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	Abstract

	The purpose of this study was to determine the effect of organizational support and opportunities for growth and employee engagement with OCB. The study was conducted on 200 employees of generation Z Islamic banking in Indonesia. Analysis using SEM (AMOS) shows several findings: organizational support influence on employee engagement; organizational support has an effect on OCB; career development influence on employee engagement; career development has an effect OCB; employee engagement has an effect on OCB.
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INTRODUCTION
Human resources are one of the important drivers of an organization where the human aspect has a role as a planner and an active actor in various activities for a company. In today's competitive era, companies have to realized that only by developing the human resources they will become an important asset for the company. Every company strives to get productive human resources in order to support the effectiveness of company, so special attention is needed to all factors that will improve employee behavior in order to make positive impact on the company to achieve and realize the targets or goals of a company.
The problem in this study is that generation Z employees are not able to be managed properly by the company due to a crisis of experience so that employees from generation Z feel unable to develop their careers, eventually many generation Z employees choose to have careers at other companies that are more promising in terms of compensation. and career development, but some have survived as a form of commitment to the company. Generation Z employees who remain are what ultimately form an engaged attitude towards the company. The problem in this study is that generation Z employees are not able to be managed properly by the company due to a crisis of experience so that employees from generation Z feel unable to develop their careers. In the end, many Z generation employees choose to have careers at other companies that are more promising in terms of compensation and career development, but some have survived as a form of commitment to the company. Generation Z employees who remain are what ultimately form an engaged attitude towards the company.
Every company has a target to be achieved and this achievement requires employees who have engaged behavior, namely behavior when employees have an attachment to their work so that in completing their work they run it with high enthusiasm and contribute more to the company and that will have a very positive impact on the company. This involvement will later create commitment and loyalty to the work and organization. In several previous studies, employee engagement is one of the factors predicted Employee engagement to be an important and attractive issue in the business world because it provides many benefits for the company. One of the effective ways to create and retain engaged employees is to show that the company cares about and appreciates its employees. Employees who feel appreciated will be more active and motivated in doing their work. This form of appreciation can take many forms, and one of them is through career development for its employees. The career development obtained by an employee is related to employee performance, employee loyalty to the organization and others, which indicates that career development is one of the factors in influencing OCB.
LITERATURE REVIEW AND HYPOTHESIS RELATIONSHIP
Organizational Support 
Organizational support is how the organization or company appreciates the employee's contribution to the progress of the company or organization and the company's attention to employee life. The social support that individuals receive from the family shows an appreciation for themselves so that they can feel a sense of security and comfort (Sanderson, 2004). The individual feeling of security that is obtained from the family has a positive impact on his life, the individual feels happy, is able to think positively and behave according to norms or rules in living life. Dewianti, Adhi and Kuswardhani (2012) prove that family social support can improve the quality of life of individuals.
Career Development
Career Development are related to formal and informal training to learn new knowledge / skills / abilities (Milkovich & Newman, 2002). Formal training is often associated with the introduction of a new job, it is also associated with changes in technology or procedures. Formal training can be coordinated and taught by human resource professionals or other professionals within the organization, or workers can be sent for training programs offered by professional associations or universities even assigned to further studies.
Employee Engagement 
It is an effort by members of the organization to bind themselves according to their role at work. Saks (2006)argues that employee engagement is how the employee's physical, cognitive and emotional are displayed. Employee involvement in their performance role with passion for the job role served.
Organizational Citizenship Behavior (OCB)
The desire of employees to work with good quality and strive to create the best service is an indication of an employee's Organizational Citizenship Behavior (OCB). Organizational Citizenship Behavior is an attitude of employee behavior that is voluntary, sincere, happy without having to be ordered and  controlled by the company. Employees who have OCB will have high loyalty to the organization where they work, and by themselves will feel comfortable and secure in their work (Organ et al, 2006).
The Effect of Organizational Support on Employee Engagement
Perceptions of organizational support point to a general belief that organizational values ​​contribute to and care for the welfare of employees Rhoades and Eisenberger (2002) in Saks (2006). Employees who feel they have high organizational support may become more engaged or engaged in their work and organization. So that the impact resulting from the relationship between organizational support on positive employee engagement will provide more organizational benefits in achieving organizational achievements and goals. Research conducted by Rasheed and Khan (2013) which examined employees of Pakistani banking frontliners also showed the same results that organizational support received by employees had a positive and significant effect on employee engagement. Other research also supports these results, namely research conducted by Saragih and Maranatha (2013) in their research also shows the same results that there is a positive and significant influence between organizational support and employee engagement. With the results of this study, it has been tested and proven that the variable organizational support has an influence on employee engagement
H1: Organizational support has a positive effect with Employee Engagement
The Effect of Organizational Support on OCB
Organizational support is one of the factors shaping OCB behavior. The most important thing to show OCB behavior of employees is that they must feel that they are fully supported by the company where they work. One of the studies that examined the relationship between organizational support and OCB was conducted by Miao (2011) with his research entitled Perceived organizational support, job satisfaction, task performance and organizational Citizenship Behavior in China, in this study showed that there was a significant influence between organizational support. against OCB. This is consistent with the research conducted by Puspitasari (2014) in his research entitled The Effect of Perceived Organizational Support and Job Satisfaction toward Organizational Citizenship Behavior Mediated By Organizational Commitment which also shows similar results that organizational support has a positive and significant effect on OCB. Based on some of these research results, it has been shown that organizational support has an influence on organizational citizenship behavior.
H2: Organizational support has a positive effect on OCB
The Effect of Career Development on Employee Engagement
Research result Nouri & Parker (2013)mentioned that the opportunity to influence employee involvement in the organization is career development. The employee will have a social exchange relationship and complete his obligations to the company. This is supported by researchSmaliukiene et al., (2013) which also gives the result that the development of employee competencies through flexible career management for employees provides an attitude to achieve work balance and employee involvement in the organization. 

