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Abstract

Nowadays, many lecturer positions in higher education are filled by millennials; by 2025, the
number of millennial workers will reach 75%, which means three out of four workers are
millennials. Millennials are also known as generation Y. Previous studies show that there are
differences in the work values of millennials and previous generations, such that millennial
workers may be reluctant to engage in Organizational Citizenship Behavior (OCB). OCB
refers to extra-discretionary role behaviors that enhance the organizational environment,
which supports task performance. In today's complex and fast-paced organizations, extra-
role behaviors have become critical to organizational success. Transformational leadership
and self-efficacy have been found to be strong predictors of OCB, but the underlying
mechanisms are unclear. This study aims to examine the effect of transformational
leadership on the OCB of millennial lecturers, for which self-efficacy is a mediator. This
research is a quantitative study, involving 357 millennial lecturers in Indonesia as research
subjects. The results of this study indicate that self-efficacy partially mediates the effect of
transformational leadership on the OCB of millennial lecturers. An increase in
transformational leadership will increase OCB, either directly or through an increase in
lecturer self-efficacy. The results of this study can be utilized by the

government and university managers as review material.
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Introduction

The education sector worldwide is undergoing a paradigm shift as a result of globalization.

Higher education is being asked to demonstrate accountability similar to other areas of the
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public sector (Broadbent & Guthrie, 2008; Humphrey & Miller, 2012; Hood, 1995; Hyndman
& Liguori, 2016). Higher education systems in many developed countries have increasingly
relied on the university corporation in recent decades (Parker, 201 1). The model of higher
education is no different from the model of the manufacturing industry (Robinson & Gahagan,
2010). Higher education is well-positioned to take advantage of business benefits such as
increased efficiency and organizational effectiveness. However, educational institutions are
more complex, especially in terms of raw materials, processes and products that do not die

(Kusumastuti & Idrus, 2017; Salimova & Soldatova, 2021).

Educational institutions change is characterized by various demand-driven management
changes, such as the emergence of output-oriented performance measures for teaching and
research activities, the introduction of tuition, the repositioning of students as customers, the
professionalization of university management, and a greater emphasis on top-down
management approaches (Ginsberg, 201 |; Kallio et al., 2016; Marginson & Considine, 2000;
M. Parker, 2014; Tuchman, 2009). In this regard, lecturers who are willing to help colleagues,
show high compliance with organizational rules, and actively participate in general
organizational improvement are needed. Organ, 1988;1989; 2018; Shapiro-Coyle et al., 2004)

refers to this behavior as Organizational Citizenship Behavior (OCB).

OCB is a discretionary behavior that is not directly or explicitly recognized by the formal
reward system, and its aggregation promotes efficient and effective organizational
functioning (Organ, 1988; 2018)There are five dimensions of OCB; (1) altruism refers to
behavior directed toward specific individuals with relevant organizational problems, (2)
conscientiousness refers to behavior above and beyond minimum required expectations,
(3) sportsmanship refers to behavior in unpleasant situations without complaining, (4)
courtesy refers to behavior to help prevent problems, and (5) citizenship virtue refers to

behavior involving participation in overall organizational issues (Organ, 1988).

OCB is a significant indicator of organizational performance (MacKenzie et al., 1999).

According to Organ (1988; 2018) OCBs are essential for organizational survival due to their
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positive outcomes at both the individual, group, and organizational level. Individual-level
consequences of OCB are lower turnover intention and contribution to workplace
socialization (Kumar et al, 2016). The consequences of OCB at the group level are a
reduction in turnover at the group level and an increase in work group efficiency (Koopman
et al,, 2016). At the organizational level, consequences of OCB include efficiency, cost
reduction, and increased profitability (Organ et al., 2005; 2018). OCB increases organizational
performance and productivity and improves the organization's ability to attract and retain the

best employees (Podsakoff et al., 2014; Tambe & Shanker, 2014).

