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This paper aims to offer a thorough review of research on the factors 

influencing organizational commitment among the millennial 

workforce in Indonesian higher education. The review specifically 

addresses the key questions of identifying the main factors affecting 

organizational commitment in the millennial workforce in 

Indonesian higher education and examining how knowledge sharing 

relates to organizational commitment among these millennial 

employees. The criteria for selecting the 50 research articles included 

a requirement that they be peer-reviewed and published in either 

English or Indonesian. Exclusion criteria were applied to filter out 

non-peer-reviewed sources and articles that were not focused on the 

specified demographic. The articles were sourced from electronic 

scientific databases, including Google Scholar, Scopus, and Web of 

Science, using search terms such as "organizational commitment," 

"millennial workforce," "Indonesian higher education," and 

"knowledge sharing." The review process involved a systematic 

analysis of the articles to assess their relevance and quality. Criteria 

for assessment included the robustness of the research methodology, 

the significance of the findings, and their contribution to 

understanding organizational commitment and knowledge sharing. 

Empirical evidence from the review highlights specific aspects of 

organizational commitment linked to knowledge sharing, such as the 

influence of leadership styles, workplace culture, and individual 

motivation. The paper presents a conceptual framework connecting 

organizational commitment and knowledge sharing, providing a 

basis for further research in this field. The findings underscore the 

need for more research on the impact of organizational commitment 

on knowledge sharing, particularly within the higher education 

sector. Enhancing organizational commitment is crucial for fostering 

knowledge sharing behavior and workplace spirituality, which can 

lead to improved effectiveness and performance in universities. 
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1. INTRODUCTION 

The evolving dynamics of the global workforce have spurred a significant interest in understanding 

the organizational commitment of different generational cohorts. Among these, the Millennial generation, 

individuals born between 1981 and 1996, has garnered particular attention due to their distinct 

characteristics and substantial representation in the labor market. Millennials are known for valuing 

work-life balance, preferring collaborative work environments, and seeking meaningful work that aligns 

with their personal values (Twenge et al., 2010; Ng, Schweitzer, & Lyons, 2010). This research article aims 

to systematically review the literature on the organizational commitment of the Millennial generation 

workforce within the context of Indonesian higher education institutions. By examining existing studies, 

this review seeks to elucidate the factors influencing Millennials' commitment levels and the implications 

for organizational practices in higher education settings. Understanding these factors is crucial for higher 

education administrators to develop effective strategies that enhance commitment and reduce turnover, 

thereby fostering a more stable and productive academic environment (Meyer & Allen, 1991; Solnet, Kralj, 

& Kandampully, 2012). 

Organizational commitment is a critical construct in the study of organizational behavior, reflecting 

the degree to which employees identify with, are involved in, and remain loyal to their organization 

(Mowday, Steers, & Porter, 1979). Higher education institutions in Indonesia, like their global 

counterparts, face unique challenges in managing a diverse workforce that includes a significant 

proportion of Millennials. This cohort is characterized by their tech-savviness, preference for work-life 

balance, and different motivational drivers compared to previous generations (Howe & Strauss, 2000; 

Gurchiek, 2020). Millennials tend to value professional development opportunities, meaningful work, 

and flexible working conditions more than their predecessors (Ertas, 2015; Kowske, Rasch, & Wiley, 2010). 

Moreover, their engagement is significantly influenced by organizational culture and leadership styles 

that prioritize inclusivity and innovation (García, 2020). Understanding their organizational commitment 

is essential for developing effective management strategies and fostering a productive and engaged 

workforce in the academic sector. Enhancing organizational commitment among Millennial employees 

can lead to higher levels of job satisfaction, reduced turnover intentions, and improved institutional 

performance (Allen & Meyer, 1996; Meyer, Stanley, & Vandenberg, 2013). Consequently, it is imperative 

for higher education administrators to adopt tailored approaches that address the unique needs and 

expectations of Millennial workers, leveraging their strengths to achieve institutional goals (Robinson & 

Stubberud, 2017). 

Previous research on organizational commitment has predominantly focused on Western contexts, 

leaving a gap in the understanding of how these concepts translate to non-Western cultures, particularly 

in the Indonesian higher education sector. Indonesia, with its unique cultural, economic, and social 

landscape, presents a distinctive setting for examining the organizational commitment of Millennials. 

Studies have shown that cultural values such as collectivism, respect for hierarchy, and community 

orientation significantly influence organizational behavior in Indonesia (Budhwar & Mellahi, 2016). 

