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Introduction

Human resources are the most important asset for an organization (Paillé et al., 2020). Human resources are
the main capital for organizations to carry out their functions (Ahlvik et al., 2016). Only organizations that can
manage human resources well will be able to survive and compete in the future (Benoy & Morley, 2020).
Managing human resources well will make the organization more competitive and develop (Chung et al.,
2014). Along with the times, human resource problems are also becoming more complex. Human resource
management studies have also penetrated psychological capital (de Brito & de Oliveira, 2020). This is driven
by the many studies that report that new forms of human resource problems in organizations are psychological
and have a huge impact on organizations (Sundiman, 2017).

Workers who are strongly influenced by psychological aspects in their interactions with a job have been
widely studied from a management point of view, how the performance of an employee is measured such
away from the output and outcome of his work. Problems arise when the organization requires a change in an
employee's perspective, attitude, and way of working to follow its strategy in facing its business challenges. In
this condition, studying aspects of psychological capital becomes important to be studied and conceptualized.
This study attempts to describe several aspects of psychological capital that are the main problems of the
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organization, including perceived organizational support (POS), organizational commitment (OC), and
organizational citizenship behavior (OCB).

Several previous studies reported that good POS and OC had a significant positive impact on OCB (El
Shaer, 2019; Kim et al., 2020; Mamman et al., 2012; Wombacher & Felfe, 2017; Zeinabadia, 2010), but
another study stated differently where good POS and OC did not contribute to the improvement of OCB
(Bogler & Somech, 2004; Cheasakul & Varma, 2016; Salehi & Gholtash, 2011; Zeinabadi & Salehi, 2011). The
inconsistency of the results of these previous studies became a research gap that prompted us to conduct a
study by presenting the concept of shared vision based teamwork cohesiveness (SVBTC) to fill the research gap
(Loveday et al., 2021; Michalisin et al., 2004; Worley et al., 2020).

Method

This study used a literature review method based on theoretical studies and references to reputable scientific
journal articles. The study covers the concepts of perceived organizational support (POS), organizational
commitment (OC), shared vision-based teamwork cohesiveness (SVBTC), and organizational citizenship
behavior (OCB). The study was carried out with systematic steps, which included: determining concepts and
building logic between concepts, building study models, setting criteria for articles from reputable journals, and
selecting articles in journals that meet the criteria (Partridge et al., 2010). In this study, only articles from
reputable journals indexed by Scopus were used as material for analysis of each research concept. We browse
journal articles using Publish or Perish software and Vos Viewer (Ertas &Kozak, 2020; Wang, 2014). We
assigned 15 articles on each concept to be studied with this protocol. In the next stage, content analysis is
carried out on articles from selected reputable journals by elaborating their meanings and writing diction,
narratives, and arguments from study concepts based on hermeneutics and the researcher's perspective (Long,
2016; Mezghani et al., 2016).

Results and Discussion

This study was developed with its roots in Self Congruence Theory (SCT) (Japutra et al., 2019). This theory
focuses on discussing the concept and self-image, where each individual will have a picture of himself (R.
Chen et al., 2020; Lee et al., 2020). Everyone has a perspective that he is someone who has images such as a
rational person, considerate person, analytical person, meticulous person, caring person, a person who has
high social sensitivity, and various other views (Abosag et al., 2020). This perspective will underlie the action.
Self-concept or self-image in this theory becomes the basis for thinking someone about who he is and what he
wants to be like (Belanche et al., 2021). This self-concept is a perception built from the internalization and
meaning of a person towards himself personally. The formation of self-concept is also influenced by
environmental factors and close relationships between humans (Choi et al., 2020; Flurry et al., 2021).
Relationships between individuals that are intimately and continuously intertwined become one of the factors
that form a person's perception of the attitude that should be displayed and the actions that must be taken
(Hosany & Martin, 2012). This study proposes a concept from the SCT perspective, namely shared vision-
based teamwork cohesiveness (SVBTC). This concept is believed to be a good catalyst to improve the
relationship between OC and OCB. In addition, it should be noted that the discussion of the entire concept of
this study is rooted in SCT.

