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Abstract

Lecturers" work effectiveness has a very important role in the current era becanse it is directly related to the quality of higher education
which is one of the keys to successful human resource development. This study seeks to uncover the complex mechanisms underlying the
relationship between organizational commitment, work motivation, organizational citigenship behavior (OCB) and lecturers' work
effectiveness, and lecturer work effectiveness. This type of research is associative research. The types of data used are primary data and
secondary data obtained from interview questionnaires and documentation studies. Population The population in this study are all
lecturers at Private Universities in Medan City based on PD-Dikti data there are 23 Universities. The withdrawal sample used is
saturated sampling. So that the number of samples is directly determined as many as 120 respondents by taking 5 lecturers or
respondents randomly in each university. Data analysis was carried out using structural equation modeling (SEM) technigues with
Smart-PLS analysis tools to test the direct and indirect relationships between these variables. The results excplain that work motivation
directly has a positive and significant effect on work effectiveness, organizational commitment directly has no positive and insignificant
effect on work effectiveness, work motivation directly has a positive and significant effect on organizational citizenship bebavior,
organizational commitment directly has a positive and significant effect on organizational citizenship bebavior, organizational
citizenship behavior directly bas a positive and significant effect on work effectiveness, work motivation indirectly has a significant effect
on work effectiveness through organizational citizenship bebavior, and organizational commitment indirectly has no significant effect on
work effectiveness through organizational citigen behavior.

Keywords: Work Effectiveness, Organizational Citizenship Bebavior, Organizational Commitment, Work Motivation.

Introduction

In the era of globalization and increasingly tight competition, higher education institutions are faced with
the challenge of continuously improving the quality and effectiveness of their work. In this context,
lecturers as the main actors in the education process play a very crucial role. The effectiveness of lecturers'
work not only impacts the quality of learning, but also contributes to the reputation and competitiveness
of educational institutions. The role of lecturers in Indonesia is very important because they contribute
directly to the development of human resoutces, tesearch, and community development. In the context of
higher education, lecturers have broad and multidimensional responsibilities that include aspects of
teaching, research, community service, and the development of the educational institution itself. Lecturers
are the main drivers in the learning process in higher education. Lecturers are not only responsible for
conveying knowledge and skills to students, but also play a role in shaping character and critical thinking
patterns. In today's era of information and technology, lecturers are expected to be able to use various
innovative learning methods and media to increase student engagement and motivation. Through effective
academic guidance and teaching, lecturers can help students reach their full potential and be ready to
compete in an increasingly complex and competitive wotld of work.

Lecturers in Indonesia also play an important role in research and innovation. Lecturers contribute to the
development of science and technology through quality research. Research conducted by lecturers often
focuses on issues that are relevant to local and global contexts, such as health, the environment, information
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technology, and socio-economics. The results of this research not only enrich the body of knowledge, but
also provide practical solutions to various problems faced by society. Through collaboration with industry
and other research institutions, lecturers can encourage innovation that has a direct impact on national
development. In addition to teaching and research, community service is one of the main pillars in the role
of lecturers. Through community service activities, lecturers can apply knowledge and skills to help solve
problems faced by society. These activities can be in the form of training, consultation, mentoring, and
community development projects. Community service not only provides direct benefits to society, but also
strengthens the relationship between universities and society and increases the relevance of higher
education in a broader social context.

Lecturers also play a role in the development of higher education institutions. Lecturers are expected to be
involved in curriculum planning and implementation, study program evaluation, and various other
administrative and management activities. By actively participating in institutional development, lecturers
help ensure that higher education institutions are able to provide quality education that is relevant to the
needs of the times. In addition, lecturers also play a role in building a strong academic culture, which
includes ethics, integrity, and collaboration. In the era of globalization, international networks and
collaborations are becoming increasingly important. Lecturers in Indonesia play a role in building networks
with various educational, research, and industrial institutions around the world. Through international
collaboration, lecturers can broaden their horizons, access wider resources, and engage in global-scale
research projects. These networks also provide opportunities for students to gain international expetience,
either through student exchanges or other collaborative programs.