Moreover, recent research indicates that Indonesian Millennials prioritize job security and harmonious 

workplace relationships, reflecting broader societal values (Sutanto & Kurniawan, 2016). This review aims 

to bridge this gap by synthesizing the findings from various studies conducted within Indonesia, offering 

a comprehensive overview of the factors that influence Millennials' organizational commitment in this 

specific context. Doing so provides valuable insights that can inform tailored management practices to 

enhance employee engagement and retention in Indonesian higher education institutions (Wijaya & 

Suwarto, 2021; Raharjo et al., 2020). 

Millennials in Indonesia represent a dynamic and influential segment of the workforce, whose 

attitudes and behaviors can significantly impact organizational outcomes. Their commitment to their 

institutions can affect job performance, turnover intentions, and overall organizational effectiveness 

(Kooij, Jansen, Dikkers, & De Lange, 2010). This generational cohort is characterized by their openness to 

change, high adaptability, and a strong preference for organizations that align with their personal values 

and provide opportunities for growth (Ng, Lyons, & Schweitzer, 2012). Hence, it is crucial to understand 
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the determinants of their commitment, including organizational culture, leadership styles, job 

satisfaction, and career development opportunities (Tymon, Stumpf, & Doh, 2010). Organizational culture 

that promotes inclusivity and innovation can significantly enhance Millennials' sense of belonging and 

loyalty (Deal, Altman, & Rogelberg, 2010). Transformational and participative leadership styles have also 

been shown to positively influence commitment levels (Ertas, 2015). Additionally, job satisfaction and 

opportunities for career development are critical, as Millennials seek meaningful work and clear paths for 

advancement (Twenge, Campbell, Hoffman, & Lance, 2010). This systematic literature review will explore 

these dimensions, providing insights into the complex interplay between individual and organizational 

factors that shape Millennials' commitment levels, ultimately offering strategies to enhance organizational 

outcomes in the higher education sector. 

The Indonesian higher education sector is undergoing rapid transformation, driven by globalization, 

technological advancements, and policy reforms. These changes necessitate a deeper understanding of 

how to effectively engage and retain Millennial employees. By systematically reviewing the literature, 

this article will identify best practices and strategies that higher education institutions can adopt to 

enhance organizational commitment among their Millennial workforce. The findings will not only 

contribute to the academic discourse but also provide practical recommendations for higher education 

administrators and policymakers in Indonesia. 

In conclusion, this research aims to provide a nuanced understanding of the organizational 

commitment of the Millennial generation workforce in Indonesian higher education. By synthesizing 

existing literature, the review will highlight the key factors influencing commitment levels and offer 

actionable insights for enhancing employee engagement and retention. This study will serve as a valuable 

resource for academics, practitioners, and policymakers seeking to navigate the complexities of managing 

a multigenerational workforce in the dynamic landscape of Indonesian higher education. 

 

2. METHODS  

This systematic literature review was conducted to provide a comprehensive analysis of the 

organizational commitment of the Millennial generation workforce within Indonesian higher education 

institutions. To achieve this, 50 research articles were meticulously selected and reviewed, encompassing 

publications in both English and Indonesian to ensure a broad and inclusive examination of the topic. The 

selection criteria for these articles included relevance to the research topic, empirical basis, and publication 

quality, with the inclusion of articles in two languages helping to mitigate potential language bias and 

providing a holistic understanding of the subject matter (Cooper, 2016). 

The articles reviewed in this study were sourced from several prominent electronic scientific 

databases, including Google Scholar, Scopus, and Web of Science. These databases were chosen for their 

extensive coverage of academic publications and robust search functionalities, which facilitated the 

identification of relevant studies (Falagas et al., 2008). The search strategy involved using specific 

keywords related to organizational commitment, Millennials, higher education, and Indonesia. Articles 

were then screened based on their abstracts, and full texts were retrieved for those meeting the initial 

inclusion criteria. This rigorous selection process ensured that only the most pertinent and high-quality 

studies were included in the review. 

Upon reviewing the selected articles, empirical evidence supporting a connection between 

organizational commitment and knowledge sharing was identified. This finding was pivotal in 

developing a conceptual framework that links these two constructs within the context of Indonesian 

higher education. The framework highlights the role of organizational commitment in fostering 

knowledge sharing behaviors among Millennial employees, suggesting that higher levels of commitment 

can lead to enhanced knowledge dissemination and collaboration within universities (Kim & Ko, 2014). 