Perceived Organizational Support (POS)

In this study, perceived organizational support (POS) is an employee's perspective on how the organization
pays attention and cares for itself (Jin & Tang, 2021). This perception is constructed from 5 points of view used
as indicators in this study. First; is fairness, namely the establishment of POS from equality and fair treatment
of the organization to employees (Chiang & Hsieh, 2012). In the employee's view, the realization of fair
treatment is much influenced by the state of the work environment, where someone who is closely acquainted
with the work environment can easily identify the condition of the organization so that they can understand
the principles of justice applied by the organization (Uppal, 2017; Vatankhah et al., 2017). In addition,
organizational justice can also grow from employee assessments of human relations, where equal treatment of
all employees or proportional treatment based on certain responsibilities of the organization will build the
perception that the organization has acted fairly towards employees (Arshadi, 2011; Bunner et al., 2021).

Second, recognize achievement, namely the formation of POS that comes from the organization's
recognition of employee achievements (Y. Liu et al., 2019). Employee achievements in this context are limited
to meeting organizational targets. They include broader aspects such as the ability to solve problems in the
work environment and other social benefits that employees provide to the organization (Pazy, 2011). Third,
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supervisory support, namely the establishment of POS from superior support for employees. Superior support
in this context is an inherent and familiar concern in a professional and proportional context in the work
environment (Van den Broeck et al., 2014). In terms of assessment by the leadership, it is expected that
employees will be involved to provide input for consideration. This is intended so that organizational leaders
provide a comprehensive assessment by including the attributes of the amount of support from colleagues
(Beheshtifar, 2012). The ability to glue and contribute to maintaining human relationships in the organization
should be part of the assessment (J. Y. Liu et al., 2015).

Fourth, job conditions, namely the formation of POS from working conditions. Adapting the work
environment and improving the quality of the workplace contribute directly to work comfort (Walters &
Raybould, 2007). Improving the quality of the work environment does cover not only physical aspects but also
includes social and psychological aspects of employees, where the work environment must support the growth
and development of good working relationships, realize knowledge sharing that encourages the creation of
collective intelligence, and create a dialogical and harmonious atmosphere for a mentoring culture. and good
work direction (Hau-siu Chow et al., 2006; Salehzadeh et al., 2014).

Fifth, giving help is formed from the organization's presence when employees need help. This indicator has
a strong influence because it directly touches on the psychological aspects that are quite deep in employees.
The presence of the organization when employees need help is very meaningful (Tsai et al., 2015). The
organization's presence will have a deep impression if the contribution given does not only cover the financial
aspect but something emotional in the form of attention and familiarity with the organization. (McCarthy et
al., 2013). POS, supported by the five components mentioned above, is believed to encourage the creation of
good OC (Hirschi & Spurk, 2021; C. Liu et al., 2020). Based on the literature study conducted, we found that
POS is closely related to OC in this study. The better the employee's POS, the better the employee's OC (Islam
et al., 2013; Makanjee et al., 2006; Panaccio & Vandenberghe, 2009).

Organizational Commitment (OC)

Organizational commitment (OC) is one of the important things that organizations need to grow and develop
amid very tight competition (Memari et al., 2013). OC is a big capital for organizations to transform at a
higher level and expand business in various sectors and work areas (David et al., 2015). Five important aspects
build a strong OC in an organization. First; is employee willingness, namely the willingness to survive in the
organization. The will to survive in the organization is more influenced by the relationships between humans
(Rajabi et al., 2021). Organizations that can build relationships between people, maintain them, and view
them as valuable investments will easily build OC (Imamoglu et al., 2019). A good relationship built in the
organization is the main condition for the growth of a better personality. Furthermore, this positive personality
becomes a tool to drive various programs to achieve the organization's vision, mission, and goals (David et al.,
2015).

The second; is employee loyalty, namely the existence of loyalty to the organization. Loyalty to the
organization is not only determined by the organization's contribution to employees. Still, it is also influenced
by human relations in the work environment and professional intimacy that provides many benefits such as
sharing work experiences, sharing in problem-solving, and sharing knowledge in mentoring activities
(Hanaysha, 2016; Sopiah et al., 2020). This intense knowledge sharing can encourage the presence of
emotional bonds between employees to create intimacy within the organization. Through familiarity within
the organization, the view that each employee is a party who will make a major contribution to the
organization can be realized (Ferijani, 2020). Therefore, their existence becomes an important part of the
organization and a great team member (Fournier et al., 2021).

The third is employee pride, namely the formation of OC by a sense of pride. Employee pride in the
organization can be of various types and forms, but in general, a sense of pride and salute is formed from
teamwork with maximum results and high quality (Mahjoub et al., 2018). Quality work activities that are fully
supported by the organization directly trigger a sense of respect and pride towards the organization. Besides
that, pride is also driven by maintaining positive values in the organization, such as respect for human values,
tolerance, and the spirit of cohesiveness in diversity (Labrague et al., 2018).

