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This paper aims to investigate the effect of psychological capital (PsyCap) as an intrinsic
factor and perceived organizational support (POS) as an extrinsic factor on OCB and to
verify the mediating role of work engagement (WE) in the relationship of PsyCap, POS and
OCB. The population in this study are state university lecturers especially at Universitas
Negeri Semarang. Using proportionate random sampling technique, the data was collected
from 145 lecturers. The structural equation model-partial least square (SEM-PLS) was used
to test the hypotheses with analysis tools in the form of SmartPLS 3.0. The result showed
that PsyCap had a positive and significant effect on work engagement and OCB, then POS
had an insignificant effect on OCB and work engagement. The result found that work
engagement has a mediation effect in the relationship between PsyCap and OCB. This
study also showed that PsyCap as an intrinsic factor is considered more capable than POS
as an extrinsic factor to improve lecturer's OCB. It is highly recommended for the
organization to focus on lecturer's psychological capital investment, because lecturer's
PsyCap will be directly affect to lecturer’s positive behaviour such as work engagement and
OCB.
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INTRODUCTION company resource which are limited, so that

will increase organizational productivity.

Organization goals can only be achieved if
the organization pays attention to
employees’ behavior in the workplace.
Previous study by Basu et al. (2017)
explained that one of positive behaviors
which  significantly  affect employee
performance is OCB. Organ, (1997) defined
OCB as an employee’s discretionary work-
related activity that are carried out outside of
their job description and in the aggregate
may help the organization in achieving its
main goals. Extra-role behavior such as
OCB is very important in the organization
(Hall & Ferris, 2011). Employees behavior is
considered to have an effect on
organizational progress and organizational
survival. Park, (2019) explains that beside to
employee’s in-role behavior, it is also
necessary to encourage employee extra-
role behavior such as OCB to increase the
effectiveness of an organization.
Furthermore, Perreira & Berta, (2015)
explained that OCB is considered very
important for organizations because it
greatly contributes to the efficient use of

The implication of OCB can’t be directly
embedded in each employee, but it can be
formed through the influence of certain
factors. The first factor that's indicated to
have an effect on OCB is organizational
support (Sanchez & Pasamar, 2020).
Practically, organizational support provided
to employees can be realized by providing
fairness salaries and reward, recognition by
the company, job promotion and job stability
(Burmeister & Deller, 2016). Based on
organizational support theory, the previous
study by Tan et al. (2019) explains that
employees will be more active when they
feel that the organization is willing to provide
support them. Therefore, if the organization
wants to create an optimal work culture in
the workplace, it's important for the
organization to always provide various
support to its employees (Sia & Duari, 2018).

The another factor that also indicated to
have an effect on OCB but tendes to be
rarely studied is psychological capital
(PsyCap) (Wu & Nguyen, 2019). Previous
organizational behavior research argues
that the employee’s psychological conditions
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will be directly proportional to their attitude
and behavior (Rego et al. 2016). It could be
interpreted that if an employee has a positive
psychological condition, then they will tend
to behave positively at work and vice versa.
Newman, et. al., (2014) explains that the
employee’s PsyCap is one of the important
variables that was contributed to stimulate
individual organizational performance and
positive  behavior in the workplace.
Employees with high PsyCap have
effectivity and resilience to any work
challenges and always confident in their
work result (Gupta et al. 2017). Furthermore,
when employees with positive PsyCap are
satisfied with their recording jobs, then they
will actively help their coworker or supervisor
and show integrity to organization (Hyo &
Hye, 2015).

Previous studies that tested relationship
between perceived organizational support
(POS), PsyCap and OCB have been
conducted several times, but there are still
found some research gap, specifically in the
test of direct effect between predictors and
consequences. For example previous study
by Jehanzeb, (2020) has shown that POS
has no effect on OCB and study by Bogler &
Somech, (2019) which show that PsyCap
has no effect on OCB.

