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Abstract. This set of tests sought to examine the influence of affectivity on OCB. The use of Affective Event 

Theory could have definitively influenced the results of this study. There have been limited studies on the 

impact of positive and negative affectivity on OCB simultaneously. Overall, the study of the effect of 
negative affectivity on OCB is inconclusive. This study identifies the area of Sharia Banks as an area 

requiring further investigation. The sample is 115 employees from four Sharia banks in Indonesia. The 

findings show that positive affectivity influence OCB positively. But also, negative affectivity influence 

OCB negatively. This study suggests that employees who experience positive feelings will behave in 
sportsmanship, altruism, politeness, awareness, and civic virtue. In contrast, employees with negative 

feelings tend to impact behavior negatively. 
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1   Introduction 

Parameters used to describe organizational citizenship behavior (OCB) are individual discretionary 

behavior not directly recognized by the formal reward system. In the aggregate, it promotes the effectiveness of 

organizational functions [1]. OCB has been extensively studied [2] for more than two decades. OCB gets 

considerable attention from scholars because it has a positive impact on organizational success. OCB increased 

work effectiveness, job satisfaction, organizational commitment, OCB leader behavior, timeliness, helping 

colleagues, and volunteering, a tendency to reject unwanted behavior such as expressing hatred, cynicism, and 

nagging at others [3]. A close relationship had demonstrated to disposition, attitudes, emotions, affectivity, and 

OCB. However, studies of the influence of affectivity on OCB so far are still limited [3]. 

Affectivity is not an interesting assessment of what is out there. Affectivity at work is what individuals 

feel at work, related to pleasant feelings [4]. Affectivity divide into two, positive affectivity and negative 

affectivity. Positive affectivity can influence OCB and work attitude (e.g., [3], [5], [6]). 

[6] found that negative affectivity did not influence OCB. However, another study found that negative 

affectivity influences organizational and interpersonal deviance [7] and service-oriented OCB [8]. The findings 

of previous research indicate a gap in the study of the influence of negative affectivity on OCB. 

Studies of the influence of positive and negative affectivity on OCB have been limited ([6], [8]). This 

study will further examine the effect of positive and negative affectivity on OCB based on Affective Event 

Theory (AET). The context of this research is sharia banking. The world of sharia banking is growing fast in 

Indonesia [9], so it is interesting to study employee behavior within the organization. 

This research contributes to two things. First, this study contributes to OCB in both perspectives: positive 

and negative experience. The study of the effect of negative affectivity on OCB is inconclusive. The novelty of 

this study is the finding of the effect of negative affectivity on OCB.  Second, this study contributes to Affective 

Event Theory (AET) by using this theory in the constructs relationship. This theory sees the cause and effect of 

affective experience at work [10]. Third, the contribution of OCB studies to the sharia banking world. As a 

service organization, the employees feeling about the situation will influence the service [8]. Therefore 

employee affectivity will affect outcomes, in this case, OCB. 

 

Literature Review 
 

OCB define extensively in the literature. OCB refers to a series of voluntary employee behaviors that are 

not officially expected by the company. OCB is characterized by sportsmanship, altruism, politeness, awareness, 

and civic virtue [11]. The main definitions of OCB are summarized as behaviors that facilitate organizational 

ICEBE 2020, October 01, Indonesia
Copyright © 2021 EAI
DOI 10.4108/eai.1-10-2020.2304914

mailto:keumala.hayati@feb.unila.ac.id
mailto:igo@darmajaya.ac.id


 

 

 

 

performance [12]. Previous experts connected OCB with job satisfaction [10]. This relationship base on social 

psychological findings that individuals with positive moods tend to prefer helping others than individuals with 

negative or neutral moods. A positive mood will produce extra-role behaviors that protect the organization [12].  

Dispositional traits influence individual behavior. Each individual has a different dispositional trait. This 

difference influences the behavior at work and the way individuals interpret the environment based on different 

perspectives and ways [13]. This study proposes that positive and negative affectivity will influence on OCB.  

 

The Effect of Positive Affectivity on OCB 

 

Positive affectivity is the individuals' inherent tendency to experience positive and pleasant moods [14]. 

Positive affectivity is defined as a trait that reflects broad individual differences in positive emotions and self-

concept [15]. Higher levels of positive affectivity tend to increase the level of a positive evaluation of one's 

experience, trying to change the inner feelings needed so that less involved in surface actions and more in 

actions from within [16]. High positive affectivity individuals have high self-efficacy, so evaluate uncertain and 

positively challenging situations and engage in active problem-solving strategies [17]. 

Positive affectivity predicts to influence OCB based on the Affective Event Theory (AET) [10]. AET 

explains the role of emotions and evaluative judgments in the relationship between an individual's experience 

and behavior. This theory's premise is that one's affective response to events at work largely determines 

subsequent attitudes and behavior. Positive effect on OCB [6], and attitude [5]. Based on this theory, the first 

hypothesis can develop as below: 

 

H1: Individuals who experience positive affectivity will have a positive effect on OCB 

 

Effect of Negative Affectivity on OCB 

 

Negative affectivity shows the extent to which a person is sad, detached, or feels pressured by the 

environment, showing a tendency to experience emotions damaging [18]. Affectivity negative is one's stable 

tendency to experience negative emotions over time and situational differences [14]. Unlike positive affect, 

individuals with negative affect tend to be agitated in experiencing ambiguous conditions and often feel 

dissatisfied and unable to cross time and situations [19]. Negative affectivity of individuals tends to interpret the 

situation negatively, resulting in negative attitudes. Based on the AET theory, someone who experiences 

negative affectivity will not have a good effect on his OCB. Thus the following hypothesis can be developed: 

 

H2: Individuals who experience negative affectivity will negatively affect OCB 

 

2 Research Method 
 

The sample of this study is employees of sharia banking in Lampung. Five sharia banks participated. One 

hundred and fifteen questionnaires returned with 61 male employees (53 percent) and 54 female employees (47 

percent). 