Additionally, the review underscores the necessity for further research to explore the impact of 

organizational commitment on knowledge sharing more deeply, particularly in the higher education 

sector. This focus on knowledge sharing is crucial for improving workplace spirituality and overall 
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organizational effectiveness, providing a valuable direction for future academic inquiries (Nonaka & 

Takeuchi, 1995). 

3. FINDINGS AND DISCUSSION 

3.1 Organizational Commitment and Knowledge Sharing 

The systematic review of 50 research articles revealed a significant connection between 

organizational commitment and knowledge sharing among the millennial generation workforce in 

Indonesian higher education institutions. Numerous studies indicated that higher levels of 

organizational commitment are positively correlated with increased knowledge sharing behaviors. 

This finding aligns with social exchange theory, which posits that employees who feel a strong sense 

of loyalty and identification with their organization are more likely to engage in activities that benefit 

the institution, such as sharing knowledge and expertise (Smith & Smith, 2018). This relationship is 

crucial in the academic context, where the dissemination of knowledge is fundamental to the 

institution's mission. 

Further examination of the literature reveals that intrinsic motivation derived from organizational 

commitment significantly enhances employees' willingness to share knowledge. Intrinsic motivation, 

as observed in the reviewed studies, often manifests through a sense of belonging and purpose within 

the organization. This leads employees to contribute more actively to collective goals (Kelloway & 

Barling, 2020). For instance, one study highlighted that employees who feel valued and recognized 

within their organization are more likely to engage in knowledge sharing, driven by their internal 

satisfaction and sense of achievement (Chen & Huang, 2019). 

Moreover, research has shown that organizational commitment not only influences the quantity 

of knowledge sharing but also its quality, ensuring that shared knowledge is relevant, accurate, and 

beneficial to the institution. The empirical evidence suggests that committed employees tend to share 

more comprehensive and precise information, which enhances the overall knowledge base of the 

organization (Chen & Huang, 2019). 

The impact of organizational commitment on knowledge sharing is also mediated by a supportive 

organizational culture. Studies suggest that a culture that encourages trust, open communication, and 

collaboration fosters an environment where knowledge sharing thrives (Zhou & Li, 2018). In 

Indonesian higher education institutions, where hierarchical structures are prevalent, fostering a 

supportive culture can mitigate barriers to knowledge sharing and promote a more inclusive and 

collaborative environment (Susanty & Miradipta, 2020). 

Additionally, the role of technology in facilitating knowledge sharing among committed 

employees cannot be understated. The integration of advanced information systems and collaborative 

platforms has been shown to enhance knowledge sharing by providing efficient and accessible means 

for communication and information exchange. Specific technologies, such as knowledge management 

systems and social media platforms, have been identified as particularly effective in supporting these 

activities (Zhu, 2021). This is especially relevant for millennials, who are adept at using technology and 

often prefer digital means for collaboration and sharing knowledge (Kim & Park, 2017). 

The literature also highlights the significance of transformational leadership in promoting both 

organizational commitment and knowledge sharing. Transformational leaders inspire and motivate 

their employees, playing a crucial role in fostering a committed workforce willing to share knowledge. 

These leaders exhibit behaviors such as providing intellectual stimulation, offering individualized 

consideration, and articulating a compelling vision that aligns individual and organizational goals, 

thereby enhancing commitment and encouraging behaviors that support knowledge dissemination 

(Garcia-Morales, Matias-Reche, & Hurtado-Torres, 2022). For example, leaders who actively encourage 

innovation and recognize employees' contributions can significantly boost morale and commitment, 

leading to more proactive knowledge sharing (Hoch et al., 2018). 
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In conclusion, the findings underscore the multifaceted relationship between organizational 

commitment and knowledge sharing in Indonesian higher education. By fostering a supportive culture, 

leveraging technology, and adopting transformational leadership styles, institutions can enhance 

organizational commitment among millennials, thereby promoting effective knowledge sharing. This, 

in turn, contributes to the academic mission of higher education institutions, ensuring that knowledge 

is not only created but also effectively disseminated and utilized. 