Previous studies by Shams et al. (2020)
and Gupta et al. (2017) found that there is
another variable involved in the relationship
between POS, PsyCap and OCB, namely
work engagement. Kahn, (1997) defines
work engagement as self-empowerment of
organizational members in their roles, by
expressing themselves physically,
cognitively and emotionally in work. In
addition, work engagement is also
considered a proximal construction that
reflects their work context, which in turn will
act as a bridge that connects organizational
resources with relevant organizational
behaviors such as OCB (Kataria et al. 2019).
Therefore, this study aims to re-examine the
mediating role of work engagement on the
relationship between POS, PsyCap and
OCB to generalize the results of previous
studies by testing on objects from different
sectors and country.

This study focuses on lecturers at
universities. We choose lecturer as a sample
of our study because they are human
resources with a very central role in all
activities and have a role in the character
building of students. Moreover, with the main
principles of the “Tri Dharma Perguruan
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Tinggi”, a lecturer is always required to carry
out multiple roles in their work environment.
Some of these multiple roles include
teaching, conducting research, and
providing guidance to students who are
conducting research (O’Laughlin & Bischoff,
2005).

This is one of the reasons for the
importance of instilling OCB in lecturers.
Because OCB embedded in lecturers will
stimulate lecturers to further improve their
performance (Huei et al. 2014). It can be
assumed that if OCB is embedded in
lecturers, it is likely that they will help each
other in their work and this will increase the
chances of lecturers in achieving their
employee performance targets. When the
level of performance achieved is high, it will
affect to the agency's performance appraisal
and become a supporting indicator in terms
of ranking universities in Indonesia.

Based on the introduction, this study
aims to investigate the effect of
psychological capital (PsyCap) as an
intrinsic factor and perceived organizational
support (POS) as an extrinsic factor on
lecturer's OCB and to verivy the mediating
role of work engagement (WE) in the
relationship of PsyCap, POS and OCB. This
study also aims to examine which factors are
considered more capable of influencing
lecturers' OCB, whether PsyCap as an
intrinsic factor or POS as an extrinsic factor.

LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

Perceived organizational support and
OCB

Employees' perceived organizational
support became the important factors that
influence the formation of employee
attitudes and behavior (Liu & Liu, 2021). A
positive POS will lead employees to work
better, that showed by helping the
organization to achieve its goals and
objectives, as well as directing employees to
a positive mood and psychological
(Kurtessis et al. 2017). This perception
refers to how much organizations value their
various contributions and the extent to which
organizations care about their socio-
emotional needs (Eisenberger et al. 1986).
Social Exchange Theory (SET) argues
that in fact, all interactions between humans
rely on a give and take scheme (Gouldner,
1960). Based on SET, when employees
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perceive that the organization has provided
more support to them, they will give a return
to the company (Liu & Liu, 2021). One of
them is by showing discretionary behavior in
the workplace (Frenkel & Bednall, 2016) and
being willing to work for the organization,
even though it is outside of their duties and
obligations (Ahmed & Nawaz, 2015).

H1: POS has positive and significant
effect on lecturers OCB

Psychological capital and OCB

Capital is the primary factor for organizations
in carrying out their various operational
activities, both economic capital and social
(Pradhan et al. 2016). However Seligman,
(2002) explains that there is a fourth need for
capital, called psychological capital
(Psycap). Based on broaden and build
theory, Fredrickson, (2003) Explains that
employees with broad thinking will be more
potential to engage in various extra-role
behaviors.