Currently, a large number of lecturer are being filled by millennials. By 2025, the number of
millennials working is expected to reach 75%, which means that three out of four working
are millennials (Brant & Casro, 2019). In 2018, there were 113,965 or about 36.38% of
millennial lecturers in Indonesia (Kemenristekdikti, 2018). Millennials have different
characteristics from previous generations. The term millennial generally refers to those born
between 1980 and 2000 (Rudolph et al., 2018), although the boundaries of the millennial group
are not strictly defined. Millennials have different values, expectations, and unique attitudes
compared to previous generations. Therefore, the changing characteristics of this generation

in the workforce will create opportunities and challenges for organizations (Chou et al., 2021).

One contextual factor that is widely recognized for its substantial impact on Organizational
Citizenship Behavior (OCB) within organizations is leadership, as highlighted by (Ocampo et
al., 2018). Among various leadership styles, transformational leadership stands out as the most
extensively examined and acknowledged as one of the most impactful approaches (Pradhan &
Kaur, 2016). Notably, the studies conducted by (Long, 2017) and Valldeneu et al (2021) reveal

that transformational leadership specifically proves effective for the millennial generation.

Transformational leadership has been associated with changes in followers' attitudes,
behaviors, and performance at the individual and collective levels (Avolio, 1999; Kirkpatrick
& Locke, 1996). This mediation mechanism explains that changes in follower' self-beliefs about

task performance occur when followers are able to adopt the leader's values, goals, and
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aspirations. Referring to Social Cognitive Theory, individual beliefs related to themselves are
often influenced by the social environment, including the inspiration provided by role models.
This means that leaders who succeed in providing vision and values will make individuals
confident about what must be done. (Bandura 1997; Beauregard, 2012; Hoog and Vaughan,
2018) refers to this self-confidence as self-efficacy, is a belief in one's ability to organize and

carry out the actions needed to produce the desired achievement.

Nohe & Hertel (2017) study used LMX to explain the effect of transformational leadership
on OCB. Although, empirical evidence consistently supports a positive correlation between
transformational leadership behavior and OCB (Nohe & Hertel, 2017), the psychological
mechanisms underlying this relationship are less clear. Halbesleben & Bellairs (2016) explained
that cognitive factors play an important role in explaining the relationship between a number

of predictors and OCB.

According to (Heuvel et al., 2015) self efficacy mediates the influence of leadership on OCB.
Self efficacy makes followers feel competent, confident and motivated. Self-efficacious follower
therefore experience more engagement towards their work and eventually perform better
(Xanthopoulou et al., 2009). The purpose of this study examines the role of transformational
leadership on OCB both directly and through lecturer self-efficacy as a mediator. We
contribute by examining the role of self-efficacy as a mediator in the relationship between

transformational leadership and OCB.

OCB in Millennials

Experts and researchers use the period around the 1980s as the beginning of the birth of
millennials until the beginning of the 2000s as the end of the birth. Previous studies show that
there are differences in the work values of Millennials and previous generations, namely
Millennials expect close relationships and frequent feedback from supervisors by expecting
open communication from their managers (Valenti, 2019). Millennials are motivated by work-
life balance, training and development, social and environmental responsibility, and diversity

(Alsop, 2008). Millennials want to be mentored by role models in the workplace and believe
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that managers know them personally (Byrne, 2007; Gursoy et al., 2008).

We found inconsistent results in studies of OCB in the millennial generation. Gong et al.,
(2018) show that millennials are the generation with the lowest level of OCB in comparison
to previous generations. More specifically, the findings (Gong et al., 2018) show that there
are significant differences in four dimensions of OCB between millennials and non-millennials,
while there is a significant difference in the civic virtue dimension. However, Parumasur and
Govender (2016) showed different results, in their study, no significant differences in OCB

were found between millennials and previous generations.

