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Abstract 

The organization must preserve balance by establishing mutually beneficial relationships with its employees, 

who are its most valuable assets. Several essential aspects are required to maintain this equilibrium, including 

organizational commitment, employee engagement, and information exchange. We use social exchange theory 

to investigate the effects of commitment, knowledge sharing, and employee engagement on civil servant 

performance outcomes (ASN). This study uses a cross-sectional design and includes 115 civil servants from 

Tasikmalaya. Data analysis utilizes Stata/MP 17.0 for descriptive, bivariable, and multivariable analyses. The 

research findings indicate a positive impact of employee engagement, affective and normative commitment, and 

knowledge sharing on ASN performance. However, the negative effect of tenure exceeding five years and 

continuance commitment on ASN performance is negative. These findings illustrate that while employees are 

generally expected to have high organizational commitment, continuous commitment to material benefits may 

be detrimental. The results serve as a basis for discussion among researchers to conduct further longitudinal 

studies for more accurate conclusions. 
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Introduction 

Organizations rely on human resources to gain and maintain a competitive advantage, 

and they are regarded as one of the most important strategic resources a business may create 

(Collins, 2021; Delery & Roumpi, 2017; Hamadamin & Atan, 2019). The relationship 

between employees and the business can be understood through social exchange theory, 

which explains human behavior as pursuing maximum rewards at the lowest possible cost 

(Ahmad et al., 2023; Chernyak-Hai & Rabenu, 2018; Collins, 2021). According to social 

exchange theory, social exchange will not occur unless both sides (workers and the 

organization) obtain adequate compensation (Ahmad et al., 2023; Rasoolimanesh et al., 2015). 

Employees and the company can attain equilibrium by establishing mutually beneficial and 
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long-term exchange relationships in the workplace. (Blau, 1964; Rasoolimanesh et al., 2015; 

Yin, 2018) 

A recent meta-analysis of organizational justice research spanning 25 years delineated 

several variables associated with social exchange theory (Ahmad et al., 2023; Colquitt et al., 

2013). Relevant variables include organizational commitment, perceived organizational 

support, and leader-member exchange critical in the relationship between justice, task 

performance, and citizenship behavior (Adler et al., 2016; Chernyak-Hai & Rabenu, 2018; 

Colquitt et al., 2013). Theoretically, the bond strength between an employee and the 

organization evolves through repeated social exchanges with the organization (Meyer & Allen, 

1991; Zhao et al., 2020). 

According to social exchange theory, organizations can cultivate employees' positive 

attitudes and behaviors through commitment-oriented approaches (Cesário & Chambel, 2017; 

Xu & Payne, 2016). The objective is to make employees feel part of their work environment 

so that high commitment leads to improved performance (Harinoto et al., 2018; Martini et al., 

2020; Sungu et al., 2019). However, not all types of commitment have a positive impact on 

performance; therefore, in this study, we examine the three components of commitment 

separately: affective, normative, and continuance (Galanaki, 2020; Wang et al., 2022).  

Employee engagement in the public sector organization constitutes the core of the 

organization-leader-employee relationship in the workplace, revealing potential for enhanced 

performance and transforming employee working conditions (Byrne et al., 2016; MacLeod & 

Clarke, 2009; Ugaddan & Park, 2017). When employees are engaged, they exhibit active and 

initiative-driven behaviors and a willingness to interact with others (Byrne, 2022; Saks, 2022). 

Conversely, employees who experience work fatigue display negative and passive behaviors, 

demonstrating apathy toward their work (Meira & Hancer, 2021; Yin, 2018). According to 

social exchange theory, employee engagement is crucial in achieving a balance between 

employees and the organization (Ali et al., 2022; Meira & Hancer, 2021). 

Knowledge sharing constitutes a generalized form of social exchange, as individuals 

have expectations regarding the benefits of sharing knowledge, which can persist throughout 

the duration of team cooperation, which is a form of long-term relationship (Fulk et al., 1996; 

Obrenovic et al., 2020; Zhang et al., 2018). In the workplace, when employees share 

knowledge and experiences, they will have higher confidence in what they do, thus enhancing 

self-efficacy (Cabrera & Cabrera, 2002; Kmieciak, 2021; Zhang et al., 2018). 

Social exchange theory assumes that the principle of human behavior is to maximize 

benefits and minimize costs (Ali et al., 2022; Yan et al., 2016). Social exchange occurs 

because of long-term vested interests, not one-off interactions (Molm, 1997; Zhang & Liu, 

2021). We apply social exchange theory to analyze the benefits of commitment, knowledge 

sharing, and employee engagement on ASN performance outcomes. This research also 

examines the interrelationships among independent variables after controlling for age, gender, 

and work experience. 