The effectiveness of lecturers' work plays a very important role in the curtent era because it is directly
related to the quality of higher education which is one of the keys to the success of human resource
development. Amidst the development of information technology and globalization, higher education faces
increasingly complex challenges, including increasing demands on graduate competency, global competition
between universities, and the need for innovative research. In this context, lecturers not only act as teachers,
but also as researchers, mentors, and contributors to community development. Therefore, the effectiveness
of lecturers' work is crucial to ensure that higher education institutions are able to meet the demands of the
times and make maximum contributions to society. The effectiveness of lecturers' work has a direct impact
on the quality of learning. Effective lecturers are able to design and deliver learning materials in a way that
is interesting and easy for students to understand. They are also able to utilize technology in the learning
process, create an interactive classroom environment, and provide personal guidance to students. This is
important because effective learning methods will increase student understanding and involvement, which
in turn will produce graduates who are more competent and ready to compete in the global job market.

Effective lectuters play an important role in developing students' soft skills, such as critical thinking,
creativity, communication, and collaboration. In today's era, soft skills ate becoming increasingly important
because the world of work requires not only technical knowledge, but also interpersonal skills and
adaptability. Effective lecturers can be role models and mentors who guide students in developing these
soft skills through various academic and non-academic activities. So in this case, understanding the factors
that influence the effectiveness of lecturers' work is very important. One of the factors that is widely
discussed in the literature is organizational citizen behavior (OCB), organizational commitment, and work
motivation.

UTo fully understand how the role of aspects in influencing the effectiveness of lecturers' work, it is also
necessary to consider the role of organizational citizenship behavior (OCB) as an intervening variable.
Organizational citizenship behavior (OCB) is described as employee behavior that goes beyond the formal
requirements of their job and is not directly recognized by the organization's reward system. Organizational
citizenship behavior (OCB) has important implications for work effectiveness because this behavior can
improve the efficiency and effectiveness of the organization as a whole. In the context of lecturers,
organizational citizenship behavior (OCB) can be reflected through various forms of voluntary
contributions such as mentoring students outside of work hours, participating in university committees, or
developing new curricula without receiving additional compensation. Previous studies have shown that
lecturers who have high levels of organizational citizenship behavior (OCB) tend to be more effective in
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their jobs because they are more proactive, more responsive to student needs, and more collaborative with
colleagues (Hanaysha, 2020; Halid et al., 2024).

The principle of organizational citizenship behavior (OCB) is very relevant for lecturers in Indonesia,
because this behavior can improve the effectiveness and quality of higher education. Organizational
citizenship behavior (OCB) includes voluntary behavior that is not directly recognized by the formal reward
system but is important for the optimal functioning of the organization. For lecturers, this means that they
engage in various activities outside their main duties, such as helping colleagues, providing extra guidance
to students, actively participating in university committees, and developing innovative teaching materials.
High organizational citizenship behavior (OCB) among lecturers can create a more collaborative and
productive work environment, which ultimately improves the quality of education and research in higher
education institutions. Therefore, supporting and promoting organizational citizenship behavior (OCB)
among lecturers is an important step for the development of higher education in Indonesia. The next factor
explains the importance of an organizational commitment to creating effective work for lecturers.

Organizational commitment refers to the extent to which employees feel attached to the organization where
they work, have a desire to contribute, and remain in the organization (Rumengan et al., 2020; To & Guang,
2020). Lecturers with a high level of organizational commitment tend to show greater dedication, try harder
in carrying out tasks, and are more likely to support the goals and values of the organization. Strong
organizational commitment among employees can increase effectiveness, reduce turnover, and create a
positive work culture. Therefore, organizations need to focus on strategies that can increase employee
commitment, such as creating a supportive work environment, providing clear career development, and
strengthening employee communication and involvement in decision making.