Transformational and OCB

Leadership and duty orientation are two sides of the same coin because they influence
employees' work habits and point them in the direction of goal orientation. According to
Jha (2014)) transformational leadership behavior affects a number of organizational factors,
such as how much extra effort is perceived, OCB, and work satisfaction. Transformational
leaders influence their followers to accomplish tasks beyond their own responsibilities that

are considered important to the organization.

The idealized influence dimension is demonstrated by the fact that transformational leaders
set examples and serve as role models of behavior, attitudes, and commitment for their
subordinates. Through such influence, subordinates will respect, admire, and trust their
leaders and thus want to do the same as the leader. The second dimension is inspirational
motivation, which is demonstrated when transformational leaders motivate and inspire their
subordinates by clearly communicating high expectations, using various symbols to focus
efforts or actions, and expressing important goals in simple ways. The third dimension is
intellectual stimulation. Transformational leaders seek to create a climate conducive to the

development of innovation and creativity. Differences of opinion are seen as commonplace.

Hypothesis |: transformational leadership affects the OCB of millennial lecturers.
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Self efficacy and OCB

In higher education, (Major & Dolly, 2003; Sharp et al., 2013) lecturer self-efficacy can be
defined as the belief in the lecturer's ability to organize and carry out the actions necessary
to produce certain achievements in the areas of teaching, research and related services
and other administrative activities. Self-efficacy is one of the individual-level factors, which
can motivate to accept responsibility and extra-role behavior (Bogler & Somech, 2005).
Self-efficacy becomes a kind of internal motivation (McDonald & Siegall, 1992), which is
able to generate positive thinking (Phillips & Gully, 1997) and plays an important role in
improving individual performance (Norman et al., 2010). According to (Chen & Chang,
2012), individuals who are confident in their talents, skills and abilities are likely to obtain
successful outcomes. Self-efficacy is directly related to high levels of control taking
(Morrison & Phelps, 1999) and initiative (Frese et al., 2007). Both of these constructs are
oriented towards OCB. Studies by Bandura and Locke from 2003 demonstrate the
significance of efficacy for establishing higher goals (Vrugt & Koenis, 2002) that are difficult
and fruitful. In line with these findings, Salanova et al (2002) study on a number of
professionals indicated that self-efficacy can help people gain more control over their own
work and that people view increased workloads as tests of their own abilities. Millennial
lecturers who have high self-efficacy more task-oriented (Ullah et al., 2021) pursue goals,
and have confidence in their ability to complete tasks on time and even ahead of schedule.
Lopez-Dominguez et al(2013) shows that self-efficacy is an important variable that affects

OCB.

Hypothesis 2: self-efficacy affects OCB of millennial lecturers.

Transformational leadership Self-efficacy, and OCB

Transformational leadership stimulates individuals to exchange ideas and produce goals in
the organization(Cetin & Kinik, 2015) The relationship that exists between leaders and
follower in the context of transformational leadership reaches the value system. In order
to achieve organizational goals, transformational leaders are able to change beliefs, change

attitudes, and goals of their follower, even able to go beyond the agreed goals (Yukl, 1989;
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R. H. Humphrey, 2002). Previous research found that transformational leadership affects
self-efficacy in three of the four ways described by (Bandura, 1995). According to (Bandura,
1995) the most important source of strong self-efficacy is mastership experience, which
refers to one's perceived skill in a particular area. Transformational leaders train and
develop followers, which increases their skill level. The motivational aspect of inspiration is
the expression of a positive attitude. Thus, followers of transformational leaders receive
more positive feedback on what they have successfully accomplished, which leads to
mastery experience. The second way to develop self-efficacy is through vicarious
experience. Transformational leaders lead by example, allowing them to make vicarious
experience available. The third way to develop self-efficacy is through social persuasion.
Individuals who are systematically persuaded of their skills, abilities, and potential to achieve
success tend to have higher self-efficacy. Through the idealized influence dimension,
transformational leaders give followers reasons to believe in their future success. Intellectual
stimulation, leaders ask followers to share ideas and use skills and abilities to solve problems.
Intellectually stimulating leaders display confidence in followers' abilities and foster their
self-confidence. Therefore, transformational leadership strengthens self-efficacy, which in
turn can strengthen OCB. Individuals with higher self-efficacy choose more challenging goals,
put more effort into achieving goals, and persist in meeting goals despite obstacles (Bandura,
1995). Lecturers with high self-efficacy are able to motivate themselves to accept greater

responsibility and produce greater extra-role behavior (Bogler & Somech, 2005b).