 

Literature Review 

Employee Engagement 

Employee engagement is employees' physical, cognitive, and emotional involvement 

while performing organizational tasks. According to Kahn (1990), when performing functions, 
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employees express and employ themselves in three different ways: emotionally, cognitively, 

and physically. The "cognitive" aspect refers to the mental representation of the organization 

in the employee's mind, while the "emotional" element relates to the employee's feelings 

towards these three factors. The third factor, the "physical" element, relates to the energy 

employees exert to achieve their goals. Employee engagement is the physical, intellectual, and 

emotional commitment to the organization and employees' efforts to achieve their goals 

(Nazir & Islam, 2017). Employee engagement affects factors such as performance and mental 

health (Inam et al., 2023; Tisu et al., 2020). 

Work engagement refers to a positive, fulfilling state of mind related to work, 

characterized by dedication (i.e., intense involvement, enthusiasm, pride, and meaningful 

experience), vigor (i.e., high levels of energy and mental resilience), and absorption (full 

concentration and difficulty detaching from work) (Inam et al., 2023). Vigor is characterized 

by having high levels of energy and mental resilience while working; dedication is 

characterized by feeling significant, enthusiastic, proud, and inspired by work; and absorption 

is characterized by total immersion in one's work (Schaufeli et al., 2002). These definitions 

imply that work engagement is primarily focused on the meaningfulness and usefulness 

(eudaimonia) of work for individuals (particularly the dedication dimension) and not just 

happiness (hedonia) with work. Accordingly, these definitions imply that work engagement is 

an active and energetic attitude, not a passive and calm attitude like hedonic job satisfaction 

and organizational commitment (Borst et al., 2019). 

Experts argue that employees experiencing high levels of work engagement are 

physically healthier, more satisfied with their psychological needs, and more hedonic well-

being, such as job satisfaction and organizational commitment, compared to employees with 

low levels of work engagement (Borst, 2018; Borst et al., 2019). Engaged employees are 

expected to perform their job-related tasks with a sense of investment, energy, and enthusiasm, 

which should translate into higher levels of performance in both role and extra-role behaviors 

(Borst et al., 2019). 

 

Organizational Commitment 

Organizational commitment refers to the psychological attachment of individuals to an 

organization (Allen & Meyer, 1996; Galanaki, 2020). Allen and Meyer proposed that 

employees' experiences of organizational commitment have three dimensions reflecting 

affective (emotion-based), continuance (cost-based), and normative (obligation-based) 

patterns of thinking. This model has been the subject of extensive empirical and theoretical 

research (Meyer & Maltin, 2010; Meyer et al., 2015; Xu & Payne, 2016) and has been used to 

study organizational commitment as well as commitment to other foci such as work, 

supervisors, teams, and jobs (Jaros, 2017; Morin et al., 2010). 

According to the dominant approach, I distinguish between two forms of organizational 

commitment: affective commitment, which reflects "an individual's emotional attachment to, 

identification with, and involvement in the organization, such that strong commitment is 

characterized by an individual's enjoyment and fulfillment from being a member of the 

organization" (Allen & Meyer, 1990), and continuance commitment, which refers to the bond 

between individuals and their organization as a result of considering the consequences (costs) 

of not being committed (by considering alternatives to commitment). 
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Affective commitment is the sense of ownership and emotional connection to the job, 

organization, or both (Rhoades & Eisenberger, 2002). Affective commitment emphasizes 

employees' emotional relationship with their work and aligns with the emotional quality of 

engagement (Macey & Schneider, 2008; Saks, 2006), including conditions such as 

meaningfulness and security, which parallel attachment conditions (Kahn, 1990). These 

emotional qualities can stimulate employees to be willing to engage in behaviors directed 

towards desired organizational outcomes, focusing on the emotional satisfaction experienced 

by employees as a result of engagement (Shuck & Wollard, 2009). Emotional fulfillment is 

crucial to job engagement and indicates engaged employees (Galanaki, 2020). 

Continuance commitment refers to the tendency to remain in the current organization 

due to fear of loss or costs associated with leaving the organization (Allen & Meyer, 1990). 