Organizational commitment for lecturers in Indonesia is very important because it has a direct impact on
the quality of education and research in higher education. Lecturers who have high organizational
commitment tend to be more involved in academic activities, show dedication in teaching, and contribute
significantly to research and community service. This commitment includes affective commitment, where
lecturers feel an emotional attachment to the institution where they work, normative commitment, where
lecturers feel responsible for supporting and advancing the institution, and continuance commitment,
which considers the benefits and stability obtained from remaining employed at the institution.

In addition to organizational commitment, work motivation is also an important factor that influences the
effectiveness of lecturers' work. Work motivation can be defined as internal and external forces that drive
individuals to achieve certain goals (Hajiali et al., 2022; Diefendorff et al., 2022). Work motivation plays a
very important role for lecturers in Indonesia because it has a direct impact on the performance,
productivity, effectiveness and quality of education provided. Motivated lecturers tend to be more
enthusiastic in teaching, more active in conducting research, and more involved in community service
activities. High work motivation encourages lecturers to continue to improve their competence through
further education, training, and participation in academic seminars and conferences, which ultimately
improves the quality of their teaching and research.

Work motivation also contributes to the psychological well-being of lecturers. Lecturers who feel motivated
in their work will experience higher levels of job satisfaction, have a positive attitude towards their work,
and experience less stress. This is important because good psychological well-being will increase the
effectiveness of lecturers in carrying out their duties and reduce the risk of burnout, which can have a
negative impact on the quality of education. The importance of work motivation is also reflected in
lecturers' contributions to the development of higher education institutions. Motivated lecturers will be
more likely to participate in activities that support institutional development, such as the development of
study programs, participation in academic committees, and involvement in extracurricular activities. Thus,
lecturers can help create a dynamic and supportive academic environment.

Overall, this study attempts to uncover the complex mechanisms underlying the relationship between
organizational commitment, work motivation, organizational citizenship behavior (OCB), and lecturer
work effectiveness. With a better understanding of how these factors interact with each other, it is expected
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that higher education institutions can create a work environment that supports and motivates lecturers to
achieve optimal performance, which in turn will improve the quality of education and the reputation of the
institution. This study is expected to identify how organizational commitment and work motivation
contribute to lecturer work effectiveness through OCB behavior. These findings can be used to develop
effective strategies in improving the quality of teaching, so that students get a better and quality learning
experience. By understanding the factors that affect lecturer work effectiveness, institutions can create a
more satisfying work environment. This will not only increase lecturer motivation and commitment but
also reduce turnover, so that institutions can retain high-quality lecturers for longer.

Literature Review
Work Effectiveness

According to Robbins & Judge (2017), work effectiveness is the extent to which an individual's work results
are in accordance with the goals and standards set by the organization. Work effectiveness includes achieving
organizational goals through activities that are in line with the organization's strategy and vision (Galant et
al,, 2021). Work effectiveness as an individual's ability to meet or even exceed performance tatgets set by
the organization (Sonmez & Adiguzel, 2020). Work effectiveness as individual or group performance
measured based on the achievement of relevant goals and the contribution made to the success of the
organization (Zaman et al., 2020). Another explanation explains that work effectiveness is the achievement
of expected work results in a way that is in line with organizational goals and meets stakeholder needs
(Charoensukmongkol & Phungsoonthorn, 2021). Work effectiveness as the extent to which individual or
team work results achieve or exceed expected quality standards in achieving organizational goals
(Rahmawati et al., 2021). It is further explained that work effectiveness is the ability of individuals to
produce output that is in accordance with the standards and goals set by the organization (Hajiali et al.,
2022; Hendaryan & Widianto, 2022).

It can be concluded that work effectiveness is notonly about achieving goals quantitatively, but also about
how the process of achieving them takes into account quality, efficiency, and contribution to the overall
success of the organization. This shows the importance of human resource management and appropriate
management strategies in achieving organizational goals effectively.