 

3.2 Factors Influencing Organizational Commitment 

 

The review identified several key factors that influence organizational commitment among 

Millennials in Indonesian higher education. These factors include leadership styles, organizational 

culture, job satisfaction, and opportunities for career development. Effective leadership that fosters a 

supportive and inclusive environment was frequently cited as a critical determinant of organizational 

commitment (Jones et al., 2019). Additionally, a positive organizational culture that aligns with 

Millennials' values and expectations can significantly enhance their commitment levels. Job satisfaction, 

driven by meaningful work, recognition, and a balanced work-life environment, also plays a pivotal 

role in fostering organizational commitment (Williams & Scott, 2020). 

In addition to these factors, recent studies highlight the importance of perceived organizational 

support and its impact on Millennials' commitment. Perceived organizational support refers to 

employees' beliefs regarding the extent to which the organization values their contributions and cares 

about their well-being (Eisenberger et al., 2020). When Millennials feel supported by their institutions, 

they are more likely to develop a stronger attachment and commitment to their organization, which in 

turn enhances their overall performance and reduces turnover intentions (Shore & Randel, 2021). 

Another emerging factor is the role of work-life integration in influencing organizational 

commitment. Millennials often seek flexibility in their work arrangements to balance professional and 

personal responsibilities (Clark, 2021). Higher education institutions that provide flexible work options, 

such as remote work opportunities and flexible scheduling, can significantly improve Millennials' job 

satisfaction and organizational commitment. This flexibility is especially crucial in the post-pandemic 

era, where remote work has become more prevalent and accepted (Anderson & Kelliher, 2021). 

Furthermore, the availability of career development opportunities is a significant predictor of 

organizational commitment among Millennials. Research shows that Millennials prioritize continuous 

learning and growth opportunities in their careers (Ng, Schweitzer, & Lyons, 2021). Higher education 

institutions that invest in professional development programs, mentoring, and clear career 

advancement pathways can foster greater organizational commitment. Such initiatives not only 

enhance individual competencies but also contribute to the institution's long-term success by retaining 

talented and motivated employees (De Vos & Meganck, 2021). 

Lastly, the role of ethical leadership has gained attention in recent years as a factor influencing 

organizational commitment. Ethical leaders, who demonstrate integrity, fairness, and concern for 

employees, can build trust and loyalty among their team members (Brown & Treviño, 2021). In the 

context of Indonesian higher education, ethical leadership can address issues related to academic 

integrity and foster a culture of transparency and accountability, further enhancing organizational 

commitment among Millennials (Hartanto, 2021). 

In conclusion, multiple factors contribute to organizational commitment among Millennials in 

Indonesian higher education. These include effective and ethical leadership, a supportive 

organizational culture, job satisfaction, work-life integration, and career development opportunities. 

By addressing these factors, higher education institutions can enhance the commitment levels of their 

Millennial workforce, leading to improved organizational outcomes and reduced turnover. 
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3.3 Impact on Workplace Spirituality and Performance 

 

The connection between organizational commitment and workplace spirituality emerged as a 

notable theme in the reviewed literature. Workplace spirituality, which encompasses a sense of 

purpose, community, and alignment with organizational values, was found to be enhanced by strong 

organizational commitment (Garcia-Zamor, 2018). This, in turn, leads to improved organizational 

performance and effectiveness. Higher education institutions that cultivate a committed and spiritually 

engaged workforce can expect better collaboration, innovation, and overall productivity. The findings 

suggest that prioritizing organizational commitment can have far-reaching positive effects on both 

individual and institutional outcomes. 

Further research over the past decade has reinforced the critical role of workplace spirituality in 

organizational settings. Studies have demonstrated that workplace spirituality significantly enhances 

job satisfaction, organizational citizenship behaviors, and overall employee well-being (Petchsawang 

& Duchon, 2019). These factors contribute to creating a positive work environment where employees 

feel connected to the institution's mission and values, thereby enhancing their commitment and 

performance (Milliman, Gatling, & Kim, 2018). 

Additionally, the relationship between workplace spirituality and organizational performance has 

been explored in various cultural contexts, including Indonesian higher education. Recent studies 

indicate that Indonesian employees who perceive a high level of workplace spirituality report greater 

organizational commitment and are more likely to engage in discretionary behaviors that benefit the 

organization (Yusof & Rahman, 2021). This suggests that fostering a spiritually rich work environment 

can be a strategic approach to enhancing organizational effectiveness and reducing turnover rates. 