Hypothesis 3: self-efficacy mediates the effect of transformational leadership on OCB of millennial

Lecturer Self
Efficacy

lecturers.

Organizational
Citizenship
Behavior

Transformational
Leadership

Fig I. Conceptual Framework
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Method
Participants

The population of this study were millennial generation lecturers at universities in Indonesia.
The sampling technique used in this study was convenience sampling. The criteria for the
subjects of this study, namely lecturers from the millennial generation workforce, are

lecturers who were born in the range of 1981 to 2000 (Strauss & Howe, 1991).

Data Collection Procedures

Data collection techniques at all scales in this research will be carried out using a survey
method in the form of self-report with convenience sampling. Data was collected April 19,
2022 to June 20, 2022. The subjects of this research were 357 millennial lecturers from 150
universities in Sumatra, Sulawesi, Java, Kalimantan, Bali, NTB, NTT and Papua. We got |64
lecturers from state universities and 193 lecturers from private universities. The scale filling

procedure is preceded by obtaining the research subject's consent through informed consent.

Instrument

OCB Scale.

The scale that will be used to obtain OCB data is a scale compiled by (P. M. Podsakoff et al.,
1990). The (P. M. Podsakoff et al., 1990) is one of the most widely cited scales in research
conducted in western contexts and has satisfactory psychometric properties, as shown in
previous studies (MacKenzie et al., 1999,1998; Posdakoff & Mackenzie, 1994). The OCB scale
consists of 24 items, the reliability of this scale is shown with a = 0.96. This scale is in the
form of a Likert model scale with a rating range from | (strongly disagree) to 5 (strongly
agree). High scores on this scale indicate high OCB in lecturers, conversely low scores
indicate low OCB in lecturers. Examples of questions on the OCB scale are “| help coworkers

”» 13

who have excessive / heavy workloads”, “Is the classic “squeaky wheel” that always needs

LR N 19

greasing”, “Believes in giving an honest day’s work for an honest day’s pay”.
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Transformational Leadership.

We used the Multifactor Leadership Questionnaire scale (MLQ-5X; a =.93) (Bass & Avolio,
1994); to obtain transformational leadership data. Respondents were asked to rate their
immediate supervisor in the current work situation by indicating the extent to which their
supervisor engaged in transformational leadership behaviors. The response format of the
MLQ ranges from | (not at all) to 5 (often, if not always). The lower the respondent's score,
the less they perceive their immediate supervisor as having transformational characteristics.
An example question on this scale is "l respect others the way my manager respects them”,
“Inspiring pride for being associated with him or her”, “Transcending self-interest for

collective good”.

Self Efficacy.

Data on lecturer self-efficacy was obtained using the lecturer self-efficacy scale developed by
(Hemmings & Kay, 2009). This scale consists of |6 items and is in the form of a Likert scale.
The score on each item on this scale moves from very incapable (1) to very capable (5). A
high score on this scale indicates that the lecturer has a good competency assessment
regarding the ability to fulfill teaching, research and service tasks. An example of a question
on this scale is “presenting research findings in a scientific meeting forum for lecturers”,

AT Y

“Delivering conference papers”, “Attending conferences” and “Preparing conference papers”.