Organizational Citizenship Behavior (OCB)

According to Anwar et al., (2020), organizational citizenship behavior is individual behavior that contributes
positively to the goals and effectiveness of the organization, even though it is not formally regulated or
punished. Otganizational citizenship behavior (OCB) is a voluntary behavior that serves to improve the
operational effectiveness of an organization as a whole (Mousa et al., 2020). Organizational citizenship
behavior (OCB) is a behavior that is not stated in a formal employment contract, but positively affects the
well-being of the organization (Massoudi et al., 2020). Organizational citizenship behavior (OCB) is
behavior exhibited by employees that goes beyond their primary duties and makes a positive contribution
to the organization (Qalati et al., 2022). Organizational citizenship behavior (OCB) is voluntary behavior
that helps achieve organizational goals, but is not part of the employee's formal role or job description
(Choong et al., 2020; Sa'adah & Rijanti, 2022). It is explained that organizational citizenship behavior (OCB)
is a free individual behavior that is not directly or explicitly recognized by the reward system and in
promoting the effective functioning of the organization (Cheema et al., 2020; Supriyanto et al,
2020). Organizational citizenship behavior(OCB) is a model of activities that enable organizations to intrinsically
collaborate and relate in an open system context (Zhao et al., 2021; Yaakobi & Weisberg, 2020).

It can be concluded thatorganizational citizenship bebavior(OCB) refers to voluntary behaviors performed by
employees outside of their primary duties that are not formally regulated. Organizational citizenship
behavior (OCB) includes actions such as helping coworkers, maintaining a positive work environment,
participating in organizational activities, and supporting initiatives that are not required. These behaviors
are not listed in their job descriptions but contribute positively to the overall performance and effectiveness

1092


https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v4i1.5915

Journal of Ecohumanism

2025

Volume: 4, No: 1, pp. 1089 — 1101

ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online)
https://ecohumanism.co.uk/joe/ecohumanism
DOI: https://doi.org/10.62754/joe.v4i1.5915

of the organization. Organizational citizenship behavior (OCB) fosters a collaborative work atmosphere,
increases productivity, and strengthens a healthy, achievement-oriented organizational culture.

Organizational Commitment

According to Guzzeller & Celiker (2020), organizational commitment is the strength of an individual's
desire to maintain membership in an organization. Organizational commitment is the degree to which
individuals feel affectively, normatively, and sustainably bound to the organization where they work
(Purwanto, 2020). Commitment is the degree to which an employee sides with an agency and its goals and
intends to maintain membership in that organization (Wang et al., 2020). Organizational commitment isas
a condition where an employee sides with the organization and the goals and willingness to maintain his
membership in a particular job of an employee, while high organizational commitment means siding with
the organization and recruiting the individual (Ahad et al., 2021; Abebe & Assemie, 2023). It is further
explained that organizational commitment is interpreted as a situation where an employee sides with a
particular organization with the goal and desire to maintain his membership in the organization (Nguyen
et al., 2020; Anand et al., 2023). Organizational commitment is one of the topics that is always a reference
for both the management of an organization and researchers with a special interest in focusing on human
behavior (Loan, 2020; Rodriguez et al., 2023).

It can be concluded thatOrganizational commitment is an important aspect of the relationship between an
organization and its employees because it can significantly influence employee behavior and performance.
Individuals with high levels of commitment tend to be more motivated to actively participate in their work,
contribute more to organizational goals, and are more likely to stay in the long term.

Work Motivation

According to Kannat-Maymon et al., (2020), work motivation is an internal force that drives individuals to
achieve goals and satisfy needs. Work motivation is a psychological process that produces consistent levels
of energy, persistence, and individual behavioral direction in achieving goals (Boyd & Bowell,
2023;Diefendorff et al., 2022). It is further explained that work motivation is a psychological state that
regulates the intensity, direction, and persistence of an individual's work behavior to achieve goals (Paais &
Pattiruhu, 2020). Work motivation is the psychological energy that influences an individual's decision to
initiate behavior, determine the energy given, and persist in efforts to achieve goals (Nguyen et al., 2020).
Work motivation is a psychological state that influences how individuals view their work and the extent to
which they are committed to succeeding in that work (Ali & Anwar, 2021; Wasyifa et al., 2024). Another
explanation explains that work motivation is an internal or external drive that drives a person to achieve
goals or perform certain tasks (Werdhiastutie et al., 2020; Hajiali et al., 2022). Work motivation is an internal
force that drives individuals to pursue work goals and maintain high energy levels to complete those tasks
(Marcelo et al., 2023; Arisaq et al., 2023). Work motivation is an internal process that regulates an individual's
effort, direction, and persistence in achieving set goals (Wahyudi, 2022; Widarko & Anwarodin, 2023).