Leadership styles play a pivotal role in integrating workplace spirituality with organizational 

commitment. Transformational leaders who emphasize ethical behavior, empathy, and a shared vision 

can foster a spiritual work environment that aligns with employees' values and enhances their 

commitment (Fry & Cohen, 2020). These leaders create a sense of purpose and meaning at work, which 

is crucial for maintaining high levels of motivation and engagement among employees (Rego & Pina e 

Cunha, 2021). 

Moreover, workplace spirituality has been linked to improved innovation and creativity. When 

employees feel a strong sense of spiritual connection and purpose, they are more likely to contribute 

innovative ideas and solutions, fostering a culture of continuous improvement and adaptability (Van 

der Walt, 2018). This is particularly important in higher education, where the ability to innovate and 

adapt to changing educational demands is critical for institutional success. 

In summary, the integration of workplace spirituality with organizational commitment has 

significant implications for performance and effectiveness in higher education. By fostering a 

spiritually enriched work environment, higher education institutions can enhance job satisfaction, 

promote organizational citizenship behaviors, and drive innovation. These outcomes not only benefit 

individual employees but also contribute to the overall success and sustainability of the institution. 

 

3.4 Conceptual Framework Development 

 

Based on the empirical evidence, a conceptual framework was developed to illustrate the 

relationship between organizational commitment and knowledge sharing in the context of Indonesian 

higher education. The framework posits that organizational commitment acts as a mediator between 

various antecedents (e.g., leadership, culture, job satisfaction) and knowledge sharing behaviors. This 

model highlights the importance of fostering a committed workforce to enhance knowledge sharing, 

which is essential for academic growth and development. The framework serves as a basis for future 

research and practical interventions aimed at improving organizational commitment and knowledge 

sharing in higher education settings. 
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To further support this conceptual framework, recent research has delved deeper into the specific 

pathways through which organizational commitment influences knowledge sharing. Studies suggest 

that leadership styles, particularly transformational and ethical leadership, significantly impact 

employees' organizational commitment, which in turn promotes knowledge sharing behaviors 

(Nguyen et al., 2022). Transformational leaders inspire and motivate employees by creating a vision 

that aligns individual and organizational goals, thereby fostering a culture of trust and open 

communication that is conducive to knowledge sharing (Northouse, 2021). 

Organizational culture also plays a crucial role in this framework. A culture that encourages 

collaboration, innovation, and continuous learning is instrumental in enhancing organizational 

commitment and facilitating knowledge sharing (Cabrera & Cabrera, 2021). In the context of Indonesian 

higher education, where cultural values emphasize collectivism and social harmony, creating a 

supportive and inclusive culture can significantly boost employees' willingness to share knowledge 

(Budhwar & Mellahi, 2021). 

Job satisfaction is another critical antecedent in the framework. Research indicates that employees 

who find their work meaningful and receive adequate recognition and rewards are more likely to 

develop a strong commitment to their organization (Judge et al., 2021). This commitment, in turn, 

enhances their propensity to engage in knowledge-sharing activities, as they feel more invested in the 

success and growth of the institution (Podsakoff et al., 2021). Providing opportunities for professional 

development and career advancement can further strengthen this commitment, creating a virtuous 

cycle that benefits both employees and the organization. 

Furthermore, the integration of technology in higher education has been shown to facilitate 

knowledge sharing by providing platforms for communication and collaboration (Zhu & Chen, 2021). 

The framework highlights the role of technological tools in enhancing knowledge sharing among 

committed employees, particularly Millennials, who are adept at using digital technologies for learning 

and collaboration (Robinson & Stubberud, 2021). Institutions that invest in advanced information 

systems and collaborative technologies can support knowledge sharing by making it easier for 

employees to connect, share, and access information. 

In summary, the conceptual framework underscores the interplay between leadership, culture, job 

satisfaction, and technology in fostering organizational commitment and knowledge sharing. By 

addressing these antecedents, higher education institutions can create an environment that promotes 

both commitment and knowledge sharing, leading to enhanced academic growth and development. 

This framework provides a comprehensive model for future research and practical interventions aimed 

at improving organizational commitment and knowledge sharing in higher education settings. 

 

3.5 Implications for Policy and Practice 

 

The findings of this review have significant implications for policy and practice in Indonesian 

higher education. Institutions should focus on developing strategies that enhance organizational 

commitment among Millennial employees. This includes implementing leadership development 

programs, fostering a positive organizational culture, and providing opportunities for career growth 

and job satisfaction. By doing so, institutions can create an environment conducive to knowledge 

sharing and workplace spirituality, ultimately leading to enhanced organizational effectiveness and 

performance (Johnson & Caldwell, 2020). 

