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Abstract 

This research aims to analyze the influence of extrinsic reward and intrinsic reward on affective commitment. Primary data, 

collected through surveys of respondents from the target population, served as the data source. Data collection methods 

include in-depth interviews, observations, and surveys using questionnaires. The respondents targeted for the survey are 

employees who have permanent employee status and have worked for at least one year are targeted for the survey. This study 

employs descriptive research methods. Sampling employed non-probability techniques, such as convenience sampling. The 

research results revealed a positive and significant impact of both extrinsic and intrinsic rewards on affective commitment. 

This shows that giving rewards, both in extrinsic and intrinsic form, can increase employee emotional commitment to the 

company. Apart from that, the results of the analysis also show that affective commitment has a positive and significant 

effect on knowledge transfer. This emphasizes the importance of having employees with high emotional commitment, 

because this can increase their ability to share knowledge and information with colleagues. To develop these findings, 

companies can consider improving reward programs that can increase employee affective commitment, both through 

extrinsic and intrinsic rewards. Apart from that, companies can also pay attention to other factors that can increase affective 

commitment, such as a supportive work culture, opportunities for development, and recognition of employee contributions. 

In this way, companies can create a work environment that supports knowledge transfer and improves overall performance.  
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1. Introduction  

The business world is experiencing rapid development in the current era of globalization, leading to increased 

competition among companies. This condition encourages companies to continue to increase their 

competitiveness in order to survive amidst increasingly dynamic changes in the business world. Companies are 

currently under intense pressure to enhance, fortify, and consistently refresh their competencies to confront both 

external and internal challenges. The service sector is one business sector that is currently undergoing significant 

development. The service business sector has an increasingly important role and makes quite a good contribution 

to the Indonesian economy [1]. Rapid economic growth has triggered demand for a variety of services, including 

consulting, finance, and information technology. Service companies are required to become more innovative and 

responsive to market needs. They need to bring more effective and efficient solutions to their customers. Apart 

from that, with the development of increasingly sophisticated technology, service companies must also be able to 

utilize it optimally to improve service quality and operational efficiency [2]. In the face of increasingly fierce 

competition, it is important for service companies to continue to make improvements in terms of human resource 

development, use of technology, and service quality. This way, the company can strengthen its market position 

and remain relevant in this era of globalization [3]. 

In the service business category, event organizers (EO) and advertising are some of the most popular at the 

moment. Event organizers serve not only as event managers, but also as promotional tools that can increase 

brand image and awareness of new products or programs. With a wider scope, EO becomes very important in 

launching products, holding gatherings, workshops, seminars, promotions, talk shows, or meeting, incentive, 

convention, exhibition events [4]. The industry in Indonesia has made significant strides, as evidenced by the 

many international-standard events held there. This shows great potential for the development of the country's 

event organizer and advertising industries. In the face of increasingly tight global competition, event organizers 
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and advertising companies need to continue to innovate and improve service quality. They must be able to adapt 

to technological developments and the latest trends. Apart from that, building a strong network with related 

parties is also the key to success in this industry [5]. As a result, the event organizer and advertising industry has 

bright future prospects, particularly with the continued growth of the market. It is important for companies in this 

field to continue to develop the right strategies to win global competition and achieve success in this dynamic 

industry [6]. 

The development of the event organizer industry as a complex industry involving many parties requires 

companies in this field to have high-quality human resources. The key to success in this competitive business lies 

in employees who can manage all aspects of event implementation and advertising creation, from planning to 

final implementation [7]. Human resources are an important component of company operations because they are 

a combination of physical, energy, ideas, knowledge, and skills that drive the company. Quality employees are a 

valuable asset for the company. They not only carry out operational tasks, but they also contribute to company 

development strategies and increased competitiveness [8]. With reliable human resources, companies can be 

more responsive to market changes and more innovative in creating quality services for customers. In the face of 

increasingly fierce competition, companies need to continue to develop their human resources. Training, career 

development, and creating a work environment that supports employee professional growth are important. Aside 

from that, companies must also pay attention to aspects of employee welfare in order to maintain their 

motivation and loyalty. Event organizers and advertising companies can build a good reputation, increase 

customer satisfaction, and win competition with competitors at the local and global levels by having quality 

human resources [9]. 

In a company, human resource development is important to increase employee knowledge and abilities, both 

intellectually and personally. However, there is still a lack of company efforts in terms of improving skills and 

developing knowledge for employees. Therefore, it is necessary to have good knowledge management from the 

company. Research indicates that up to 50% of employees actively strive to enhance their skills and knowledge. 