It can be concluded thatWork motivation involves complex internal processes that regulate individual
behavior in achieving goals and job satisfaction. This includes internal drive, psychological energy, and the
intensity of effort given to achieve work or organizational goals. Motivation is a driving force for someone
to make the greatest possible contribution to the success of the organization in achieving its goals.
Motivation is important because motivation supports people's behavior to be willing to work hard and
enthusiastically in achieving optimal things.

Materials and Methods

This type of research is causal associative research.Causal associative research aims to determine the
relationship or association between two or more variables. This type of research is usually used to see if
there is a relationship, correlation, or influence between the variables studied, and how strong the
relationship is (Sugiyono, 2018).The types of data used are primary data and secondary data obtained from
interview questionnaires and documentation studies. The population in this study were all lecturers at
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Private Universities in Medan City based on PD-Dikti data there are 23 Universities. The sampling used
was saturated sampling. So that the number of samples was directly determined as many as 120 respondents
by taking 5 lecturers or respondents randomly at each university. Data analysis was carried out using
structural equation modeling (SEM) techniques with Smart-PLS analysis tools to test direct and indirect
relationships between these variables.

Results and Discussion
Outer Model
Convergent 1 alidity

Convergent Validity is an indicator that is assessed based on the correlation between item score/component
score and construct score, which can be seen from the standardized loading factor which describes the
magnitude of the correlation between each measurement item (indicator) and its construct. The individual
reflexive measure is said to be high if it correlates > 0.7 with the construct to be measured but the outer
loading value between 0.5 - 0.6 is considered sufficient (Hair et al., 2017).

Table 1. Test Results Loading Factor

Variable Statement Item Outer Loading Description
WE1 0.882 Valid
WE2 0.704 Valid
WE3 0.742 Valid
Work Effectiveness (Y) WE4 0.858 Valid
WE5 0.681 Valid
WEG6 0.720 Valid
WES 0.746 Valid
OCB3 0.737 Valid
Organizational Citizen OCB4 0818 Val%d
Behavior (Z) OCB6 0.680 Val%d
OCB7 0.770 Valid
OCB8 0.704 Valid
OC1 0.886 Valid
OC3 0.698 Valid
Organizational OC4 0.692 Valid
Commitment (X1) OCo6 0.721 Valid
OC7 0.866 Valid
OC8 0.867 Valid
WM1 0.747 Valid
WM2 0.876 Valid
Work Motivation (X2w) WM3 0.794 Valid
WM4 0.740 Valid
WM5 0.901 Valid

Soutces: Smart-PLS (2024)
Based on Table 1. above, it is known that there are several statement items that were eliminated because

they did not meet the requirements, so that after re-processing the data, all of the statement items above
have an outer loading value > 0.6.
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Discriminant V alidity

Discriminant Validity is a measurement model with reflective indicators assessed based on crossloading
measurements with constructs. If the correlation of the construct with the measurement item is greater
than the size of other constructs, it shows that their block size is better than other blocks. Meanwhile,
according to another method to assess discriminant validity, namely by comparing the squareroot of average
variance extracted (AVE) values (Hair et al., 2017).

Table 2. Test Results Average Variance Extracted (AVE)

Variable Average Variance Extracted(AVE)
Work Effectiveness 0.586
Organizational Citizen Behavior 0.553
Organizational Commitment 0.629
Work Motivation 0.663

Sources: Smart-PLS (2024)

Based on Table 2. above, it is known that the AVE (Average Variant Extracted) value of each variable is
greater than 0.5. So it can be concluded that the variables or constructs used are valid.