The concept of continuance commitment highlights the importance of personal gain, as it is 

typically motivated by the fear of potential personal losses resulting from resignation (Allen 

& Meyer, 1990; Wang et al., 2022). Continuance commitment can act as a buffer against the 

depletion of positive energy resources when supervisors pressure employees to go beyond 

their job responsibilities (Cates et al., 2010). Employees with high levels of commitment tend 

to be concerned about the security of their jobs and strive to comply with organizational 

directives to maintain their employment (Wang, 2015). When pressured to perform additional 

tasks voluntarily, employees with high continuance commitment tend to see it as an 

opportunity, thus responding positively to such pressure to gain benefits and receive favorable 

performance evaluations. In this context, high continuance commitment may mitigate the 

negative impact of pressure experienced by employees on task performance fatigue, which in 

turn can positively impact their job performance (De Clercq et al., 2021). 

Normative commitment is the perceived 'obligation to stay' felt by individuals (Allen & 

Meyer, 1996). Its construct has undergone conceptual reconfigurations over time (Wayne et 

al., 2009), most recently positioned as a 'moral obligation' (Meyer & Parfyonova, 2010). The 

implication is that 'normative commitment is an important motivational force that has been 

overlooked and underutilized', particularly the potentially 'strong' and 'beneficial' implications 

because it is 'experienced as a moral obligation rather than a debt obligation' (Meyer & 

Parfyonova, 2010). Therefore, a volunteer 'may feel immoral if leaving the organization 

because of the organization's mission' is so pressing (Boezeman & Ellemers, 2007) and aligns 

with individual personal values (McCormick & Donohue, 2019; Meyer & Maltin, 2010; 

Stephens et al., 2004). According to (Mowday et al., 1979), organizational commitment is the 

identification and involvement strength of individuals in the organization and is 

conceptualized as personal attachment fostered with the organization. It is conceptualized as 

the extent to which an employee embraces the organization's goals and values and explains 

whether employees "want," "need," or "feel they should" stay in the organization (Meyer & 

Allen, 1997). Normative commitment refers to internal pressures to align individual goals 

with organizational values and interests (Meyer & Allen, 1997). This seems fitting for this 

study as self-leadership influences commitment where employees use self-leadership 

strategies such as goal setting and mental imagery (Cranmer et al., 2019). Since employees 

tend to align personal goals with organizational goals, this is likely to increase normative 

commitment, which also refers to aligning personal and organizational goals and interests 

(Inam et al., 2023). 
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Knowledge sharing 

Knowledge-sharing behavior significantly influences team cohesion, work creativity, 

group performance, and knowledge integration processes (Mesmer-Magnus & DeChurch, 

2009; Obrenovic et al., 2020; Obrenovic et al., 2015). Knowledge sharing significantly 

impacts firm performance, organizational productivity, absorptive capacity, innovation, and 

competitive advantage (Le et al., 2020; Lei et al., 2020). It can be broken down into two main 

types: explicit knowledge sharing and tacit knowledge sharing. According to Le et al. (2020), 

tacit knowledge-sharing involves invisible and informal knowledge-sharing processes that 

employees possess, such as experiences and expertise, uncommon understandings, insights, 

and intuition. On the other hand, explicit KS refers to sharing codified knowledge and formal 

information captured and transmitted within an organization, such as documents and reports, 

procedures and policies, or handbooks (Cao et al., 2022). Tacit and explicit knowledge 

sharing lead to innovative ideas (Jackson & Knight, 2006) and enhance task efficiency and 

organizational performance (Adenfelt, 2010; Obrenovic et al., 2020). 

Tacit knowledge is experiential and intuitive (Faith & Seeam, 2018), subjective, 

context-specific, and challenging to capture (Razak et al., 2016), thus highly valuable for 

organizational growth. Such knowledge sharing is more challenging as it is not readily 

accessible and cannot be directly transformed into formal language but requires frequent face-

to-face interactions. Tacit knowledge transmission and acquisition occur exclusively due to 

internal motivations, such as socializing and during social interactions (Lee & Choi, 2003). 

This process is described as "learning by doing." For example, knowledge sharing evolves 

during employees' interactions with their colleagues and when employees face tasks (Nonaka 

& von Krogh, 2009). Tacit knowledge sharing creates bonds and facilitates social 

communication among employees (Käser & Miles, 2002; Nonaka & von Krogh, 2009; 

Osterloh & Frey, 2000), leading to success and contributing to organizational productivity 

(Obrenovic et al., 2020; Reychav & Weisberg, 2009; Small & Sage, 2006).  