Previous research by (Gupta et al. 2017)
proves that employees with high PsyCap are
considered full of resilience to challenges
and confident in their work results.
Furthermore, when employees with positive
PsyCap are satisfied with their recording
jobs, then they will actively help their
coworker or supervisor and show integrity to
organization (Jung & Yoon, 2015). Previous
research by Wu & Nguyen, (2019) also
proved that employee PsyCap will have a
positive and significant effect on work
attitudes such as job satisfaction,
commitment and OCB.:

H2: PsyCap has positive and significant
effect on lecturers OCB

Perceived organizational support and
work engagement

Organizational support theory argues that
when employees perceived that the
organization has provided sufficient support
for them, it will stimulate employees to be
more engaged on their job (Tan et al. 2019).
The support provided by the organization will
stimulate mental and  psychological
employees to serve the organization
(Ahmed & Nawaz, 2015), which is realized
through positive attitudes and behavior
development that  benefical the
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organization, which leads to a form of high
work engagement by employees.

Several previous studies have also
proven that POS has a significant effect on
work engagement, for example Liu et al.
(2017) which proves that POS is able to
increase work engagement and Musenze et
al. (2020) POS is positively and significantly
able to predict work engagement.

H3: POS has positive and significant
effect on lecturers work engagement

Psychological capital and work
engagement

The concept of psychological capital refers
to employees level of self-efficacy, hope,
optimism and resilience (Luthans et al.
2007). Employees with high psychological
capital and have structured goals will be
easily motivated intrinsically (Joo & Lee,
2017). This is because employees with high
psychological capital always see things from
a positive perspective, have good problem-
solving skills and always move forward when
faced with challenging situations (Kang &
Busser, 2018). So that cognitively,
emotionally and physically will be involved in
their work (Joo & Lee, 2017).

Several previous studies have also
proven that psychological capital has a
significant effect on work engagement, for
example Alessandri et al. (2018) which
proves that psychological capital has a
positive and significant effect on work
engagement and Xu et al. (2017) which
proves that leadership's psychological
capital has a positive effect. and significant
at the level of work engagement.

H4: PsyCap has positive and significant
effect on Lecturers work engagement

Work engagement and OCB

The concept of work engagement refers to
the positive behavior of an employees in
their work, which is characterized by vigor,
dedication and high absorption in work
(Schaufeli et al. 2002). Just as organizations
want to understand how they can make their
employees dedicated to their work, in the
same way employees who are committed to
their work will also try to understand how
they can make the organization excel
(Srivastava & Madan, 2016). This positive
behavior is also considered to be able to
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stimulate employees to perform some
positive discretionary behaviors such as
OCB (Tufail et al. 2017).

Several previous studies have also
proven that psychological capital has an
effect on OCB, for example Prottas &
Nummelin, (2018) which explains that work
engagement has a positive and significant
effect on OCB and Yin, (2018) which proves
that work engagement significantly affects
OCB behavior of SME employees. Based on
this context, the fifth hypothesis in this study
is:

H5: Work engagement has positive and
significant effect on OCB

Mediating role of work engagement

Several previous studies have proven that
there is a direct relationship between POS,
psychological capital and OCB (Ahmed &
Nawaz, 2015; Han et al. 2019; Jung & Yoon,
2015; Wu & Nguyen, 2019). However, it is
still unknown how POS and psychological
capital can increase OCB. Shams et al.
(2020) in their research explain that when
employees feel that their contributions are
valued and their welfare is guaranteed by the
organization, they will offer a positive
attitude to the organization and increase
their work role which will indirectly lead to
OCB.

Further research by Gupta et al. (2017)

found that, employees with good
psychological capital will display
discretionary work behavior in the
organization but only when they are

committed and engaged in their work. Based
on this explanation, it is assumed that
psychological capital indirectly affects OCB
through employee work engagement.

Several previous studies have also
proven that work engagement mediates the
relationship between POS, psychological
capital and OCB, for example, Shams et al.
(2020) explain that work engagement
mediates the relationship between POS and
OCB in front-line employees. Gupta et al.
(2017) prove that work engagement
mediates  the relationship  between
psychological capital and OCB. Based on
this context, the sixth and seventh
hypotheses in this study are:

H6: Work engagement mediates the
relationship between POS and OCB
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H7: Work engagement mediates the
relationship between PsyCap and OCB

METHODS
Procedure and sample

The population in this study were lecturers of
state universities at the Universitas Negeri
Semarang located in Indonesia. The sample
in this study was 145 respondents who were
selected randomly with proportionate
random sampling technique. The data
collection method was carried out using an
online questionnaire with a Likert scale of 1-
5. The data was processed and analyzed
using the Structural Equation Model-Partial
Least Square (SEM-PLS) method using the
Smart PLS 3.0 program.