Composite Reliability and Cronbach's Alpha

Composite reliability is an indicator to measure a construct that can be seen in the latent variable coefficients
view. To evaluate composite reliability there are two measuring instruments, namely internal consistency
and Cronbach's alpha. In this measurement, if the value achieved is > 0.70, it can be said that the construct
has high reliability. Cronbach's Alpha is a reliability test that is cartied out to strengthen the results of
composite reliability. A vatiable can be declared reliable if it has a Cronbach's alpha value.> 0.7 (Hair et al.,
2017).

Table 3. Test Results Cronbach's Alpha & Composite Reliability

Variables Cronbach's Alpha Composite Reliability
Work Effectiveness 0.880 0.907
Organizational Citizen Behavior 0.796 0.860
Organizational Commitment 0.879 0.909
Work Motivation 0.892 0.907

Sources: Smart-PLS (2024)

Based on Table 3. above, it is known that each research variable has a Cronbach's alpha value and composite
reliability > 0.70. Based on the results obtained, it can be stated that the variables used in the study are
stated to be reliable.

Inner Model

Inner model analysis is usually also called inner relation or structural model and substantive theory which
describes the relationship between latent variables based on substantive theory. Changes in the R-square
value can be used to assess the influence of certain independent latent variables on dependent latent
variables whether they have a substantive influence (Hair et al., 2017).
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Table 4. Test Results R-Square (R2)

Variables R Square (R2)
Work Effectiveness 0.742
Organizational Citizen Behavior 0.479

Sources: Smart-PLS (2024)

Based on the table above, the R Square value for the organizational citizen behavior variable is 0.479, this
means that the percentage of the influence of organizational commitment and work motivation on
organizational citizen behavior is 47.9%, while the remaining 52.1% is explained by other variables not
examined in this study.

Furthermore, the R Square value for the work effectiveness variable is 0.742, this means that the percentage
of the influence of organizational commitment, work motivation and organizational citizen behavior on
work effectiveness is 74.2%, while the remaining 25.8% can be explained by other variables that were not
examined in this study.

Hypothesis Test

Direct Efect

Table 5. Test Results Direct Effect

?Zi;][z‘l Sample gfggfj:; T Statistic r

(0) Mean (M) (STDEY) (/O/STDEV/) | Values
Work Motivation -> Work |, ) 0.240 0.115 1.983 0.048
Effectiveness
Organizational
Commitment -> Work 0.050 0.043 0.064 0.778 0.437
Effectiveness
Work Motivation ->
organizational citizenship 0.503 0.516 0.138 3,646 0.000
behavior
Organizational
Commitment -> = 0.256 0.249 0.124 2,058 0.040
organizational citizenship
behavior
Organizational Citizenship
Behavior -> Work 0.661 0.655 0.105 6.314 0.000
Effectiveness

Sources: Smart-PLS (2024)

Based on Table 5. above, the test results can be used to answer the hypothesis in this study. Hypothesis
testing in this study by looking at the coefficient path (original sample), t-statistic value or p-value. With a
significance of 5%, the hypothesis can be accepted if the t-statistic> t-table 1.65 (nk = 120-4 = 116 at 0.5
/ 5%) ot the p-value <0.05. Direct effect can be explained as follows:

e X1 against Y: T-Statistic value (| O/STDEV|) = 1.983 and P-Values = 0.048 < 0.05, meaning that
work motivation has a direct positive and significant effect on work effectiveness.
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o X2 against Y: T-Statistic value (|O/STDEV|) = 0.778 and P-Values = 0.437 > 0.05, meaning that
organizational commitment does not directly have a positive and insignificant effect on work

effectiveness.

e X1 against Z: T-Statistic value (| O/STDEV |) = 3.646 and P-Values = 0.000 < 0.05, meaning that
work motivation has a direct positive and significant effect on organizational citizenship behavior.

e X2 against Z: T-Statistic value (| O/STDEV |) = 2.058 and P-Values = 0.040 < 0.05, meaning that
organizational commitment has a direct positive and significant effect on organizational citizenship

behavior.

e 7 against Y: T-Statistic value (|O/STDEV ) = 6.314 and P-Values = 0.000 < 0.05, meaning that
organizational citizenship behavior has a direct positive and significant effect on work effectiveness.