Explicit knowledge is the knowledge that has been expressed, formalized, documented, 

and codified in the form of visual artifacts (e.g., text, tables, diagrams, or documents) (Alavi 

& Leidner, 2001; Cabrera & Cabrera, 2002; Nickols, 2013). Therefore, explicit knowledge is 

relatively more straightforward to search for and share with others than tacit and implicit 

knowledge (Cabrera & Cabrera, 2002). Documented best practices, formal standards, 

mathematical formulas, training manuals, instructions, or simple factual information are 

typical examples of explicit knowledge (Epstein, 2000; Nickols, 2013; Park & Gabbard, 2018; 

Zack, 1999). Implicit knowledge is implicit in experience, practical skills, and knowledge, yet 

unlike tacit knowledge, implicit knowledge can be articulated and modified adequately like 

explicit knowledge (Nickols, 2013; Park & Gabbard, 2018). 

 

Research aims and hypothesis 

This study aims to examine a model of civil servant performance hypothesized by 

exploring the relationships among the research variables: employee engagement, affective, 

continuance, normative commitment, and knowledge sharing. In previous research, 

organizations often used these five constructs in internal communication messages to 

employees as critical success factors for achieving higher performance. However, are these 

five factors significantly related to employee performance? Moreover, if so, do they have the 
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same strength and intensity as predictors of individual performance? Unfortunately, these five 

constructs have taken independent positions. To date, few studies have examined the 

combined effects of these variables on individual job performance. In hypotheses considering 

the combined effects, we combine the three types of commitment into organizational 

commitment. We aim to identify significant variables in the bivariate analysis of ASN 

performance; subsequently, significant types of commitment will be used as control variables. 

To answer these two research questions, six hypotheses are tested: 

 

H1: There is a significant relationship between affective, continuance and normative 

commitment, employee engagement, and knowledge sharing on employee 

performance. 

H2: After controlling for commitment organizational, employee engagement, and 

knowledge sharing, affective commitment will predict unique variance in 

employee performance. 

H3: After controlling for commitment organizational, employee engagement, and 

knowledge sharing, continuance commitment will predict unique variance in 

employee performance. 

H4: After controling for commitment organizational, employee engagement, and 

knowledge sharing, normative commitment will predict unique variance in 

employee performance. 

H5: After controling for commitment organizational, and knowledge sharing, 

employee engagement will predict unique variance in employee performance. 

H6: After controling for commitment organizational, and employee engagement, 

knowledge sharing will predict unique variance in employee performance. 

 

Research Design and Method  

We used a cross-sectional research design, a type of observational study, to look at data 

from a population or a representative subset at a certain time (May et al., 2004; Varma et al., 

2005). The questionnaire asked about performance, commitment, employee engagement, and 

knowledge sharing. The questionnaire was translated into a language that respondents could 

easily understand from various sources. Affective, normative, and continuance commitment 

were the three categories that made up the commitment variable, which Meyer and Allen 

(2004) adapted from their TCM Employee Commitment Survey questionnaire. The 

commitment questionnaire consisted of 6 items for affective commitment, four for 

continuance commitment, and 4 for normative commitment. 

Items in the knowledge-sharing questionnaire referred to the questionnaire developed 

by Yi (2015) and modified into 8 statement items. The statements regarding knowledge 

sharing assessed two types of knowledge: tacit knowledge and explicit knowledge. Employee 

engagement utilized the UWES (UTRECHT Work Engagement Scale) questionnaire of 17 

items developed by Schaufeli and Bakker (2004). The dependent variable, performance, used 

a questionnaire adapted and modified from the questionnaire developed by Williams and 

Anderson (1991). The performance questionnaire comprised 37 items measuring indicators, 

including work quality and quantity, job knowledge, creativity, initiative, teamwork, reliability, 

and personal quality. 
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We conducted validity and reliability tests for all items in the questionnaire used. The 

validity of a questionnaire item is determined based on the item-test correlation value or the 

calculated r-value, which must exceed the correlation value listed in the r table. The 

correlation value in the r table for a sample size (n) of 115 is 0.1832. An item's validity can be 

confirmed if the item-test correlation value (r-value) exceeds 0.1832. Additionally, we 

estimated the questionnaire's reliability by calculating the Cronbach's alpha coefficient. A 

Cronbach's alpha value exceeding the threshold of 0.6 indicates adequate reliability 

(Mohamad et al., 2015). Our analysis results indicate that, as shown in Table 1, all 

questionnaire items can be considered valid because their validity values exceed the 

established threshold of 0.1832, with values ranging from 0.49 to 0.89. Furthermore, all 

questionnaire items demonstrate adequate reliability, as the Cronbach's alpha values recorded 

exceed the threshold of 0.6, ranging from 0.67 to 0.97 (Table 1). 

