International Journal of Science, Technology & Management ISSN: 2722 - 4015

The Influence Of Psychological Capital And Affective Commitment
On Organizational Citizenship Behavior Of Hospital Staff

Erlina Puspitaloka Mahadewi', Muchtadin®*

L Universitas Esa Unggul, Jakarta Indonesia
2 Universitas YPPI, Rembang Indonesia
“Corresponding Author:

Email: muchtadinmuchl12@gmail.com

Abstract.

Organizational Citizenship Behavior (OCB) is important to apply to hospital staff. This research
aims to determine the simultaneous and partial influence of psychological capital and affective
commitment on OCB. Respondents were 196 officers from two hospitals in Indonesia. The
sampling method uses stratified random sampling. The data analysis method uses multiple linear
regression. Data was processed with the help of Jamovi 2.3.28 software. The research results
found that psychological capital and affective commitment had a significant positive effect on
OCB both partially and simultaneously. Hospital management can increase the voluntary
behavior of its staff in working beyond formal rules by increasing psychological capital such as
self-efficacy, hope, optimism, resilience. Factors that increase affective commitment also need to
be implemented so that officers' OCB increases, followed by better service provided. Future
researchers can limit the study population to certain areas and combine private and government
hospitals to obtain greater generalization. Future researchers can add other variables such as
work motivation and job satisfaction to the simultaneous and partial effects.
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I INTRODUCTION

Intense competition in the era of globalization means that organizations must be able to survive and
develop through optimal use of human resources [1]. Therefore, organizations need to recognize the factors
that encourage officers to work voluntarily beyond their job duties and responsibilities. Organizational
citizenship behavior (OCB) was first defined as individual behavior that is voluntary, does not receive direct
recognition from the formal reward system, but overall supports the realization of an effective organization
[2].0CB plays an important role for organizations in the health sector. Organizational citizenship behavior
can improve hospital performance [3]. The high level of employee performance is also caused by the high
level of OCB they have [4]. Employees who have OCB tend to show open behavior to share knowledge with
fellow employees [5]. OCB plays a role in increasing competitive advantage in the health sector, but this also
depends on human resource practice factors [6]. positive impacts of OCB on organizations such as
managerial productivity, co-worker productivity, free up resources, reduced costs, customer satisfaction,
operating efficiency, quality of production, quantity of production, sales performance, adapting to
environmental change, creating social capital, stability of organizational performance, coordinating
activities, making it a more attractive place, scarce resources [7].

OCB in workers in the health sector is influenced by various factors. Quality of work life and job
satisfaction are factors in the level of nurses' OCB [8]. Job satisfaction and work motivation play a role in
increasing OCB of hospital staff [9]. Commitment, culture and organizational structure are determining
factors in nurses' OCB [10]. Transformational leadership, organizational commitment, and job satisfaction
have a positive influence on OCB of hospital employees [11]. Affective commitment was found to increase
OCB at the individual level as well as at the organizational level [12]. Psychological capital is a factor in
increasing OCB in hospital workers [13]. This research uses factors such as psychological capital and
affective commitment in an effort to increase OCB of hospital staff.Positive psychological resources that
form psychological capital include resilience, optimism, hope, and self-efficacy [14]. Self-efficacy is a
person's general belief when they demonstrate performance that leads to task completion; hope is an energy
focused on personal goals and alternative ways that direct people to their goals.
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Optimism is defined as the intention and hope to get the best and positive results that can positively
influence a person's mental and physical health; Resilience is defined as the tendency to recover from
adversity or interrupted processes, enabling people to look optimistically at very difficult situations
[15].Hospital officers with high psychological capital tend to feel attached to their work and ultimately work
voluntarily beyond their usual duties and responsibilities [16]. Affective commitment to the organization is an
important core essence of organizational commitment [17]. Affective commitment is the conformity of
values with the organization, feelings of care for the organization, pride in the organization, and willingness
to make extra efforts in the organization [17]. Studies conducted in health care settings found that affective
commitment plays a role in increasing OCB [18].In the previous paragraph there are research results which
state that psychological capital and affective commitment play a role in increasing OCB . This research aims
to determine the magnitude of the influence that psychological capital and affective commitment have on
OCB of hospital staff, both partially and simultaneously.