Measurement

Perceived organizational support
(POS)

The POS variable was measured using six
indicator items adopted from Eisenberger et
al. (2001), using a Likert scale with a
vulnerable scale of 1-5. Two sample item
from the POS variable are "UNNES is proud
of my achievements” and ” UNNES really
cares about my well-being”.

Psychological capital (PsyCap)

PsyCap was measured using 12 item
psychological capital questionnaire (PCQ-
12) adopted from Kim & Beehr, (2019) which
was shortened from a 24 item psychological
capital questionnaire (PCQ-24) Luthans et
al. (2007), using a Likert scale with a scale
range of 1-5. One sample statement from the
PsyCap variable are, "I am confident in the
contribution 1 make to the development of
the department in the future".

Work engagement (WE)

WE was measured using a five-item
statement adopted from Park, (2019), using
a Likert scale with a scale range of 1-5. One
of the sample item statements from the WE
variable are, "I feel energetic when
teaching".
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Table 1.
Sample Demographic Characteristics

Demographic

Variabel Sample Composition
Gender Male 40%
Female 60%
Education Magister 67%
Doctor 33%
Years of service  0-10 Years 38%
11-20
Years 33%
21-30
Years 23%
> 30 Years 6%
Employement
Status BLU 0%
Contract 6%
Civil Cervant 94%

Organizational citizenship behavior
(ocs)

OCB was measured using eight statement
items adopted from Lee & Allen, (2002)
shortened by Saks, (2006). Using a Likert
scale with a range of 1-5, One sample
statement item from the OCB variable are, "I
often help other lecturers who have
problems related to their work".

RESULTS AND DISCUSSION
Data collection
A total of 329 questionnaires were

distributed online using whatsapp and e-mail
messages, but only 210 questionaire were

received. The number of samples used in
this study was 145. The sample consisted of
94% of lecturers with civil servant status and
6% with contract status, 61% sample are
female and 39% male. In summary, the
demographic  characteristics of the
respondents are presented in Table 1.

Outer model

The convergent validity test refers to the
outer loadings value of each statement
indicator. An indicator item is declared valid
if it has an outer loadings value in
accordance with the rule of thumb > 0.7 (Hair
et al. 2016) or has an AVE value > 0.5
(Abdillah & Hartono, 2015). The results of
the validity test indicate that there are
several indicator items that have a value of
outer loadings < 0.07, namely, each of the
three indicator items on the OCB variable
(3,4,7) and psychological capital (5,7,8) so
they must be eliminated. Furthermore,
based on table 2, and looking at the rule of
thumb it is known that each variable has
AVE > 0.5, therefore it can be interpreted
that the data is valid and has good
convergent validity.

Furthermore, the reliability test refers to
the value of Cronbach alpha and composite
reliability which are considered better in
estimating the internal consistency of a
construct. The rule of thumb reliability test
set as a > 0.7 (Abdillah & Hartono, 2015).
The results of the reliability test are
presented in table 2. The results show that
the variables of POS, psychological capital,
OCB and work engagement each have
Cronbach alpha values of 0.855, 0.850,
0.832 and 0.872 (> 0.70) and composite
reliability 0.891, 0.888, 0.880, 0.907 (> 0.70).
it can be interpreted that the instrument has

Table 2.