H3: Career Development has a positive effect on Employee Engagement
The Effect of Career Development on OCB 
Career development is a factor that encourages the creation of OCB behavior and can provide increased productivity in the organization. A good career development can trigger the growth of OCB because a good career development system implemented by a company will be able to provide great motivation and enthusiasm in the company where it works. In addition, with a good career development, it will also be able to generate positive feelings for employees towards the organization. Research conducted by Abda Alif (2015) using SEM (Structural Equation Modeling) analysis techniques also shows the same results where career development has the most dominant influence on organizational citizenship behavior (OCB) which is shown the path coefficient value of 0.818 is the largest compared with the path coefficient of the other independent variables in this study, namely work motivation, job satisfaction and work environment
H4: Career Development have a positive effect on OCB
Effect of Employee Engagement on OCB
The importance of building OCB behavior in a company cannot be separated from how much employees are aware of giving their best for the company. When an employee is already bound or engaged in an organization where he works, the employee will have a high awareness of his role in the company, so that the employee is willing to play an extra role in their performance towards the company. Various studies have been conducted to see the relationship and influence of employee engagement on OCB. Research conducted by Suthinee Rurkkhum (2010) showed positive results on the relationship between employee engagement and OCB variables. Furthermore, research conducted by Vincentia Claudia (2013) also shows the same results that there is a significant effect of employee engagement on OCB.
H5: Employee Engagement has a positive effect on OCB
RESEARCH METHODOLOGY
Population is a generalization area consisting of objects or subjects that have certain qualities and characteristics that are determined to be studied and conclusions are drawn (Sugiyono, 2010). The population in this study were all employees from generation Z working in Islamic banking companies in Indonesia. The sampling design used in this study was nonprobability sampling. Nonprobability sampling is a sampling technique that does not provide equal opportunities or opportunities for each member of the population to be sampled (Sugiyono, 2016). Nonprobability sampling is used when the size of the elements in the population is unknown. In this study, purposive sampling was used, where the researcher understood that the information needed could be obtained from a particular group that was able to provide the desired information and they had fulfilled the predetermined criteria.(Ferdinand, 2014). This technique was chosen because the population is too large. The number of samples is 200 samples.

RESULTS AND DISCUSSION
Picture 1. Research Model
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Reliability is a measure of the internal consistency of the indicators of a formation variable which shows the extent to which each indicator shows the same formation variable. There are two ways to test reliability, namely by composite / construction reliability and variance extraction. The cut-off value of the construction reliability is at least 0.70 while the cut-off value for the Average Variance Extracte Test at least 0.50. The Average Variance Extracte shows the magnitude of the variance of the extracted indicator by the developed variable formation. High variance extraction values ​​indicate that the indicators are well represented by the developed variables (Ghozali, 2013).
Table 1. Reliability and Average Variance Extracte Test
	Variable
	Reliability
	AVE

	ORGANIZATIONAL SUPPORT

	0.93
	0.73

	CAREER DEVELOPMENT
	0.92
	0.71

	EMPLOYEE ENGAGEMENT 
	0.94
	0.75

	ORGANIZATIONAL CITIZENSHIP BEHAVIOR

	0.97
	0.80


Reliability for each construct turned out to be high, all values ​​were above the cutoff value of 0.70. The calculation results of the calculated variance show that all constructs meet the minimum cut of value requirements of 0.50.

Table 2. Hypothesis Measurement

	HYPOTHESIS
	Estimate
	SE
	CR
	P
	Label

	Employee_Engagement 
	<---
	Organizational_Support
	,452
	,095
	4,764
	***
	par_5

	Employee_Engagement
	<---
	Career_Development
	,329
	,087
	2,375
	, 010
	par_12

	Organizational_Citizenship_Behavior
	<---
	Employee_Engagement
	,261
	,084
	2,211
	, 012
	par_7

	Organizational_Citizenship_Behavior
	<---
	Organizational_Support
	,038
	,071
	2,015
	, 003
	par_9

	Organizational_Citizenship_Behavior
	<---
	Career_Development
	,160
	,079
	2,172
	, 007
	par_13