1. METHODS

This research uses a quantitative cause and effect design. The population is 383 officers from two
hospitals in Indonesia. Determination of the sample using stratified random sampling. The respondents were
196 officers from two hospitals in Indonesia, of which 67 people were taken from Hospital A and 129 people
were taken from Hospital B. The data analysis method used was multiple linear regression. Data were
analyzed using Jamovi 2.3.28 software. Data analysis stages include validity test, reliability test, classic
assumption test (normality test, multicollinearity test, heteroscedasticity test), coefficient of determination
test, simultaneous hypothesis test, partial hypothesis test.

The instrument in this study consisted of five answer choices from strongly disagree (value 1),
disagree (value 2), somewhat agree (value 3), agree (value 4), and strongly agree (value 5). The OCB
measuring instrument consists of the dimensions of altruism, conscientiousness, sportsmanship, courtesy,
civic virtue which were adapted from previous research [19]. The affective commitment measuring tool
consists of 6 statements and is the result of adaptation [20]. The affective commitment measuring tool
consists of 6 statements and is the result of adaptation [21].

. RESULT AND DISCUSSION
Validity Test

Table 1. Validity of Psychological Capital
Item  rcount rtable Decision

PC1 0.782  0.1395 Valid
PC2 0.784  0.1395 Valid
PC3 0.761 0.1395 Valid
PC4 0.659 0.1395 Valid
PC5 0.716 0.1395 Valid
PC6 0.607  0.1395 Valid
PC7 0.669 0.1395 Valid
PC8 0.728  0.1395 Valid
PC9 0.537 0.1395 Valid
PC10 0.529 0.1395 Valid
PC11 0.680 0.1395 Valid
PC12 0.712  0.1395 Valid

Table 1 shows the results of the validity test of psychological capital with values ranging from 0.529
to 0.784. All psychological capital statements were found to be valid in this study because t count > t table.
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Table 2. Validity of Affective Commitment
Item  rcount rtable Decision

AC1 0.816  0.1395 Valid
AC2 0.811 0.1395 Valid
AC3 0.818 0.1395 Valid
AC4 0.757  0.1395 Valid
ACS5 0.826  0.1395 Valid
AC6 0.852  0.1395 Valid

Table 2 shows the results of the validity test of affective commitment with values ranging from
0.757 to 0.852. All affective commitment statements were found to be valid in this study because t count > t
table.
Table 3. Validity of Organizational Citizenship Behavior

Item r count r table  Decision
0OCB1 0.648 0.1395 Valid
0OCB2 0.655 0.1395 Valid
0OCB3 0.525 0.1395 Valid
oCB4 0.423 0.1395 Valid
0OCB5 0.661 0.1395 Valid
OCB6 0.660 0.1395 Valid
OoCB7 0.666 0.1395 Valid
OCB8 0.740 0.1395 Valid
0OCB9 0.775 0.1395 Valid
OCB10 0.791 0.1395 Valid
0OCB11 0.695 0.1395 Valid
0OCB12 0.663 0.1395 Valid
0OCB13 0.734 0.1395 Valid
OCB14 0.763 0.1395 Valid
0OCB15 0.609 0.1395 Valid
OCB16 0.719 0.1395 Valid
0OCB17 0.733 0.1395 Valid
0OCB18 0.740 0.1395 Valid
0OCB19 0.677 0.1395 Valid
0OCB20 0.718 0.1395 Valid
0CB21 0.723 0.1395 Valid
0CB22 0.751 0.1395 Valid
0CB23 0.765 0.1395 Valid
0OCB24 0.648 0.1395 Valid
0OCB25 0.807 0.1395 Valid
0OCB26 0.644 0.1395 Valid

Table 3 shows the results of the validity test organizational citizenship behavior with values ranging
from 0.423 to 0.807. All organizational citizenship behavior statements were found to be valid in this study
because t count > t table.

Reliability Test

Table 4. Reliability Test Results

Variable Cronbach’s . Decision
Psychological Capital 0.889 Reliable
Affective Commitment 0.896 Reliable
Organizational Citizenship Behavior 0.952 Reliable

In Table 4 it can be seen that all variables in this study have a reliability value of > 0.6 so that all
variables are declared reliable. The highest reliability lies in the organizational citizenship behavior variable.