Convergent Validity and Reliability

Constructs AVE Composite Reliability R square Cronbach's Alpha
Work Engagement 0.662 0.907 - 0.872
oCB 0.596 0.880 0.256 0.832
Psychological Capital 0.569 0.888 0.178 0.850
Peerceived

Organizational Support 0.579

0.891 - 0.855
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Table 3.
Predictive Relevance
) QZ (:1_
Variabel SSO SSE SSE/SSO)
Engagement  725.000 650.584 0.103
ocCB 1.160.000 1.071.052 0.077
PsyCap 1.305.000 1.305.000
POS 870.000 870.000
the ability to produce measurements

consistently.
Inner model

Variant analysis (R?) and predictive
relevance (Q?)

Analysis of variance (R?) is used to
measure the level of variance of
independent changes in the dependent
variable, the higher value of R?, indicated a
higher prediction model of the proposed
research model (Abdillah & Hartono, 2015).
The predictive-relevance value is obtained
by the formula Q2 = 1 - (SSE/SSO) that
presented in table 3.

Based on table 2 shows that the value of
R? work engagement variable is 0.178 and
OCB 0.256. It means that the coefficient
determination of work engagement 17.8%
can be explained by the variable POS and
psychological capital, while the remaining
82.2% is explained by other variables
outside the model in the study. Furthermore,
the coefficient determination of OCB 25.6%
can be explained by the variables of work
engagement, POS and psychological capital
while the remaining 74.4% is explained by
other variables outside the research model.
Table 3 shows the predictive relevance of
the research model. The results show that

the predictive relevance value for the
endogenous variable of work engagement is
0.103 and OCB is 0.077, this shows that Q2
greater than zero (Q2 > 0). Hence, it can be
interpreted that the model already has
predictive relevance.

Goodness of fit (GoF)

Based on the calculation results, the GoF
value is 0.3612 (> 0.36). Based on this, it can
be interpreted that there is a match between
the observations and the frequency obtained
based on the expected value.

GoF = /AVE x R?

=,/0,601 x 0,217
=,/0,1305

=0,3612
Hypotheses testing

Perceived organizational support and
ocB

Based on table 4, the results show that the
original sample (B) value is 0.129 and t-
statistic is 1.410 < 1.96 with a significance
value of 0.140 > 0.05. Therefore, H1 is
rejected. POS has an insignificat effect on
lecturers OCB at Universitas Negeri
Semarang.

Although previous research has shown
that perceived organizational support has a
positive and  significant effect on
organizational citizenship behavior, for
example in the research of Han et al. (2019)
dan Liu & Liu, (2021). However, in the case
of a sample of lecturers at Universitas Negeri
Semarang, perceived organizational support
isn't  strongly in influencing the
organizational citizenship  behavior of
lecturers. This is supported by previous
research by Tan et al. (2019) which proves

Table 4.
Path Coefficient

Original

Hypotheses Relationship Sample(O) p-value Description
Hypotheses 1 POS -> OCB 0.133 0.140 Rejected
Hypotheses 2 PsyCap - SWB 0.209 0.035 Supported
Hypotheses 3 POS - WE 0.000 0.997 Rejected
Hypotheses 5 PsyCap =~ WE 0.421 0.000 Supported
Hypotheses 6 WE - OCB 0.211 0.017 Supported
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that the perception of organizational support
has an insignificant on organizational
citizenship  behavior.The results also
supported by the value of the effect size test
(f2) perceived organizational support for
OCB of 0.022 which is included in the small
category. Therefore, even though the higher
support provided by the organization to
lecturers, both financial and socio-emotional
support, it is not necessarily able to increase
lecturers OCB at the Universitas Negeri
Semarang.

Psychological capital and OCB

Based on table 4, the results show that the
original sample value () 0.209 and t-statistic
value 2.118 > 1.96 with a significance value
of 0.035 < 0.05. This supported H2 that
psychological capital has a positive and
significant effect on lecturers OCB at the
Universitas Negeri Semarang. This means
that the level of psychological capital owned
by the lecturer will stimulate them to perform
discretionary behavior (eg OCB) in the
workplace.