 

Table 1. Validity and Reliability Constructs 

Variables Item Item- test correlation Cronbach alpha 

Employee Engagement 20 0.49 – 0.84 0.9533 

Affective Commitment 6 0.67 – 0.79 0.7992 

Continuance Commitment 4 0.62 – 0.86 0.7820 

Normative Commitment 4 0.59 – 0.83 0.6751 

Knowledge Sharing 8 0.57 – 0.77 0.8388 

 

Based on the results of validity and reliability tests, it was found that the research 

instrument is valid and reliable, thus suitable for data collection. Data was collected through 

an online Google Forms survey from May to June 2022. The research respondents were civil 

servants in the Tasikmalaya City Government, totaling 115 individuals. Respondents were 

selected through simple random sampling involving the education department in Tasikmalaya 

City. The education department was chosen due to having the highest number of employees 

and having performance categorized as less satisfactory in the past five years based on the 

recapitulation of scores from the Government Performance Accountability System/Sistem 

Akuntabilitas Kinerja Instansi Pemerintahan (SAKIP). 

The data analysis process began with cleaning all demographic data and questionnaire 

responses. Data were then grouped into two categories based on the median value to facilitate 

the analysis process. Analysis was conducted using Stata/MP 17.0 software for descriptive, 

bivariate, and multivariable analyses. 

Descriptive analysis was performed to present demographic data of respondents, 

including age (<43 years and ≥43 years), gender (Male and Female), and educational 

background (Secondary School – Diploma – bachelor's degree, and Master's Degree or 

higher). The duration of employment initially consisted of six categories: <2 years, 2-5 years, 

6-10 years, 11-15 years, 16-20 years, and>20 years; however, for simplicity of analysis, these 

categories were merged into two groups: ≤5 years, >5 years. For the variables of employee 

engagement, commitment, knowledge sharing, and performance, a cut-off of ≥ median was 

used. 

The results of the descriptive analysis were presented in the form of frequencies and 

percentages based on low and high-performance groups. Subsequent bivariate analysis was 

conducted by presenting odds ratio and 95% CI. Variables significant in bivariate analysis 
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were then adjusted in multivariable analysis for each variable. In multivariable analysis, 

models were created for all significant variable combinations, but only combinations deemed 

relevant to the research objectives were presented. All results of the multivariable analysis are 

available in supplementary files. 

 

Results and Discussion 

Result 

Based on the results of the descriptive analysis, the number of respondents with low and 

high performance is almost equal (57:58). The data presented in Table 2 only show one 

category of variables with column percentage display. Demographic data of respondents with 

low performance indicate that the majority of them are aged ≥43 years (54.4%), male (57.9%), 

with education ranging from high school to bachelor's degree (61.4%), and have work 

experience of more than five years (63.2%). The proportion of variables related to employee 

engagement, commitment, and knowledge sharing with high categories is lower in 

respondents with low performance, except for continuance commitment, which shows a 

higher proportion (63.2%). 

Demographic data of respondents showing high performance indicate a balanced 

proportion between age groups (50%:50%), with the majority being male (70.7%), having 

educational backgrounds ranging from high school to bachelor's degree (55.2%), and having 

work experience of more than five years (55.2%). The proportion of each variable of 

employee engagement, commitment, and knowledge sharing with high categories is higher in 

respondents with high performance. 

The results of the respondents' demographic analysis indicate no significant differences 

in demographic characteristics between respondents with low and high performance. 

However, there are significant differences in employee engagement, affective and normative 

commitment, and knowledge sharing between respondents with low and high performance. 

Only the level of continuance commitment does not have a significant difference between low 

and high performance. The level of employee engagement has the highest Odds Ratio among 

other variables, which is 15.24 (95% CI: 6.05, 38.39). 

After adjusting for significant variables, we conducted a multivariable analysis to 

examine the relationships between variables. Several models were developed, but we only 

present relevant models for our discussion; the whole model can be found in the 

supplementary file. 

Based on the results of the multivariable analysis, it is evident that work experience 

exceeding five years shows a significant association with employee performance. However, 

the analysis yields negative results, indicating that respondents with more than five years of 

experience decreased their performance by 74% (AOR: 0.26; 95% CI 0.09, 0.08). The 

variable of work experience became significant after adjusting for engagement and normative 

commitment. This suggests that despite having good attachment and normative commitment, 

respondents with over five years of experience demonstrate a decline in performance as their 

tenure in the organization increases (Table 3). 