Classical Assumption Test

The results of the normality test using Kolmogorov-Smirnov obtained a p value of 0.532 (> 0.05) so
that the research data was declared normally distributed. The psychological capital variable, the VIF value
was 2.11 and the tolerance value was 0.474. In the affective commitment variable, a VIF value of 2.11 and a
tolerance value of 0.474 were also obtained. Both psychological capital and affective commitment have a
VIF value < 10 and a tolerance value > 0.1 so that all research variables avoid symptoms of multicollinearity.
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The heteroscedasticity test using Breusch-Pagan obtained a p value of 0.280 (> 0.05) so that the data in this
study avoided symptoms of heteroscedasticity.
Coefficient of Determination Test
Table 5. Model Fit Measures

Overall Model Test
R R? F_dfit  df2 p
0.796 0.634 167 2 193 <0.001
The research results showed that the R Square value was 0.634. This value means that psychological

capital and affective commitment have an influence of 63.4% on organizational citizenship behavior while
the remaining 36.6% is caused by other factors. Psychological capital and affective commitment are able to
explain variations in organizational citizenship behavior by 63.4%.

F Test

The results of the F test are shown in table 5 with a p value < 0.001, so it can be said that
psychological capital and affective commitment simultaneously influence organizational citizenship
behavior. Previous research found a joint influence of organizational commitment, job satisfaction, and work
motivation on OCB [22].

T Test
Table 6. t Test
Predictor Estimate SE t p
Intercept 0.894 0.1900 4.71 <0.001
Psychological Capital 0.371 0.0663 5.59 <0.001
Affective Commitment 0.429 0.0541 7.93 <0.001

Table 6 shows the results of the hypothesis test where psychological capital was found to have a
positive effect on organizational citizenship behavior (r = 0.371; p < 0.001). The results of this research are
supported by previous research where the higher the psychological capital, the higher the OCB of hospital
staff [13]. Psychological capital increases OCB in the health service sector and the effect will be better when
work engagement is included in the research [16]. Psychological capital plays a role in bridging the influence
of employee perceptions of authentic leadership on OCB in health service employees [23]. The
psychological capital that employees have makes them feel connected to their work and ultimately increases
their OCB [24]. Psychological capital was found to be able to increase OCB and the effect was greater for
workers who had high emotional intelligence than those who had low emotional intelligence [25]. Efforts to
increase psychological capital need to be implemented to increase employee extra-role behavior so that
organizational productivity also increases [26].Table 6 shows that affective commitment was found to have a
positive effect on organizational citizenship behavior (r = 0.429; p < 0.001). These results are supported by
previous findings where affective commitment was able to increase OCB of health service workers [27].

The more employees are affectively committed to their organization, the higher their OCB [28].
Affective commitment bridges the impact of workplace spirituality on OCB [29]. The work attitudes of
hospital workers increase their OCB through affective commitment [30]. Transformational leadership will
have an impact on OCB when affective commitment is implemented [31].The core construct of
psychological capital is drawn from positive psychology in general and positive organizational behavior
(POB) in particular [14]. Positive organizational scholarship is an umbrella concept that integrates a variety
of positive scientific perspectives, including positive traits, states, processes, dynamics, and outcomes, all of
which are relevant to organizations. Positive organizational behavior is defined as the study and application
of positively oriented human resource strengths and psychological capacities that can be measured,
developed, and managed effectively to improve performance in today's workplace [14]. Affective
commitment is supported by attitudinal commitment theory which focuses on an individual's desire to remain
in an organization where feelings of cohesion, involvement and identification with an organization are likely
to contribute to an individual's commitment to the organization [17].
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Iv. CONCLUSION

The research results concluded that psychological capital and commitment had a significant positive
effect on OCB of hospital staff, both simultaneously and partially. Affective commitment has a greater
relationship to OCB than psychological capital.Hospital management can increase the voluntary behavior of
its staff in working beyond formal rules by increasing psychological capital such as self-efficacy, hope,
optimism, resilience. Factors that increase affective commitment also need to be implemented so that
officers’ OCB increases, followed by better service provided.Future researchers can limit the study
population to certain areas and combine private and government hospitals to obtain greater generalization.
Future researchers can add other variables such as work motivation and job satisfaction to the simultaneous
and partial effects.

