADPEBI Publications. All Rights Reserved. 79


https://doi.org/10.22441/mix.2020.v10i3.008
https://doi.org/10.1146/annurev-orgpsych-032117-104536
https://doi.org/10.52160/ejmm.v2i4.128
https://doi.org/10.5861/ijrsp.2016.1375
https://doi.org/10.15294/jdm.v10i1.17359
https://doi.org/10.1080/01900692.2015.1113550
https://jurnal.untidar.ac.id/index.php/semnasfe/article/view/2099
https://search.proquest.com/docview/1975986781?accountid=17242
https://doi.org/10.1108/jcmars-02-2019-0016