This shows that employees are aware of the importance of self-development in the work environment [10]. In 

addition, as many as 70% of employees acquire new skills through daily work experience, which shows the 

importance of learning from direct experience. There are various ways to manage company knowledge, 

including providing training and courses, mentoring, and sharing knowledge among employees. With good 

knowledge management, companies can increase productivity, innovation, and competitive advantage. Human 

resource development is also very important in the event organizer and advertising industries. Employees who 

have continuously developed knowledge and skills will be able to provide better service to customers, as well as 

help companies answer the challenges of increasingly fierce competition in this era of globalization [11]. 

Companies recognize the importance of knowledge as a strategic asset and therefore implement knowledge 

management for employees. Knowledge is the main foundation for achieving competitive advantage and adds 

value to the company. Knowledge management is becoming increasingly important because it can be the driving 

force behind creating value for companies and winning competition. In this context, we expect employees to not 

only enhance their personal knowledge but also demonstrate a willingness to share it with their colleagues. [11] 

Collaboration and knowledge sharing between employees are the keys to improving work quality and innovation 

in a company. With good knowledge management, companies can create a creative and innovative work 

environment. Employees feel appreciated and motivated to contribute optimally. This will have a positive impact 

on productivity, service quality, and the company's ability to compete in a competitive market. Therefore, 

knowledge management is an integral part of HR development strategy and achieving company goals. In this era 

of globalization, companies can create sustainable added value and win competition by optimally utilizing 

knowledge [12]. 

Organizations are trying to increase employees' willingness to manage and share knowledge, but many 

employees do not have the desire to share knawlache. Therefore, organizations need to motivate employees to be 

willing to share their knowledge. Designing a reward system specifically to encourage and motivate employees 

is one way to achieve this. We can design reward systems to incentivize employees who actively share 

knowledge, offering them bonuses, acknowledging their contributions, or providing them with the chance to 

participate in significant projects [12]. These rewards can provide employees with additional motivation to share 

knowledge because they feel valued and recognized for their contributions. Apart from that, it is also important 

to create a work culture that supports knowledge sharing. Creating an open and collaborative work environment 

allows employees to freely share knowledge without fear of belittlement or disregard. By designing the right 

reward system and creating a supportive work culture, organizations can increase employees' willingness to share 

knowledge, which will ultimately have a positive impact on innovation, productivity, and the organization's 

ability to compete in the market [13]. 

Individuals receive rewards as a form of appreciation for their achievements or contributions in their jobs. 

Rewards can come from an individual's internal satisfaction, such as achievement, recognition, and progress at 

work. Reward systems can use two types of approaches, namely extrinsic and intrinsic, to motivate employee 
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behavior. Extrinsic rewards, such as salary, bonuses, or incentives, can motivate employees because they fulfill 

physical needs that are important to them [14]. However, companies must provide intrinsic rewards, such as 

opportunities for growth, self-expression, or a sense of belonging to the job, after meeting extrinsic needs to 

enhance employee commitment to the company. With rewards, employees feel appreciated and recognized for 

their contributions, so they are more willing to share knowledge and develop commitment to the company. 

Rewards encourage and increase employees' emotional commitment, which in turn motivates them to invest time 

and energy in the organization. Thus, rewards can be an important factor in developing strong emotional 

commitment between employees and the company [15]. 

Affective commitment refers to a person's level of emotional involvement and identification with the 

organization where they work. Employees with strong emotional commitment are more likely to stay and 

contribute positively to the organization. To encourage a willingness to share knowledge, employees need to feel 

committed to the organization and its goals. Work experience and organizational characteristics that foster 

psychological comfort influence affective commitment. For instance, equitable treatment during decision-

making, motivating managers, employees who trust in the organization's principles, and concentrating on the 

organization's objectives all contribute to affective commitment [12]. This also increases the employee's sense of 

competence. Affective commitment creates a collective identity among individuals in an organization, which can 

encourage pro-social behavior such as voluntary knowledge sharing. Collective identity is a sense of shared 

purpose that increases the likelihood of individuals sharing knowledge for the benefit of the organization. 

Affective commitment can also help employees overcome resistance to sharing knowledge [13]. Organizations 

that are able to build high levels of emotional commitment among employees will benefit in terms of increased 

employee loyalty and contribution. Employees who are emotionally committed tend to have high motivation, are 

willing to put in extra effort, and are better prepared to carry out knowledge transfer within the organization [14]. 