REFERENCES

[1] H. Seval and H. Caner, “The impact of human resource management functions on corporate image,” in Chaos,
Complexity and Leadership 2013, 2015, pp. 435-457.

[2] D. W. Organ, Organizational citizenship behavior: The good soldier syndrome. Lexington books/DC heath and
com, 1988.

[8] O. Kolade and O. Ogunnaike, “Organizational citizenship behaviour, hospital corporate image and
performance,” J. Compet., vol. 6, no. 1, pp. 36-49, 2014.

[4] A. B. Susanto, E. Prajitiasari, I. N. Awwaliyah, P. Titisari, and D. N. Agustin, “The Effect of Work Rotation,
Organizational Citizenship Behavior (OCB), and Physical Work Environment on Hospital Employee
Performance,” Calitatea, vol. 24, no. 196, pp. 215-220, 2023.

[5] S. N. Husain and Y. S. Husain, “Mediating effect of OCB on relationship between job attitudes and knowledge
sharing behavior,” Int. J. Sci. Res., vol. 5, no. 1, pp. 1008-1015, 2016.

[6] S. Ranjhan and E. Mallick, “Organizational citizenship behaviour creating competitive advantage in Indian
health care industry: The moderating role of HR practices,” Glob. Bus. Rev., vol. 19, no. 5, pp. 1275-1289, 2018.

[71 F. H. A. Rauf, “Two sides of the same coin: Harmful or helpful? a critical review of the consequences of
organizational citizenship behavior,” J. Adv. Manag. Account. Res., vol. 3, no. 9, 2016.

[8] I Ruhana, “The effect of quality of work life (QWL) on job satisfaction and organization citizenship behavior
(OCB)(a study of nurse at numerous hospitals in Malang, Indonesia),” JPAS (Journal Public Adm. Stud., vol. 4,
no. 2, pp. 51-58, 2019.

[91 M. Muchtadin and Z. E. Sundari, “Pengaruh Motivasi Kerja Dan Kepuasan Kerja Terhadap Organizational
Citizenship Behavior (OCB) Karyawan Bakti Timah Medika,” in Prosiding Seminar Nasional Manajemen dan
Ekonomi, 2022, vol. 1, no. 1, pp. 32-44.

[10] M. S. Tanrewali, “Influence of Commitment, Culture and Organizational Structure to Organizational Citizenship
Behavior (OCB) in Awal Bros Hospital,” J. Heal. Educ. Lit., vol. 1, no. 2, pp. 85-93, 2019.

[11] D. Novitasari, “Hospital Employees Organizational Citizenship Behavior: How the Correlation of
Transformational Leadership, Job Satisfaction and Organizational Commitment?,” J. Ind. Eng. Manag. Res.,
vol. 1, no. 2, pp. 252-259, 2020.

[12] S.Khan, N. Jehan, S. Shaheen, and G. Ali, “Effect of burnout on organizational citizenship behaviors: Mediating
role of affective and continuance commitment,” Abasyn J. Soc. Sci., vol. 2, pp. 1-13, 2018.

[13] S. F. Chamisa, T. Q. Mjoli, and T. S. Mhlanga, “Psychological capital and organisational citizenship behaviour
in selected public hospitals in the Eastern Cape Province of South Africa,” SA J. Hum. Resour. Manag., vol.
18, p. 12, 2020.

[14] F. Luthans and C. M. Youssef-Morgan, “Psychological capital: An evidence-based positive approach,” Annu.
Rev. Organ. Psychol. Organ. Behav., vol. 4, pp. 339-366, 2017.

[15] M. F. Cavus and A. Gokgen, “Psychological capital: Definition, components and effects,” Br. J. Educ. Soc.
Behav. Sci., vol. 5, no. 3, pp. 244-255, 2015.

[16] A. Saleh, H. Wirawan, and M. Tamar, “Improving health care service through healthy psychological capital and
positive attitudes,” Int. J. Adv. Sci. Eng. Inf. Technol, vol. 10, no. 4, pp. 1723-1730, 2020.