Fourth is; the intention to stay, namely the formation of OC by the presence of a positive intention to
remain in the organization. The desire to stay and stay as a member of the organization will create high OC
(Kelly, 2015). Psychological factors mostly drive an employee's intention to stay, and financial factors drive a
small part. The main factors in creating the intention to stay are a sense of comfort at work, the opportunity to
grow a better character, the creation of career opportunities, and the realization of good awards from the
organization (Zhou et al., 2020). In addition, a positive work environment, professional cohesiveness, and
concern for sharing solutions are supporting factors for employee intention to stay (Kotzé & Nel, 2020).
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The fifth is employee indebtedness, namely the formation of OC from the organization's services to
employees (Ali & Zahari, 2014). Employee debt is a form of employee attachment to the organization.
Employees who are bound to the organization are generally based on the presence of the organization's
attention when employees need help and the organization's concern for special moments for employees
(Sadeghi & Razavi, 2020). The strongest thing that creates employee engagement is the existence of special
gifts or gifts from the organization to employees whose value is very valuable. This gift directly becomes the
employee's indebtedness which automatically gives OC (Fornes & Rocco, 2004; Wu & Chen, 2018).

OC constructed from the five indicators mentioned above will be able to encourage good OCB. This study
found that OC has a relationship with OCB (Lopez-Cabarcos et al., 2020; Tefera & Hunsaker, 2020;
Wombacher & Felfe, 2017). However, this relationship is still inconsistent because several previous studies
stated that good POS does not fully encourage the creation of good OCB in employees (Makanjee et al., 2006;
Panaccio & Vandenberghe, 2009).

Shared Vision-Based Teamwork Cohesiveness (SVBTC): A Self Congruence Theory

Many factors determine organizational growth and development. One of them is human resources as a driver
in the organization (Japutra et al., 2019). The dynamics of human resource management are a major concern
in developing self-congruence theory (SCT). The complexity of human resource problems demands deeper
attention be solved systematically and logically (Xu et al., 2019). The existence of self-concept in the
employee's personality is the entrance to understanding further the mindset, attitudes, and actions that tend to
be carried out (R. Chen et al., 2020; Lee et al., 2020). From the SCT perspective, the key to overcoming
employee problems related to the organization lies in collective cohesiveness. Many person-organizational
problems can be solved properly (Connelly et al., 2016; Fruhen & Keith, 2014).

In this study, SCT was adopted for several reasons. First, teamwork with different experience backgrounds
can create different professional interactions with one another (Kumar & Kaushik, 2022). These unequal
attitudes and work patterns in the work team can create congruence problems that directly affect employees'
OC and OCB. Second, fellow employees may be in different processes shaping the quality of their work-life in
the organization (Schyns et al., 2020). Different backgrounds, such as differences in reacting to individual
decisions and opportunism for short-term benefits rather than long-term organizational goals, can lead to
disharmony in the organization and hinder the realization of employee OCB (Kumar & Kaushik, 2022).

Third, Differences in goals between individuals caused by differences in career orientation can be an
obstacle to congruence in the organization and impact the failure of creating OCB (Wombacher & Felfe,
2017). Fourth, As in most organizations, every employee is expected to create positive cohesion. However,
psychological barriers can hinder the realization of congruence, which simultaneously delays the creation of
OCB (Suk et al., 2020). Efforts to reduce these congruence barriers in achieving good OCB must be a
management priority. The steps that can be taken include: First, there must be a deliberate effort to address
organizational congruences that could potentially hinder the creation of OCB. Therefore, we think that
teamwork cohesiveness can be developed to build a shared vision (Michalisin et al., 2004; Montes et al., 2005).
Second, developing teamwork cohesiveness based on creating a shared vision is believed to improve OC and
OCB (Kim et al., 2020; Leephaijaroen, 2016). Therefore, every organization member must view the
organization as a forum for joint development to achieve common goals (Chiniara & Bentein, 2018). Rooted
in SCT, this study develops the concept of Shared Vision-Based Teamwork Cohesiveness (SVBTC) as a
solution for OC and OCB mediation. We think that SVBTC should be built as a formal and systematic process
within the organization to significantly impact employee OCB (Rosh et al., 2012; Tekleab et al., 2016).