The results of the study supported by
relevant literature. For example, Gupta et al.
(2017) was found that psychological capital
has a positive and significant effect on OCB.
Wu & Nguyen, (2019) also found that

08428

!
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Q.570
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Figure 1.
Result of Path Analysis
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psychological capital has a positive and
significant effect on work attitudes such as
job satisfaction, commitment, and OCB.
Positive psychological capital will
simultaneously direct lecturers to behave
positively in the workplace and will
encourage them to engage in extra-role
behavior such as OCB which is manifested
by helping behavior, provide various ideas
for institutional progress, and work with
integrity.

Perceived organizational support and
work engagement

Based on table 4, the results show the
original sample value () 0.000 and t-statistic
value 0.004 < 1.96 with a significance value
of 0.997 > 0.05 so H3 is rejected that POS
has no effect on the level of work
engagement of lecturers at the Universitas
Negeri Semarang.

Although several previous studies have
shown that perceived organizational support
has a positive and significant effect on work
engagement, for example research by Liu et
al. (2017) dan Musenze et al. (2020).

However, in the objects of lecturers,
perceived organizational support
insignificantly effect on the level of work
engagement of lecturers at Universitas
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Table 5.
Specific Indirect Effect
. . Original A
Hypotheses Relationship Sample(0) p-value Description
Hypotheses 7 POS > WE > OCB 0.000 0.983 Rejected
Hypotheses 8 PsyCap > WE -> OCB 0.097 0.049 Supported
Negeri Semarang. This study was realized by the etnthusiastic realized by the

supported previous research by Yulivianto,
(2019) which also found that the perceived
organizational support is unable to affect the
level of employee work engagement. So, if
the organization wants to increase the work
engagement of lecturers, the organizational
support is not a top priority for them.

Psychological capital and work
engagement

Based on table 4, the results show the
original sample value (8) 0.421 and the t-
statistic value 4.573 > 1.96 with significance
value of 0.000 <0.05. This supported H4 that
psychological capital has a positive and
significant effect on the level of work
engagement of lecturers at the State
University of Semarang.

Empirically the level of lecturers'
psychological capital will stimulate them to
carry out positive behaviors at work, such as
being more intensively engaged in their
work. This is supported by previous literature
which states that psychological capital can
stimulate the level of work engagement. For
example, Alessandri et al. (2018) who found
that psychological capital was significantly
able to predict the level of employee
engagement. Kang & Busser, (2018) who
also found that the level of psychological
capital owned by employees will have a
strong influence on the level of employee
engagement. A previous study by Wirawan
et al. (2020) explained that the level of work
engagement will be stable if employees
have  sufficient personal resources
(psychological capital) to complete the tasks
or demands they have.

Based on the analysis, we can speculate
that when lecturers are equipped with
psychological capital, they will tend to
behave more positively at work, for example
by being more engaged to their work. The
high intensity of lecturer involvement can be
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enthusiastic attitude of the lecturer in
teaching, carrying out his duties, and being
fully dedicated to his work.

Work engagement and OCB

Based on table 4, the results show that the
original sample value (B) is 0.421 and the t-
statistic is 2.400 > 1.96 with a significance
value of 0.017 < 0.05. This supports H5 that
work engagement has a positive and
significant effect on lecturers’ OCB at
Universitas Negeri Semarang.

Empirically, lecturers' work engagement
will stimulate them to carry out positive
behaviors at work, for example by showing
various discretionary behaviors (eg OCB) at
work, such as helping co-worker, providing
various ideas for the advancement of the
institution, working with integrity and
prioritizing loyalty to the institution. This is
supported by previous literature which states
that work engagement can stimulate OCB
levels. For example, Srivastava & Madan,
(2016) which proves that employee
engagement will have a positive and
significant effect on OCB. Saks, (2019) is
more comprehensive which proves that work
engagement is significantly able to act as a
predictor of OCB, both OCBI and OCBO.
Choong et al. (2021) which explains that the
level of employee work engagement will lead
to a significant increase in employee OCB.