[17] Z. A. Mercurio, “Affective Commitment as a Core Essence of Organizational Commitment: An Integrative
Literature Review,” Hum. Resour. Dev. Rev., vol. 14, no. 4, pp. 389-414, Sep. 2015, doi:
10.1177/1534484315603612.

http://ijstm.inarah.co.id

371


http://ijstm.inarah.co.id/index.php/ijstm/about/submissions

International Journal Of Science, Technology & Management ISSN: 2722 - 4015

[18]

[19]

[20]

[21]

[22]

[23]

[24]
[25]

[26]

[27]

[28]

[29]

[30]

[31]

L. Ratiu, S. R. Trif, and N. Meslec, “Knowledge hiding in emergency ambulance healthcare settings: its
mediating role in the relationship between organizational support and affective commitment and organizational
citizenship behaviours,” Nurs. Reports, vol. 11, no. 4, pp. 965-980, 2021.

M. R. Tawil, “Adaptasi Alat Ukur Organizational Citizenship Behavior Melalui Analisis Structural Equation
Model,” Syntax Lit. J. Ilm. Indones., vol. 7, no. 2, pp. 2027-2036, 2022.

H. Kim, “Transformational Leadership, Organizational Clan Culture, Organizational Affective Commitment, and
Organizational Citizenship Behavior: A Case of South Korea’s Public Sector,” Public Organ. Rev., vol. 14, no.
3, pp. 397417, 2014, doi: 10.1007/s11115-013-0225-z.

N. Djourova, I. Rodriguez, and L. Lorente-Prieto, “Validation of a modified version of the Psychological Capital
Questionnaire (PCQ12) in Spain,” Rev. Interam. Psicol. Ocup., vol. 37, no. 2, pp. 93-106, 2019.

M. Muchtadin and C. Chaerudin, “Influence of Organizational Commitment, Work Satisfaction, Work
Motivation Toward Organizational Citizenship Behavior,” Dinasti Int. J. Educ. Manag. Soc. Sci., vol. 1, no. 6,
pp. 930-944, 2020.

W. Sepeng, M. W. Stander, L. van der Vaart, and L. Coxen, “Authentic leadership, organisational citizenship
behaviour and intention to leave: The role of psychological capital,” SA J. Ind. Psychol., vol. 46, no. 1, pp. 1-
10, 2020.

M. Gupta, M. Shaheen, and P. K. Reddy, “Impact of psychological capital on organizational citizenship
behavior: Mediation by work engagement,” J. Manag. Dev., vol. 36, no. 7, pp. 973-983, 2017.

R. K. Pradhan, L. K. Jena, and P. Bhattacharya, “Impact of psychological capital on organizational citizenship
behavior: Moderating role of emotional intelligence,” Cogent Bus. Manag., vol. 3, no. 1, p. 1194174, 2016.

T. O. Indrawiani, A. I. Anggraeni, and A. Indrayanto, “The influence of perceived organizational support (POS)
and psychological capital on organizational citizenship behavior (OCB),” J. Akuntansi, Manaj. dan Ekon., vol.
20, no. 1, pp. 1-4, 2018.

W. Kuncoro and G. Wibowo, “The increase of Organizational Citizenship Behaviour (OCB) through islamic
work ethics, affective commitment, and organizational identity,” Int. Bus. Res., vol. 12, no. 2, pp. 181-190,
2019.

A. Alshaabani, F. Naz, R. Magda, and 1. Rudnak, “Impact of perceived organizational support on OCB in the
time of COVID-19 pandemic in Hungary: employee engagement and affective commitment as mediators,”
Sustainability, vol. 13, no. 14, p. 7800, 2021.

F. Kazemipour, S. Mohamad Amin, and B. Pourseidi, “Relationship between workplace spirituality and
organizational citizenship behavior among nurses through mediation of affective organizational commitment,” J.
Nurs. Scholarsh., vol. 44, no. 3, pp. 302-310, 2012.

S. Shahriyari, M. Eslami, and F. Lotfi, “Job attitude, OCB and affective commitment: The role of Workplace
violence for nurses,” J. Adv. Pharm. Educ. Res. Apr-Jun, vol. 9, no. S2, 2019.

Y. H. Lee, B. Woo, and Y. Kim, “Transformational leadership and organizational citizenship behavior:
Mediating role of affective commitment,” Int. J. Sports Sci. Coach., vol. 13, no. 3, pp. 373-382, 2018.

http://ijstm.inarah.co.id

372


http://ijstm.inarah.co.id/index.php/ijstm/about/submissions