Five indicators from SVBTC: First, I enjoyed working with my teammates, namely the comfortable and
happy situation created when working with a team. A happy and happy atmosphere in teamwork cohesiveness
will stimulate calm at work and eliminate various work worries to facilitate the creation of innovative and
creative ideas. Besides that, an enjoyable work atmosphere in the organization can directly encourage OC
improvement and trigger an increase in employee OCB (Tharikh et al., 2016; Zehir et al., 2012). Second, I
wish I were on a smart team, namely SVBTC, formed through positive expectations, and I always want to be
in a great and intelligent team. This kind of hope becomes valuable capital for organizations to create
teamwork cohesiveness that shares new ideas to complete tasks and share experiences to synergize in new
tasks and jobs. Positive expectations in great teamwork will be able to maintain good congruence values so
that it has an impact on improving employee OCB. Third, the team worked well together, namely SVBTC,
formed from collaboration and smart work. With good cohesiveness, it is hoped that all teamwork can react in
the same way when changes occur or design steps to achieve better OCB. Therefore, SVBTC can be an
interactive mode to align OCs and build more effective OCBs. Fourth, everyone contributed to the discussion,
namely SVBTC, formed from all parties' contributions. The involvement of all components will maximize
cohesiveness so that the shared vision among employees goes well. The collective contribution of all teamwork
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can automatically improve employee OCB (W. J. Chen, 2016; Cinar & Karciog lu, 2015). Fifth, I trust that my
teammates will do their fair share of the work, namely SVBTC, formed from work activities in a fair,
proportionate, and professional manner. Realizing good work activities will encourage good work
professionalism to realize teamwork cohesiveness. Then the cohesiveness maintained in the organization will
present a feeling of being attached to the organization, increasing the OCB of employees (Loveday et al., 2021;
Michalisin et al., 2004).

We believe that SVBTC is a force that can be an organizational catalyst to facilitate OC and encourage the
improvement of OCB (Fruhen & Keith, 2014; Martin & Good, 2014). SVBTC is also a hub for intellectual
power to anticipate organizational congruence issues in the form of individual divergence, which can be
transformed into organizational convergence to encourage OC improvement and better OCB achievement.
Thus, it can be understood that SVBTC aims to build a center of intellectual strength which consists of a
collection of soft competence attributes as outlined in the indicators as a result of deliberate and logical
knowledge investment (Suk et al., 2020; Xu et al., 2019). SVBTC can be the basis for organizations developing
and improving OCB for the following reasons. First, the intellectual strength embedded in the SVBTC will
produce a good spirit of innovation to seek breakthroughs to develop more adaptive dimensions and indicators
to become engines for improving OCB (Loveday et al., 2021). Second, in the SVBTC concept, teamwork
cohesiveness can be developed in more specific indicators to encourage employees to have better OCB from
day to day (Michalisin et al., 2004; Morela et al., 2013). Third, SVBTC can be a new concept to build various
innovations in improving employee OCB (Tekleab et al., 2016).

Organizational Citizenship Behavior (OCB)

In this study, organizational citizenship behavior (OCB) is an employee concern for the organization
(Podsakoff et al., 2000). This concern is manifested in 5 forms of indicators. First, Altruism is behavior that
voluntarily helps co-workers by involving themselves completely until the helping activity is complete
(Ozdemir & Ergun, 2015). This self-involvement in helping is also done intimately by removing psychological
barriers so that the process of sharing knowledge for problem-solving can run well. Employees with high
Altruism will also try to take over the duties of absent employees and offer to complete the tasks of employees
who experience work overload (Yu et al., 2018). Employee initiatives like this will solve many organizational
problems (Demir, 2015).

Second, Conscientiousness is behavior that exceeds the work standards set by the organization, such as
attendance that exceeds the minimum work requirements and enforcement of discipline or organizational rules
even though there is no supervision over him (Fehr et al., 2017). He also voluntarily encourages himself to
improve his knowledge, skills, and competencies, including following, studying, and applying the latest
technology from his field of expertise. Employees with high Conscientiousness will have an internal drive to
throw themselves into completing tasks better, repeating them until they are better than before, and even
creating new formulas needed by the organization (Acaray & Akturan, 2015; W. J. Chen, 2016).