Employee engagement emerges as the most influential factor affecting employee 

performance. Respondents with high employee engagement can enhance performance by 9-

12 times compared to those lacking organizational attachment (Table 3). This analysis result 
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was obtained after adjusting for affective, knowledge-sharing, and normative commitment 

variables. This indicates that employee engagement strongly and significantly influences other 

variables before and after adjustment. 

Affective and normative commitment variables influence employee performance after 

adjusting for each other and knowledge sharing. However, affective and normative 

commitment variables become insignificant when adjusted for employee engagement. 

Nevertheless, the multivariable analysis results indicate that respondents with exemplary 

affective and normative commitment can improve performance compared to those with poor 

affective and normative commitment (AOR AC: 2.7 – 3.6; AOR NC: 3.9 – 5.2, respectively) 

(Table 3). 

Continuance commitment is another variable that negatively affects ASN performance. 

Continuance commitment becomes significant after adjusting for engagement, affective and 

normative commitment, and knowledge-sharing variables. Continuance commitment can 

decrease performance by 69% - 73% and is statistically significant (Table 3). This indicates 

that although respondents have affective and normative commitments and good engagement 

and knowledge sharing, respondents with high continuance commitment can decrease 

employee performance. 

The analysis of knowledge-sharing variables remains consistent before and after 

adjustment with engagement and commitment variables. Respondents who habitually share 

knowledge among colleagues can improve performance by 3.4 – 4.5 times better than those 

without such habits. The influence of knowledge sharing is more potent when combined with 

affective commitment, meaning respondents who habitually share knowledge and have high 

affective commitment can improve performance by 4.5 times (Table 3). 

 

Table 2. Demographic and Bivariable Analysis of Factor related to Civil Servants’ 

Performance 

Variables 

Low Perfor

m (N=57) 

High 

Perform 

(N=57) 

Total (N=1

15) 
OR 95%CI 

Freq (%) Freq (%) 

Age, ≥43 years 31(54.4) 29(50.0) 60(52.2) 0.84 [0.40,1.74] 

Sex, Female 24(42.1) 17(29.3) 41(35.7) 0.57 [0.26,1.23] 

Education, High 22(38.6) 26(44.8) 48(41.7) 1.29 [0.61,2.72] 

Work period, >5 years 36(63.2) 32(55.2) 68(59.1) 0.72 [0.34,1.51] 

Employee Engagement,

 high  15(26.3) 49(84.5) 64(55.7) 15.24*** [6.05,38.39] 

Affective Commitment, 

high 19(33.3) 40(69.0) 59(51.3) 4.44*** [2.03,9.72] 

Continuance Commitme

nt, high 36(63.2) 31(53.4) 67(58.3) 0.67 [0.32,1.41] 

Normative Commitment

, high 22(38.6) 47(81.0) 69(60.0) 6.80*** [2.92,15.84] 

Knowledge Sharing, hig

h 25(43.9) 47(81.0) 72(62.6) 5.47*** [2.36,12.66] 

Notes: 

OR: Odd Ratio 

95% CI: 95% Confident Interval 

* p<0.05, ** p<0.01, *** p<0.001 
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Table 3. Multivariable Analysis of Factor related to Civil Servants' Performance 

Variables 

Model 1 

AOR[CI 95%

] 

Model 2 

AOR[CI 95

%] 

Model 3 

AOR[CI 95

%] 

Model 4 

AOR[CI 95%

] 

Model 5 

AOR[CI 95%] 

Age, ≥43 year

s 

0.76 

[0.35,1.68] 

0.84 

[0.38,1.87] 

0.57 

[0.22,1.46] 

0.62 

[0.26,1.45] 

0.57 

[0.21,1.52] 

Sex, Female 
0.63 

[0.28,1.44] 

0.47 

[0.20,1.09] 

0.39 

[0.14,1.06] 

0.53 

[0.22,1.29] 

0.36* 

[0.13,0.99] 

Education, Hig

h 

1.17 

[0.53,2.59] 

1.19 

[0.53,2.65] 

1.09 

[0.43,2.73] 

1.09 

[0.47,2.55] 

1.05 

[0.41,2.69] 

Work period, 

>5 years 

0.6 

[0.27,1.35] 

0.81 

[0.36,1.81] 

0.26* 

[0.09,0.80] 

0.42 

[0.17,1.06] 

0.31* 

[0.10,0.97] 

Employee Eng

agement 

11.92*** 

[4.60,30.88] 

12.50*** 

[4.81,32.47] 
- 

9.02*** 

[3.24,25.13] 
- 

Affective Com

mitment 
- 

3.61** 

[1.57,8.26] 