Data Analysis
Measurement Model

The confirmatory factor analysis (CFA) analysis of the OCB scale shows that the valid items
in the altruism aspect are items |, 10, 13, and 15 with a range of SLF from .585 to .689.
Canceled item is 23, SLF .492. In the Sportsmanship aspect, the valid items are 7, 16, and 19
with an SLF range of .550 to .686, while the dropped item is item 2 with an SLF of .162. In the
aspect of Conscientiousness, the valid items are items 18 and 21 with an SLF range of .653 to
.691, while the dropped items are items 4, 22, and 24 with an SLF range of -.227 to .245. In
the Civility aspect, all items are valid with an SLF range of .517 to .676. In the aspect of

courtesy, the valid items are items 8, 14, 17, and 20 with an SLF range of .514 to 0.638, while
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the fallen items are item 5 with an SLF of .405.

Confirmatory factor analysis (CFA) of the lecturer self-efficacy scale shows that the valid items
in the teaching aspect are |, 2, 3, 4, 5, 6 with a range of SLF .648 to .823. In the research
aspect, the factors are 7, 8, 9, 10, |1, with a range of SLF values from .701 to .882. In the
service aspect, the factors are 12, 13, 14, 15, 16, with SLF values ranging from .590 to .752.
Confirmatory factor analysis (CFA) of the transformational leadership scale shows that all of
the 20 statement items are valid items with a range of SLF values from .617 to .91 1. A summary

of validity and reliability is in Table |.

Table I.
Summary of Validity & Reliability Research Scale
Variabel Items Alpha Factor Loading CR AVE
Transformational 20 976 617 - 911 957 .847
Leadership
Lecturer Self Efficacy 16 916 .590 - .882 .807 .583
Organizational 18 793 514 -.691 .654 324

Citizenship Behavior

The demographic data of respondents in this study is in Table 2.

Tabel 2.
Frequency and percentage of respondent’s demographic data
. Frequency
Variables Content (N=357) Percent
Gender Male 138 39%
Female 219 61%
Tenure <5 year 165 46%
6 — 10 year 121 34%
Il =I5 year 57 16%
>15 year 8 2%
other 6 2%
Early Millennials 1981-1990 o
(32 - 41 year) 244 68 %
Late Millennials 1991-2000 113 32 %
(31 - 22 year)
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Structural model

Using structural equation modeling (SEM) The test results show a fit model on several criteria
in goodness of fit: Goodness of Index (GFl) (value .921: cut off value > .9) RMSEA (value . 082;
cut-off value <.1), Tucker-Lewis Index (TLI) (value .933; cut-off value > .9), Comparative Fit
Index (CFI) (value .948; cut-off value 2 .9), Normo Fit Index (NFI) (value .928; cut-off value 2

.9). A summary of the test results on the structural model is in Table 3.

Table 3 Fit indices for structural models
GFl RMSEA TLI CFI NFI
921 .082 933 .948 928

Fig 2. Mediation Model Result

Result

The first hypothesis, transformative leadership influences the OCB of millennial lecturers, is
accepted. Transformational leadership was found to influence millennial lectures' OCB by .196
(p =.001<.01). Hypothesis 2 is accepted, which argues that there is a relationship between

lecturers' self-efficacy and OCB. In this study, it was discovered that millennial lecturer' self-
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efficacy influenced OCB by .425 (p=.000 < .0l) significance. Hypothesis 3 is accepted, which
argues that self-efficacy mediates the influence of transformative leadership on millennial

lecturers' OCB. The association between leadership and OCB via self-efficacy was determined

to be .061 (p=.014 < .05).

Table 4.
Summary of path coefficient of standardized direct effect
Lecturer Self Efficacy Transformational Leadership
Transformational Leadership 143* .000
OCB A425%F 196%*

*p<.05; **p<.0/

Table 5.
Summary of path coefficient of standardized indirect effect

Transformational Leadership
Lecturer Self Efficacy .000
OCB 06 1%
*p<.05; **p<.0/

Next, a post hoc probing analysis was carried out to determine whether the relationship
between the predictor and outcome was significantly reduced when the mediator was
introduced into the model. The results of this study show that lecturer self-efficacy has a
significant mediating effect with a lower limit of .014 and an upper limit of .068 (p=.008 <0.01).