Knowledge transfer is a communication process where the recipient of the knowledge learns and applies the 

knowledge from the source. This process is critical for transferring knowledge from individuals or groups who 

have it to other individuals or groups who need it. The basic difference between knowledge transfer and 

knowledge sharing is that knowledge transfer places more emphasis on the process of transferring knowledge 

from one party to another, while knowledge sharing places more emphasis on the exchange of knowledge 

between two or more individuals, which results in the development and creation of new knowledge [15]. In 

practice, it is important for organizations to encourage and facilitate knowledge transfer so that employees can 

easily share knowledge with each other. Organizations can achieve this by fostering an organizational culture 

that encourages knowledge sharing, utilizing technology to enhance collaboration and communication, and 

offering incentives or rewards to employees who contribute to knowledge transfer. By encouraging knowledge 

transfer, companies can increase employee productivity, both individually and in teams. This also assists in 

effectively managing knowledge so that companies can achieve quality human resources and compete in a 

competitive market [16]. 

2. Research Methods 

Researchers collect information through investigation, examination, experimentation, or observation using 

specific methods to achieve specific goals. In this study, the researcher directly gathers data from the object 

under investigation, a process known as primary data. This research utilizes primary data, gathered from surveys 

of respondents within the target population. Data collection methods used in this research include in-depth 

interviews, observations, and surveys using questionnaires. The respondents targeted for the survey are 

employees who have permanent employee status and have worked for at least one year are targeted for the 

survey. This study employs descriptive research methods that aim to describe or explain existing phenomena. In 

this research, sampling was done using non-probability techniques, such as convenience sampling. The 

researcher selects sample units based on their personal judgment and comfort, using this technique. By using 

convenience sampling, researchers can more easily and quickly obtain the samples needed for this research. 

3. Results and Discussion 

The results of the structural model test show that there is a significant influence between intrinsic reward and 

affective commitment. This finding is consistent with previous research, which also found a positive relationship 

between these two variables. This suggests that factors such as opportunities for self-development, self-

expression, and a sense of belonging to the job can increase employees' emotional involvement in the 

organization. It is important for companies to pay attention to how they can increase intrinsic rewards for 

employees. Effective steps include providing opportunities for self-development through training and 

development, providing space for creative expression at work, and providing a greater sense of responsibility. By 

providing adequate intrinsic rewards, companies can increase employee emotional commitment. High emotional 

commitment has a positive impact on employee performance and loyalty to the organization. Employees who 

feel appreciated and have a strong emotional bond with the company tend to be more committed to putting in 
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extra effort and working better. Therefore, increasing intrinsic rewards can be an effective strategy for companies 

to strengthen the relationship between employees and the organization. 

The results of the structural model test show that there is a significant relationship between affective 

commitment and knowledge transfer. These findings indicate that employees who have a strong emotional 

attachment to the organization tend to be more willing to share knowledge with others. The fact that emotionally 

connected employees have higher intrinsic motivation to contribute to the organization's success explains this. It 

is important for companies to pay attention to factors that can increase employee emotional commitment. 

Creating a supportive work environment, providing recognition for employee contributions, and promoting 

positive organizational values can help increase emotional commitment. Furthermore, providing opportunities 

for employees to be involved in decision-making and taking greater responsibility can increase their sense of 

ownership of the organization. By increasing affective commitment, companies can encourage employees to be 

more active in sharing knowledge and experience. Sharing knowledge and experience can enhance 

organizational efficiency and effectiveness, leading to process improvements and innovation. Therefore, 

companies need to pay attention to and increase employee affective commitment as part of a strategy to improve 

the performance and success of the organization as a whole. 

The research results show that extrinsic rewards have a significant positive influence on employee emotional 

commitment. This finding is consistent with previous research, which also found a strong relationship between 

extrinsic rewards and affective commitment. This shows that providing extrinsic rewards, such as salary, 

allowances, incentives, bonuses, and other benefits, can increase the level of emotional attachment of employees 

to the company. In this research, the majority of respondents considered that the company had provided adequate 

extrinsic rewards. They feel that the salary they receive is in line with their expectations and the work they do. 

Apart from that, the company also provides various adequate benefits and facilities, such as transportation 

facilities, health insurance, recreational facilities, and opportunities to take part in training and develop skills. It 

is important for companies to continue to pay attention to and increase the provision of extrinsic rewards to 

employees. Companies can build better relationships with employees by providing appropriate and fair rewards, 

which ultimately increases employee emotional commitment. This can have a positive impact on employee 

performance and loyalty to the company.  

According to the research findings, it appears that providing incentives to companies requires more attention. 

Despite the majority of employees' satisfaction with extrinsic rewards, there are indications that these incentives 

may not always align with their contributions. This shows the importance for companies to increase transparency 

and fairness in providing incentives. Several employees expressed dissatisfaction with external service 

incentives, believing they did not align with their work, as revealed by the results of in-depth interviews. 