Mediating role work engegement on
the relationship POS and OCB

Based on table 5, the results show the
original sample value () of 0.000 and the t-
statistic value of 0.021 < 1.96 with a
significance value of 0.983 > 0.05.
Therefore, H6 is rejected that work
engagement cannot mediate the positive
influence of perceived organizational
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support on lecturers’ OCB at Universitas
Negeri Semarang.

A previous study by Shams et al. (2020)
explained that when employees feel that
their contributions are valued and their well-
being is guaranteed by the organization,
employees will offer a positive attitude to
their organization and will increase their job
roles, which indirectly leads to OCB.
However, on the object of lecturers at the
Universitas Negeri Semarang, the role of
work engagement was not proven to be able
to mediate the positive influence between
perceptions of organizational support on
OCB. That is, in this case work engagement
is not able to bridge the relationship between
perceptions of organizational support for
lecturers' OCB.

The results of this study are also
supported by the results of hypothesis 1
which states that POS directly has a positive
effect on OCB but insignificant, which is
indicated by the t-statistic value of 1.410 <
1.96 with a significance value of 0.140 >
0.05. This means that lecturers’ OCB is more
likely to be directly improved when the
perceived organizational support by the
lecturer is high, without the need to feel the
lecturer's work engagement. The results are
also supported by the results of hypothesis
3 which states that POS has no effect on
lecturer work engagement, which is
indicated by the t-statistic value of 0.004 <
1.96 with a significance value of 0.997 >
0.05.

Mediating role work engagement on
the relationship psycap and OCB

Based on table 5, the results show the
original sample value (B) of 0.097 and t-
statistics of 1.970 > 1.96 with a significance
value of 0.049 <0.05 so H7 is accepted that
work engagement can mediate the
relationship between psychological capital
and OCB lecturers at Universitas Negeri
Semarang.

The results of this study are supported by
previous research which proves that work
engagement is able to mediate the
relationship between psychological capital
and OCB. Gupta et al. (2017) confirmed that
employees with high psychological capital
will tend to be more committed and involved
in their work, where this will indirectly
stimulate employees to display discretionary
behavior towards the organization, because
an employee who is more committed and
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involved will feel that the work is interesting
and will have a responsibility for it. Based on
this, it can be conceptualized that the
psychological capital owned lecturers will
stimulate them to be more committed and
involved in their work (teaching, research,
service). The high commitment and
involvement of the lecturers will make them
feel more responsible for their work, which
will indirectly influence them to carry out
various discretionary behaviors in the
workplace. For example, helping coworker,
providing various ideas for the advancement
of the institution, working with integrity and
prioritizing an attitude of loyalty to the
institution.

CONCLUSION

This study aims to examine whether POS
and PsyCap will have a direct effect on
lecturers’ OCB and examine the mediating
role of work engagement on the relationship
between POS, PsyCap and OCB. The
results show that psychological capital has a
positive and significant effect on work
engagement and OCB, then POS has a
positive but not significant effect on OCB and
has no effect on work engagement.

The results of specific indirect effect
showed that work engagement is able to
mediate the relationship between
psychological capital and OCB. In addition,
psychological capital as an intrinsic factor is
considered more capable of influencing
lecturers' OCB than POS as an extrinsic
factor. So it is highly recommended for
organization to start investing in the
psychological capital of the lecturers,
because the psychological capital of the
lecturers will be directly proportional to their
positive behavior. In addition, the results
also showed that work engagement has a
positive and significant effect on OCB.
Therefore, it is highly recommended for
organizations to constantly monitor the level
of work engagement owned by each
lecturer. It is important for organization to
always ensure that the level of lecturers’
work engagement does not fluctuate.
Suggestions for organizations to be able to
assess and evaluate employee work
engagement (especially lecturers) every
month by using the Utrecht Work
Engagement Scale (UWES) as a
measurement scale.
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