A summary of the results of the post-hoc probing analysis is in Table 6.

Table 6.
Summary of Post hoc analysis using bootstrap
Lower-bounds OCB Upper-bounds OCB Two-tailed Sig
Lecturer Self Efficacy 014 .068 .008**

*<.05; *p<.0l

Discussion
The results of this research indicate that there is an influence of transformational leadership
on millennial lecturers' OCB through lecturers' self-efficacy as mediators. Self-efficacy is a

variable that plays an important role in the relationship between transformational leadership
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and OCB in millennial lecturers. Although transformational leadership can also have a direct
influence on OCB, the relationship between leadership and OCB will decrease if lecturer self-

efficacy is controlled.

The results of this research explain that transformational leadership is positively and
significantly related to OCB through increasing lecturers' self-efficacy as a mediator between
transformational leadership and OCB. Which means that transformational leadership has a

positive effect on self-efficacy, and self-efficacy in turn has a positive effect on OCB.

Halbesleben & Bellairs (2016) explained that cognitive aspects have a proximal role in
predicting OCB. In Bandura's social cognitive theory, self-efficacy is an important cognitive
component because it influences individual behavior. A person's beliefs about their ability to
succeed in a task or situation will influence the extent to which they will try, persist in the
effort, and evaluate themselves in that context. Thus, self-efficacy is a cognitive factor that

plays an important role in an individual's motivation, decision-making, and behavior.

As a role model, leaders are able to increase followers' self-efficacy with mastery experience.
Transformational leaders improve skills and provide more positive feedback about what they
have succeeded in achieving, which leads to mastery experience. Transformational leaders
lead by example, enabling them to make vicarious experiences available. Leaders provide
systematic persuasion regarding their skills, abilities, and potential to achieve higher success.
This mechanism then triggers an increase in self-efficacy in lecturers. Lecturers with high self-
efficacy are able to achieve performance that exceeds requirements. As noted, the way
individuals perceive their roles (i.e., role cognition) and the way individuals interpret the
specific context of a situation have been identified as proximal antecedents of OCB (Kim et
al., 2013; Halbesleben & Bellairs, 2016). This research confirms research by Heuvel et al.
(2010), which revealed that self-efficacy is a mediator of a number of variables originating from

the work environment, such as leadership on OCB.
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Research limitations and recommendations for future research

Although the findings support all the research hypotheses, this research still has certain
limitations. First, the university's workforce consists of lecturers and academic staff, but this
research subject consists only of millennial lecturers. Future research needs to involve
academic staff so that the OCB can be discussed comprehensively. Second, the use of cross-
sectional data may not fully capture the true nature of constructs such as transformational
leadership, self-efficiency, and organizational citizenship behavior because each represents
one's perceptions, emotions, and psychological states. Thirdly, this study uses a survey design
because it focuses on empirical evidence for organizational outcomes. Further research could
raise the OCB phenomenon by considering the socio-cultural context and the overall system
of millennial lecturer values, which would enhance the theoretical understanding of the
construction. Fourthly, this study found only idealized influences that significantly influenced
the OCB of millennial lecturers in Indonesia with a culture of collectivism. It might be different

if applied to millennial lecturers from different cultures.

Conclusion

The results of this study indicate that lecturers' self-efficacy partially mediates the effect of
transformational leadership on OCB. Transformational leadership also has a direct effect on
millennial lecturers' OCB, Lecturer self-efficacy also has a direct effect on millennial lecturers'
OCB. Although the direct effect of transformational leadership variables and lecturer self-
efficacy on OCB of millennial lecturers is greater than the indirect effect, the existence of
lecturers' self-efficacy as a mediator is significant in mediating the relationship between

transformational leadership and OCB.
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