Therefore, companies should carry out further evaluation of the incentive system, including an analysis of the 

needs and contributions of individual employees. Providing fair and appropriate incentives for work 

contributions can not only increase employee emotional commitment, but also strengthen the relationship 

between employees and the company. Aside from that, companies should also consider providing overtime pay 

for employees who work outside the specified working hours as a form of appreciation for their hard work and 

dedication. By evaluating and improving the incentive system, companies can increase employee satisfaction and 

loyalty, as well as strengthen employee commitment to the company. 

The research results show that intrinsic rewards have a positive influence on employee emotional commitment. 

This is in line with findings from previous research, which show that providing recognition and appreciation 

from the company to employees can increase employees' emotional involvement in the organization. Despite the 

majority of respondents expressing satisfaction with the intrinsic rewards offered by the company, there are 

indications suggesting the need for further improvement in employee performance recognition. For example, the 

use of key performance indicators can help managers measure employee performance objectively and provide 

rewards according to their achievements. Companies can also provide rewards in the form of recognition and 

appreciation for employee contributions, such as awards or certificates of achievement. In addition, it is 

important for companies to increase employee involvement in organizational activities. Companies can achieve 

this by offering opportunities for employees to participate in decision-making or employee development 

programs. In this way, employees will feel appreciated and have a stronger commitment to the company. 

According to the results of in-depth interviews and direct observations, employees are active in helping their 

colleagues and are willing to take on responsibilities outside of their main duties. However, there are 

opportunities to further enhance employees' personal development and independence. We can take a step by 

providing employees with more opportunities to assume larger roles in projects like events or advertising. This 

can help increase their self-confidence and give them valuable experience in developing their skills and abilities. 

In addition, it is important for superiors to provide support and opportunities for employees to contribute ideas 

and input related to work. This will not only increase employee motivation and engagement, but it can also 

generate innovative ideas that are beneficial to the company. In this way, companies can continue to improve the 
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work environment to support employee personal development and independence, which in turn will have a 

positive impact on the company's overall performance and success. 

Based on the results of the descriptive analysis on the affective commitment variable, the majority of respondents 

showed the good category for five indicators, with an average value of 4, which is also in the good category. 

However, it was found that in the first indicator, many employees answered in the "enough" category regarding 

their feelings of being happy to spend their careers at the company. This shows the potential to increase 

employee loyalty so that they have a stronger emotional commitment to the company. Implementing rewards for 

employees is one strategy to consider. Rewards can be a factor that influences employee loyalty and helps 

strengthen their emotional attachment to the company. Apart from that, it is also important to build a work 

culture that supports collaboration between employees. When employees feel that they are part of a solid team, 

they will be more willing to put in extra effort and help achieve company goals. Apart from that, it is also 

important to pay attention to employee welfare and provide support when problems occur within the company. In 

this way, employees will feel appreciated and be more motivated to contribute positively to the company. The 

company hopes to increase employee loyalty and strengthen their emotional commitment to the company by 

taking these steps, leading to a positive impact on the company's overall performance and success. 

The research results show that affective commitment has a positive influence on knowledge transfer. The higher 

the level of affective commitment felt by employees, the more knowledge transfer occurs. The descriptive 

analysis of the knowledge transfer variable reveals that most respondents rated it as good for six indicators, with 

an average score of 4. To increase the level of knowledge transfer, companies can take several steps. First, build 

effective communication between employees by holding regular sharing sessions involving all employees, as 

well as special sharing activities for each division. Secondly, ensure the provision of diverse work-related 

information by ensuring the completeness of data and information shared with employees in their respective 

divisions. Thirdly, cultivating a cooperative and collaborative work culture is crucial to foster a work 

environment that encourages employees to share knowledge and collaborate to solve problems. Companies hope 

to increase the level of knowledge transfer within the organization by implementing these steps, leading to a 

positive impact on the company's overall performance and success.   

4. Conclusion 

Based on the research results, it appears that extrinsic and intrinsic rewards play an important role in increasing 

employee emotional commitment to the company. This shows that providing rewards, both in the form of 

extrinsic and intrinsic, can influence the level of employee affective commitment. Apart from that, the research 

results also show that affective commitment has a significant impact on knowledge transfer. This indicates that 

employees who have high affective commitment tend to be more active in sharing knowledge and information 

with colleagues, which in turn can increase the organization's ability to learn and innovate. To develop these 

findings, companies can consider improving reward programs that can increase employee affective commitment, 

as well as building a work culture that supports collaboration and knowledge sharing. Apart from that, it is also 

important to provide opportunities and support for employees to continue to develop and contribute positively to 

the company. In this way, companies can create a work environment that supports knowledge transfer and 

improves overall performance, so that they can compete better in the market and achieve higher business goals.  
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