Interpretation of Hypothesis Testing Results 1
Estimated parameter for impact testing Organizational Supportthe Employee Employee shows a CR value of 4.764 and a probability of 0.010. The two values ​​obtained meet the requirements for H1 acceptance, namely a CR value of 4.764 which is greater than 1.96 and a probability of 0.010 which is smaller than 0.05. Thus it can be concludedOrganizational Support has a significant effect on Employee Engagement
Interpretation of Hypothesis Testing Results 2
Estimated parameters for impact testing Organizational Support to Organizational Citizenship Behaviorshows a CR value of 2.015 and a probability of 0.003. The two values ​​obtained meet the requirements for H2 acceptance, namely a CR value of 2.015 which is greater than 1.96 and a probability of 0.003 which is smaller than 0.05. Thus it can be concludedOrganizational Support effect on Organizational Citizenship Behavior.
Interpretation of Hypothesis Testing Results 3
Estimated parameters for impact testing Career Developmenton the Employee Employee, it shows a CR value of 2.375 and a probability of 0.010. The two values ​​obtained meet the requirements for acceptance of H3, namely the CR value of 2.375 which is greater than 1.96 and the probability of 0.010 which is smaller than 0.05. Thus it can be concludedCareer Development has a positive effect on Employee Employees 

Interpretation of Hypothesis Testing Results 4
Estimated parameters for testing the influence of Career Development the Organizational Citizenship Behavior shows a CR value of 2.172 and a probability of 0.007. The two values ​​obtained meet the requirements for acceptance of H4, namely the CR value of 2.172 which is greater than 1.96 and the probability of 0.007 which is smaller than 0.05. Thus it can be concluded that Career Development affect the Organizational Citizenship Behavior
Interpretation of Hypothesis Testing Results 5
Estimated parameters for impact testing Employee Engagament the Organizational Citizenship Behavior shows a CR value of 2.211 and a probability of 0.012. The two values ​​obtained meet the requirements for acceptance of H5, namely the CR value of 2.211 which is greater than 1.96 and a probability of 0.012 which is smaller than 0.05. Thus it can be concluded Employee Engagament positive effect on Organizational Citizenship Behavior.

DISCUSSION
The variable of organizational support is proven to be able to influence employee engagement, this shows that the better organizational support implemented by the company, the higher employee engagement of generation Z employees in Islamic banking will also increase. Career development variables are proven to be able to influence employee engagement, which means that the better the career development implemented by the company, the higher employee engagement will be. Organizational support is proven to be able to influence OCB, which means that the better the organizational support provided by the company, the higher the employee's extra role behavior will be. Career development is proven to be able to influence OCB, which means that the better the application of career development is given, the higher the employee's extra role behavior will be. The employee engagement variable has also been shown to be able to influence OCB, which means that the higher the employee engagement, the higher the extra role behavior of generation Z employees in Islamic banking. Based on this research, Employee engagement as an intervening variable is proven to be able to mediate the influence between organizational support and career development on organizational citizenship behavior, although the calculations show that the direct effect of the independent variables (organizational support and career development) on OCB is greater than through the employee engagement variable ( indirect influence). This means that the higher the employee engagement, the higher the extra role behavior of generation Z employees in Islamic banking. Based on this research, Employee engagement as an intervening variable is proven to be able to mediate the influence between organizational support and career development on organizational citizenship behavior, although the calculations show that the direct effect of the independent variables (organizational support and career development) on OCB is greater than through the employee engagement variable ( indirect influence). This means that the higher the employee engagement, the higher the extra role behavior of generation Z employees in Islamic banking. Based on this research, Employee engagement as an intervening variable is proven to be able to mediate the influence between organizational support and career development on organizational citizenship behavior, although the calculations show that the direct effect of the independent variables (organizational support and career development) on OCB is greater than through the employee engagement variable ( indirect influence).
CONCLUSION AND LIMITATION
The conclusion of this study, it can be obtained several suggestions that can be used as input for Z generation employees in Islamic banking, namely the company should improve OCB or extra role employee behavior, so the company should focus more on improvements in the career development system, considering that among Other variables career development variables are the strongest predictors of influencing OCB. In relation to the application of career development, companies need to increase positive indicators in career development, especially when referring to the index value of employee responses, companies in the future can review who will be the target in implementing the career development that will be carried out, because employees feel a career opportunity that has been applied employees less evenly distributed to all employees, so as to be improved in this regard is expected in the future all employees feel that career opportunities are given companies was appropriate and well targeted. The organizational support that has been implemented so far, if seen from the index value also shows a low good relationship between employees and superiors and also employees and employees, intensive communication is necessary to create a stronger relationship. Limitations in this study include open questions that are less understood by respondents so that many respondents answered with answers that were not appropriate and many were not filled in, so that the respondents answered the questionnaire given does not show the actual situation in existing Islamic banking. With this limitation, it is hoped that it can be considered and made improvements for research next in order to get better research results. From the results of this study, it can be obtained several suggestions that can be used as enter in Islamic banking, namely the company should increase OCB or the employee's extra role behavior, the company should focus more on improvements in the career development system, considering other variables among other variables Career development is the strongest predictor in influencing OCB.
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