OCB was measured by 20 items developed by [20]. The measurement uses a Likert scale score of 1 to 5 

(1 for strongly disagree, while 5 for strongly agree). All items are valid, and the alpha coefficient for the scale of 

OCB in the current study is 0.771. 

Affection is a widespread feeling that includes emotions, moods, and temperaments [21]. Positive 

affectivity measured by ten items and negative affectivity measured ten items [22]. The measurement uses a 

Likert scale score of 1 to 5 (1 for strongly disagree, while 5 for strongly agree). All items are valid, and the 

alpha coefficient of positive affectivity is 0.909, while the negative affectivity is 0.904.      

Variables control in this study are age and gender. Age was measured as a continuous variable, while 

gender (1 = male, 2 = female) was measured as a categorical variable. 

 

3 Results and Discussion 
 

Descriptive statistics, inter-correlations, and measurement reliability showed in Table 1. OCB correlates 

with positive and negative affectivity. Negative affectivity negatively correlates with OCB. Furthermore, 

hypothesis testing using regression showed in Table 2. The hypothesis testing results show that H1 is supported, 

positive affectivity influence on OCB. H2 test results also supported that negative affectivity influence 

negatively on OCB. 

The results of this study indicate that the positive affectivity experienced by employees today influence 

on OCB.  This result support previous studies [6], and the AET theory explains this situation. Employees who 



 

 

 

 

experience positive affectivity are more willing to show OCB because they feel good. Employees who feel good 

feelings prefer to look positively because of the positive affectivity impact on a positive attitude [5]. Someone 

who feels affective well-being that is feeling happy with his life and work will influence OCB [3]. This result 

also shows that someone with positive affectivity tends to behave in sportsmanship, altruism, politeness, 

awareness, and civil virtues [11].   

The analysis also shows negative affectivity on OCB. This result is different from [6], who found that 

negative affectivity had no significant effect on OCB. However, this finding is in line with the findings of [8]. 

Individuals who experience negative affectivity will negatively influence OCB because there are negative 

feelings. Negative affectivity individuals tend to interpret the situation negatively, resulting in negative attitudes. 

So that someone who experiences negative affectivity tends to influence negatively on sportsmanship, altruism, 

politeness, awareness, and civic virtue [11].   

 

Table 1. Descriptive Statistics, Inter-Correlation, and Reliability 

No   Mean  SD 1 2 3 4 5 

1 Age 1.0348 .18403      

2 Gender 1.4696 .50126 .012     

3 Negative Affectivity 2.0835 .52715 -.084 .006 (.904)   
4 Positive Affectivity 4.4417 .62967 .131 .112 .039 (.909)  

5 OCB 3.9492 .34637 .005 -.040 -.261** .205* (.771) 

                   **. Correlation is significant at the 0.01 level (2-tailed).  

                   *. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 2. Regression Analysis to Predict the Affective State 

 

 β t Sig. 

(Constant)  12.998 .000 

Gender -.063 -.705 .482 
Age -.047 -.523 .602 

Positive affectivity .229 2.517 .013 

Negative affectivity -.273 -3.043 .003 

 

Employees who feel positive feelings or moods tend to show OCB intention compared to employees who 

have negative affectivity. The theoretical justification explains why employees who have positive feelings will 

exhibit OCB. It could be that employees who feel positive affectivity will manage their good emotions longer. 

They tend to see more positively the situation of the organization and its co-workers. 

Greater attention should be paid to negative affectivity. Employees who feel negative emotions tend to 

behave negatively towards OCB. Work demands can impact anxiety, while social support can affect depression 

(e.g., [23], [24]). These negative feelings will have an impact on employees not to show OCB in the workplace. 

 

4 Conclusions 

 
This study examines the influence of positive and negative affectivity on OCB. OCB is individual 

discretionary behavior that is not directly recognized by the formal reward system, and in the aggregate, 

promotes the effectiveness of organizational functions [1]. OCB studied extensively so far, but antecedents of 

positive and negative affectivity on OCB are still limited. The test results of this study indicate that positive 

affectivity has a positive influence on OCB. Conversely, negative affectivity influences negatively on OCB. 

This finding shows that individuals who experience positive affectivity tend to behave positively like 

sportsmanship, altruism, politeness, awareness, and civil virtues. However, someone who experiences negative 

affectivity negatively influences sportsmanship, altruism, politeness, awareness, and civic virtue.  

The theoretical implications of this study are as follows. This research has implications that both positive 

and negative affectivity influence on OCB. This finding confirms that individuals with positive affectivity will 

positively influence OCB. Nevertheless, individuals with negative affectivity will negatively impact on OCB. 

Another theoretical implication is that AET can explain the phenomenon of positive and negative affectivity on 

OCB. 

The managerial implication is that organizations need to maintain positive employee feelings. Positive 

feelings will positively impact employee behavior so that it will have a positive effect on service to customer. 

On the other hand, organizations that do not deal with negative employee feelings will harm employee behavior. 



 

 

 

 

Therefore, it is essential to pay attention to the means of maintaining positive feelings.  Workload, social 

support, various conflicts, and other problems, will have an impact on other negative feelings and further impact 

negatively on OCB.  

Aside from the implications, this study has limitations. This research was conducted cross-sectionally so that 

it only captures the phenomenon at the time of this study. Longitudinal research will be able to capture the 

phenomenon of the influence of affectivity on OCB in the long run. 
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