Third, sportsmanship is the ability to tolerate and understand unfavorable organizational conditions, the
attitude of not complaining and not blaming other parties, and not exaggerating problems in the organization
(Davison et al., 2020). Employees with good sportsmanship behavior will always build positive relationships
with fellow employees to prevent conflicts from arising. Besides that, they will always rely on collectivity in
solving various problems. With sportsmanship capital, employees will continuously provide inspiration and
optimism in looking at the organization's future (Yang et al., 2020). Fourth, civic virtue is a form of concern
for the organization's survival. This behavior can be in the form of paying attention to important things that
must exist and be owned by the organization, providing advice on the creation of shared values in the
organization, and inserting various developments in knowledge and technology that can be accessed to be
given to the organization (Yildirim, 2014). Employees with good civic virtue will always provide continuous
knowledge sharing to fellow employees and the organization. With this pattern, the psychological barriers
between employees will be reduced, and the cohesiveness of teamwork will be well developed (Montani &
Dagenais-Desmarais, 2018).

Fifth; is courtesy, namely the behavior of togetherness and familiarity at work. This behavior will
encourage a sense of caring for fellow employees to create work familiarity, work cohesiveness, and work
collectivity (Acaray & Akturan, 2015; Hart et al., 2016). Employees with courtesy behavior will create a
culture of respecting each other's strengths and understanding the shortcomings of others. This behavior will
create a perspective that each employee has advantages and disadvantages (Qiu et al., 2019). Therefore, every
employee has an equally important role and responsibility for the organization. The creation of courtesy
behavior is also very effective in preventing conflicts (Szabo et al., 2018). The five components of the
indicators mentioned above are the main factors forming OCB (Organ et al., 2006).
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In this study, we found inconsistency in the results of previous studies between POS and OCB. SVBTC can
well catalyze this research gap. SVBTC, including all the indicators, can also strengthen the logic of POS and
OCB. Therefore, a good POS will encourage the creation of a good SVBTC to impact a good OCB as well.
Thus, SVBTC can be an effective solution to increase employee OCB (Loveday et al., 2021; Michalisin et al.,
2004; Montes et al., 2005; Worley et al., 2020). Thus, the indicators offered as findings for each concept in
this study include:

Table 1.Concept Findings and Indicators

Concept
Perceived Organizational Support (POS): modified from
Rhoades & Eisenberger (2002)
Organizational Commitment (OC): modified from Allen
& Meyer (1996)

Shared  Vision-Based — Teamwork  Cohesiveness
(SVBTC): modified from Love day et al. (2021) dan
Michalisin et al. (2004)

Organizational Citizenship Behavior (OCB): modified
fromOrgan et al. (2006)

Indicator
1) Fairness; 2) recognize achievements; 3) supervisory
support; 4) job conditions, and 5) giving help
1) employee willingness; 2) employee loyalty; 3)
employee pride; 4) intention to stay, and 5) employee
indebtedness.
1) I enjoyed working with my teammates; 2) I wish I
were on a smart team, 3) The team worked well
together; 4) Everyone contributed to the discussion,and
5) I trust that my teammates will do their fair share of
the work
1) altruism; 2) conscientiousness; 3) sportsmanship; 4)
civic virtue, and 5) courtesy

Based on the explanation in Table 1, the relationship between concepts can be described in the
following conceptual framework model:

Shared Vision Based Teamwork Cohesiveness: Catalyst for Organizational Commitment and Organizational Citizenship Behavior
(Self Congruence Theory Perspective)

Enjoyed On Smart Worked Everyone n
Working | | | | Fair Work
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Figure 1. Conceptual Framework Model
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In the framework proposition of Shared Vision Cohesiveness in Figure 1, it can be interpreted that the
latent variable of Perceived Organizational Support is the antecedent of all endogenous variables. POS is then
propositioned to influence Organizational Commitment. This means that workers with good organizational
perceptions can impact their commitment to the organization. Furthermore, organizational commitment in
parallel impacts Shared Vision Cohesiveness and Organizational Citizenship Behavior. It is offered as a model
of conditions where employees with high organizational commitment will impact the cohesion of their shared
vision in interacting and performing. Furthermore, either directly or indirectly, this condition influences
organizational citizenship behavior.
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Conclusions

Based on the study results, we conclude that efforts to create employee OCB must begin with presenting good
POS first, then good POS will encourage an increase in OC so that it has a positive impact on OCB. This
study confirms that shared vision-based teamwork cohesiveness (SVBTC) is a very good catalyst in
encouraging the improvement of OCB. SVBTC is also a solution to the inconsistent relationship between OC
and OCB for employees and encourages a complete increase in OCB. Given the importance of the role of the
SVBTGC, it is recommended that this literature study be continued with empirical studies to obtain concrete
results..
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