2.04 

[0.78,5.34] 
- 

1.89 

[0.71,5.04] 

Continuance C

ommitment 

0.57 

[0.25,1.28] 

0.58 

[0.25,1.31] 

0.31* 

[0.10,0.93] 

0.29* 

[0.11,0.80] 

0.31* 

[0.10,0.94] 

Normative Co

mmitment 

4.85*** 

[1.99,11.86] 

5.20*** 

[2.14,12.61] 
- - - 

Knowledge Sh

aring 

4.50*** 

[1.87,10.81] 
- 

3.44* 

[1.27,9.36] 

3.65** 

[1.46,9.15] 
- 

Notes:  

All variables are adjusted to each other with significant variables. 

Model 1: Adjusted with Affective Commitment  

Model 2: Adjusted with Knowledge Sharing  

Model 3: Adjusted with Engagement and Normative Commitment  

Model 4: Adjusted with Affective and Normative Commitment  

Model 5: Adjusted with Engagement, Affective  Commitment and Knowledge sharing 

95% CI: 95% Confident Interval 

* p<0.05, ** p<0.01, *** p<0.001 

 

Based on the results of the multivariable analysis, it can be concluded that there are 

three hypotheses (H3, H5, H6) accepted in total, and there is 1 hypothesis (H1, H2; H4) 

partially accepted. Among the hypotheses accepted in total, there is a significant influence of 

continuance commitment, employee engagement, and knowledge sharing after being 

analyzed together with affective and normative variables. In the first hypothesis, almost all 

variables significantly impact ASN performance, except for continuance commitment, which 

does not have a significant influence before being adjusted with other variables. The second 

and third hypotheses, affective and normative commitment, are only influenced when 

controlled by the knowledge-sharing variable. However, affective and normative commitment 

become insignificant when controlled by employee engagement. 

We can address both research questions examined in this study based on the results of 

the analysis. Firstly, nearly all variables significantly influence civil servants' performance 

except for continuance commitment, yet continuance commitment does have an effect after 

being adjusted with other variables. Secondly, each variable demonstrates different strengths 

and intensities regarding civil servants' performance. 

Based on the results of the multivariable analysis, this study can highlight several 

noteworthy findings. The first finding pertains to the negative impact of respondents who 

have worked for more than five years and continuance commitment on ASN performance 

after adjusting for engagement, commitment, and knowledge-sharing variables. Another 

finding is that affective commitment becomes insignificant after adjustment for employee 
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engagement. However, affective commitment remains significant even when adjusted for 

knowledge sharing and normative commitment variables. 

The low performance among respondents who have worked for more than five years is 

related to organizational culture (Allard, 2010). The connection between these two 

relationships must be carefully inferred because employees who have worked for a long time 

do not immediately decrease their performance. Long tenure affects the cultural differences 

between employees and the organization towards organizational performance (Allard, 2010; 

Pawirosumarto et al., 2017). Organizational culture is considered a system that highlights the 

interaction of people within the organization, organizational structure, and control systems to 

produce behavioral norms. Further research should examine organizational culture to draw 

more accurate conclusions regarding the association between tenure and performance. 

Another interesting finding is the negative influence of continuance commitment on 

ASN performance. The findings (Stanley & Meyer, 2016) found a negative correlation 

between continuance commitment and task performance (p = -0.04). The findings in the study 

support Wang et al. (2022), stating that there is a significant relationship between continuous 

commitment and emotional exhaustion (B = 0.31, p < 0.01). Employees with high 

continuance commitment must meet performance standards to keep their jobs (Meyer et al., 

2002; Nangoli et al., 2020). This situation makes employees feel trapped in the organization 

because they fear losing income even though they have other ambitions that have not been 

achieved for fear of bearing financial losses (Qureshi et al., 2019). Ultimately, this situation 

forces employees to expend more energy because they have tasks to complete while 

suppressing their ambitions(Meyer et al., 2002; Wang et al., 2022). 

Self-control depletion leads to emotional exhaustion in employees, resulting in passive 

behavior (De Clercq et al., 2021; Hobfoll, 2011). Indirectly, continuance commitment is 

associated with employees' passive behavior, and emotional exhaustion mediates the 

relationship between these two variables (indirect effect = 0.10, 95% CI = [0.04, 0.20]) (Wang 

et al., 2022). Passive behavior is often used as a defense strategy to avoid excessive resource 

expenditure, leading employees to remain silent about issues that may arise within the 

organization (Knoll et al., 2019; Morrison, 2011; Xu et al., 2015). The combination of various 

emotions experienced by employees with high continuance commitment leads to a negative 

relationship between continuance commitment and employee performance (Wang et al., 

2022). 