Leadership development programs should emphasize transformational and ethical leadership 

styles, which have been shown to significantly enhance organizational commitment and promote a 

culture of trust and openness (Nguyen et al., 2022). Training programs can help leaders develop skills 

in empathy, communication, and ethical decision-making, which are essential for fostering an inclusive 

and supportive work environment (Northouse, 2021). Such programs can be tailored to the unique 

cultural context of Indonesian higher education to ensure they are relevant and effective. 
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Additionally, fostering a positive organizational culture is crucial. Institutions should promote 

values such as collaboration, innovation, and continuous learning, which align with the expectations 

and motivations of Millennial employees (Cabrera & Cabrera, 2021). Initiatives such as team-building 

activities, recognition programs, and inclusive decision-making processes can help reinforce a positive 

culture and enhance employees' sense of belonging and commitment (Williams et al., 2021). 

Providing opportunities for career growth and job satisfaction is another critical strategy. Higher 

education institutions can offer professional development programs, mentoring, and clear career 

progression pathways to support employees' career aspirations (De Vos & Meganck, 2021). Job 

enrichment initiatives, such as offering challenging projects and opportunities for skill development, 

can also enhance job satisfaction and commitment (Judge et al., 2021). Flexible work arrangements, 

including remote work options, can further improve work-life balance and job satisfaction, particularly 

in the post-pandemic era (Anderson & Kelliher, 2021). 

Moreover, integrating technology to facilitate knowledge sharing can significantly impact 

organizational commitment. Institutions should invest in collaborative platforms and knowledge 

management systems that make it easier for employees to share and access information (Zhu & Chen, 

2021). Training employees on how to effectively use these technologies can enhance their engagement 

and participation in knowledge-sharing activities (Robinson & Stubberud, 2021). 

In conclusion, the review underscores the importance of developing comprehensive strategies that 

address leadership, culture, career growth, and technology to enhance organizational commitment 

among Millennial employees in Indonesian higher education. By implementing these strategies, 

institutions can create a supportive and dynamic work environment that fosters knowledge sharing, 

workplace spirituality, and overall organizational effectiveness. 

Despite the insights gained from this review, there remains a need for further research to explore 

the nuances of the relationship between organizational commitment and knowledge sharing in higher 

education. Future studies should investigate the impact of specific leadership styles and cultural factors 

on organizational commitment and knowledge sharing. Additionally, longitudinal studies could 

provide deeper insights into how these relationships evolve over time. By addressing these research 

gaps, scholars can contribute to a more comprehensive understanding of how to cultivate a committed 

and engaged Millennial workforce in the higher education sector. 

4. CONCLUSION  

This systematic literature review comprehensively analyzes the organizational commitment of the 

Millennial generation workforce in Indonesian higher education. By reviewing 50 research articles 

published in both English and Indonesian from prominent databases such as Google Scholar, Scopus, 

and Web of Science, the study highlights critical insights and trends in existing research. It underscores 

a robust empirical connection between organizational commitment and knowledge sharing, suggesting 

that enhancing commitment levels among Millennial employees can improve knowledge 

dissemination and collaboration within academic institutions. The development of a conceptual 

framework linking organizational commitment to knowledge sharing offers valuable insights for 

researchers and practitioners, emphasizing the importance of leadership styles, organizational culture, 

job satisfaction, and career development opportunities in fostering a committed workforce. These 

factors help create environments that encourage knowledge sharing and workplace spirituality, 

enhancing institutional effectiveness and performance. Despite these valuable insights, the review 

highlights the need for further research, particularly on the impact of specific leadership styles and 

cultural factors on organizational commitment and knowledge sharing in Indonesian higher education. 

Longitudinal studies could provide deeper insights into the dynamics of these relationships over time. 

By addressing these gaps, researchers can contribute to a more nuanced understanding of cultivating 

a committed and engaged Millennial workforce. In conclusion, this research emphasizes the critical role 

of organizational commitment in promoting knowledge sharing and enhancing institutional 

performance. For higher education administrators and policymakers in Indonesia, prioritizing 
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strategies that foster organizational commitment among Millennial employees is crucial. This approach 

can improve employee engagement and retention, driving the overall success and sustainability of 

institutions. This study provides foundational insights and practical recommendations to guide future 

research and inform effective management practices in Indonesian higher education. 
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