Indirect Effect

Table 6. Test Results for Indirect Effect

Original | Sample | Standard T Statistics P
Sample(O| Mean( | Deviation | (|O/STDEV || Values
) M) (STDEV) |)
Work motivation ->
organizational citizenship 0.333 0.334 0.093 3567 0.000
behavior -> work ) ) ) ’ ’
effectiveness
Organizational
commitment ->
organizational citizenship 0.169 0.167 0.092 1,837 0.067
behavior -> work
effectiveness

Sources: Smart-PLS (2024)

Based on Table 6. above, it is known that work motivation indirectly has a significant effect on work
effectiveness through organizational citizen behavior with a p-value of 0.000 < 0.05. Furthermore, it is
known that organizational commitment indirectly does not have a significant effect on work effectiveness
through organizational citizen behavior with a p-value of 0.067 > 0.05.

Total Effect

Table 7. Test Results Total Effect

gg”li;’)z] Sample ;f;’jzz ‘111 T Statistic P
(©) Mean (M) (STDEV) (/O/STDEV/) | Values

Work Motivation -> Work | 5 0.575 0.134 4173 0.000
Effectiveness
Organizational
Commitment -> Work 0.219 0.209 0.119 1,838 0.067
Effectiveness
Work Motivation ->
organizational citizenship 0.503 0.516 0.138 3,646 0.000
behavior
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Organizational
Commitment -> = 0.256 0.249 0.124 2,058 0.040
organizational citizenship
behavior
Organizational Citizenship
Behavior -> Work 0.661 0.655 0.105 6.314 0.000
Effectiveness

Sources: Smart-PLS (2024)

Based on Table 7. above, it can be synthesized that the total influence value is as follows:

e The total effect of the relationship between work motivation directly and indirectly has a significant
effect on work effectiveness through organizational citizen behavior with a T-statistics value

(O/STDEV |) of 4.173 with

p-values of 0.000 <0.05.

e The total effect of the direct and indirect relationship between organizational commitment does
not have a significant effect on work effectiveness through organizational citizen behavior with a
T-statistics value (O/STDEV |) of 1.838 with p-values of 0.067 > 0.05.
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Conclusion and Suggestion

Figure 1. SEM-PLS Output (2024)

Based on the results of the research discussion above, it can be concluded that:
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e Work motivation has a direct positive and significant effect on work effectiveness.

e Organizational commitment does not directly have a positive and insignificant effect on work
effectiveness.

e  Work motivation has a direct positive and significant effect on organizational citizenship behavior.

e Organizational commitment has a direct positive and significant effect on organizational
citizenship behavior.

e Organizational citizenship behaviordirectly has a positive and significant impact on work
effectiveness.

e  Work motivation indirectly has a significant effect on work effectiveness through organizational
citizen behavior.

e Organizational commitment indirectly does not have a significant effect on work effectiveness
through organizational citizen behavior.

Based on the conclusions above, the following suggestions can be given:

e The work motivation of lecturers at private universities in Medan City can be improved with several
effective and relevant strategies by providing approptiate appreciation for lecturers' petformance
is very important, creating a conducive work environment, having the opportunity to develop and
be promoted, being more motivated to work hard and improving the quality of teaching and
research.

e Increaseorganizational commitmentlecturers at private universities in Medan City require a
strategic and holistic approach by building a strong and inclusive organizational culture, creating a
sustainable professional development program can help increase lecturers' commitment to the
organization,

e Improving Organizational Citizenship Behavior (OCB) or organizational citizenship behavior of
lecturers at private universities in Medan City requires an approach that supports proactive and
collaborative attitudes.

e Improving the effectiveness of lecturers' work at private universities in Medan City requires an
approach that focuses on individual development and optimization of the work environment by
providing continuous training and development. By strengthening lecturers' competencies through
workshops, seminars, and professional development programs, they will be better prepared to face
academic and administrative challenges, so that their performance becomes more effective, and the
use of technology in teaching and academic management can also increase effectiveness.
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