Subsequent analysis regarding affective and normative commitment becomes 

insignificant when adjusted for employee engagement. This implies that the influence of 

employee engagement is much more robust, so an employee with strong engagement with the 

organization is sufficient to enhance their performance. 

The influence of employee engagement (EE) on employee performance is the highest 

compared to the influence of other variables. EE is the simultaneous contribution of physical, 

cognitive, and emotional energy in performing work roles (Kahn, 1990; Motyka, 2018; Rich 

et al., 2010). Engaged employees tend to demonstrate higher productivity, profitability, and 

lower levels of stress (Harter et al., 2002) and provide a competitive advantage for the 

organization (Bates, 2004; Baumruk, 2004; Council, 2004; Dhir & Shukla, 2019; Harter et al., 

2002; Richman, 2006; Vaijayanthi et al., 2011). EE is a process to create job satisfaction for 

employees so that they not only physically present at the workplace but also significantly 
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contribute to the organization's growth through personal effectiveness improvement (Rich et 

al., 2010; Smith & Bititci, 2017). EE is considered a tool to drive better performance in 

various employee roles (Dhir & Shukla, 2019). 

The social identity theory also supports that when employees feel a strong identity and 

affiliation with the organization, it fosters greater involvement and accountability toward their 

work (Bryant & Vorderer, 2006; Tajfel et al., 1979; Trepte, 2013). This essentially fulfills 

employees' inherent needs to be part of something meaningful and feel pride and 

belongingness associated with that identity (Ashforth & Mael, 1989). When employees 

identify as part of the organization, they feel responsible for allocating all their energy to their 

roles, enhancing their engagement and greater job satisfaction (Dhir & Shukla, 2019; 

Karanika-Murray et al., 2015). 

The results of the multivariable analysis indicate that knowledge sharing significantly 

influences civil servants' performance and consistently yields results both before and after 

adjustment with engagement and affective and normative commitment variables. Knowledge 

sharing leads to better employee engagement, effective decision-making, reduced knowledge 

loss, and stimulated innovation, ultimately resulting in better individual job performance and 

competitive advantage for the organization (Kwahk & Park, 2016; Nguyen et al., 2021; 

Razmerita et al., 2016). As a result, organizations have actively pursued various means to 

promote knowledge sharing to enhance individual performance and organizational 

competitiveness (An et al., 2014; Deng et al., 2023; Malik et al., 2020). 

This study found that knowledge sharing has a more substantial influence when 

combined with affective commitment. Research by (Mohd Rasdi & Tangaraja, 2022) 

indicates that affective (β = 0.416, p < 0.01) and normative (β = 0.222, p < 0.01) 

commitments positively affect knowledge-sharing behavior (KSB) performance. However, 

compared to normative commitment, affective commitment was found to have a more 

substantial influence on KSB (β = 0.416, t-values = 5.251). This suggests that emotional 

attachment to the organization is more important than feelings of obligation to the 

organization in driving knowledge-sharing behavior in the workplace. Thus, if employees 

have a strong emotional attachment or are emotionally committed to the organization, they 

will likely be more active in sharing knowledge. Meyer and Allen (1991) argue that affective 

commitment to the organization is also developed through job experiences that meet 

employees' needs and align with their values (Mohd Rasdi & Tangaraja, 2022). 

 

Conclusions 
 

The research findings indicate a positive relationship between employee engagement, 

organizational commitment, and knowledge sharing on civil servant performance. Employee 

engagement emerges as the variable with the most decisive influence, while knowledge 

sharing maintains a consistent effect before and after adjusting for engagement and 

commitment variables. Several intriguing findings emerge from this study, which could serve 

as discussion points for future research. The first finding relates to the negative impact of 

tenure on performance, which could be linked to organizational culture. Another noteworthy 

finding is the negative effect of continuance commitment on civil servant performance and 

how employee engagement diminishes the significance of affective and normative 
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commitment on performance. Longitudinal research could be used to find the time-dependent 

relationships between variables in order to get more accurate results. This would allow 

researchers to look at the relationship between employee engagement and affective and 

normative commitment, as well as the relationship between continuance commitment and 

civil servant performance. For practitioners, these findings can guide the creation of a positive 

work environment and culture to enhance engagement and knowledge-sharing culture, 

thereby maintaining a balance for social exchange. It is important to note that while 

employees are generally expected to have high organizational commitment, continuous 

material-related organizational commitment may prove detrimental. 
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