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This paper is motivated by the fact that there are still many commitment: perceived

lecturers at private universities who do not have the sincerity in

pursuing a career even though there are many opportunities and organizational support; work
government regulations in favor of lecturer development efforts. engagement; organizational
The existence of lecturers in universities is very vital, considering citizenship behavior

that the dharma of universities as a whole is carried out by

lecturers. Besides, the performance measure of a university is also ABIRCU

largely determined by the quality of the lecturers at the university.
But in reality there are still many lecturers who are not serious in
pursuing a career in higher education, especially in private
universities. This paper will review what factors can encourage
the improvement of organizational citizenship behavior of
lecturers at private universities. Based on these problems, the
authors attempted to elaborate and analyze the effect of job
rewards and organizational commitment on organizational
citizenship behavior by strengthening perceived organizational
support and work engagement. It is hoped that this paper can
provide information about the factors that can encourage the
improvement of organizational citizenship behavior, especially for
lecturers at private universities.

l. Introduction

Higher education has a very important role in creating the nation's intellectual cadre in
addition to developing science, technology, and art (Nursanjaya, 2019; Setiono, 2019;
Suryana, 2018). In carrying out its role, both public and private universities are required to
meet the quality standards that have been set (Djuwita, 2017). This quality standard is the
minimum limit for the quality of governance and resources that must be owned by a
university (Abdi, 2019; Elfian et al., 2017). One of the vital resources that determine the
quality of higher education is human resources, in this case lecturers (Setyowati, 2020).
Lecturers in higher education are the implementers of all higher education dharmas (Arisman
& Supardi, 2019; Patras & Hidayat, 2020). Therefore, attention to the continuity of a
lecturer's career will determine the future of a university (Christianingsih, 2017; Ninla
Elmawati Falabiba, 2021). In terms of ranking and clustering carried out by the government,
the quality of lecturers gets the highest weight out of all the weights of higher education
performance assessments (Ninla Elmawati Falabiba, 2021; Patras & Hidayat, 2020). Thus,
the loss and departure of lecturers is a big loss for universities, especially for private
universities (Bungai & Perdana, 2018; Patras & Hidayat, 2020).
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This paper attempts to elaborate and analyze the factors that can encourage the
improvement of organizational citizenship behavior in lecturers at private universities,
namely the presence of job rewards and organizational commitment which is supported by
the strengthening of perceived organizational support and work engagement. The study in
this paper looks at the perspective of the social cognitive paradigm which emphasizes that
changes in a person's behavior are influenced by the learning process they do (Mischel &
Shoda, 1995). The social cognitive view states that the learning process is basically through
observational learning or the process of learning by observing (Budd & Hill, 2013; Chen &
Chen, 2019; Liepelt et al., 2012; Pepitone, 1986). Through this a person will develop
expectations about what will happen if he performs the same behavior as what he has
observed (Robinson et al., 2019). Good practices in an organization can be an example as
well as a positive modeling process for employees. (Agus Nurchalig, 2018; Taufig, 2019).
Through the view of this social cognitive paradigm, it is understood that lecturers can have
positive behaviors such as organizational citizenship behavior through the process of
imitating and observing (Chen & Chen, 2019).

Il. Research Methods

This paper was prepared with a library research approach based on theoretical studies,
references, and scientific literature (Bruce & Hughes, 2010; Partridge et al., 2010; Sari &
Asmendri, 2011) using the Google Scholar application (Green, 2010). This study examines
the concepts of job reward, organizational commitment, perceived organizational support,
and work engagement and their relationship to organizational citizenship behavior. The study
begins with finding the desired concept, building relationships between concepts, then
selecting various related journals, then the researcher selects various journals that are
considered relevant to the concept being studied. Researchers set 8 (eight) journals on each
concept to be studied. The next stage is a content analysis of the selected references by
observing, exploring meaning, and writing narratives and arguments related to study concepts
from the point of view and perspectives of researchers (Egmir et al., 2017; Kassarjian, 1977;
Lugman, 2019; Majhi et al. 2016; Vaismoradi et al., 2016; White & Marsh, 2006), including:
job rewards, organizational commitment, work engagement, perceived organizational
support, and organizational citizenship behavior.

I11. Discussion

3.1 Job Reward

Job rewards in various studies have broad and varied meanings, but in this study job
rewards are non-financial rewards (Hofmans et al., 2013; Widodo, 2014). The job reward
indicators in this study consist of: 1) Interpersonal rewards, 2) promotion, 3) task completion,
4) autonomy and 5) personal growth. The indicator was modified by the researcher from view
(Hofmans et al., 2013). A good job reward can bring satisfaction and encourage a lecturer to
work more creatively so as to make a positive contribution to higher education (Morelli et al.,
2021; Oriarewo et al., 2013). In addition, a good job reward means that the organization
provides the widest possible space for lecturers to grow and develop as well as get creative
opportunities in higher education development (Cockburn & Holroyd, 2018; Marsithah,
2016). Job rewards are also awards given personally. This award is something that touches a
person's personal side so that it has a deep psychological effect and has a special place on a
lecturer's personality (Basmantra, 2018; Jehanzeb et al., 2012). This will encourage the birth
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of good perceived organizational support and in turn create high organizational citizenship
behavior (Donald et al., 2016; Pattnaik et al., 2020).

3.2 Organizational Commitment

One of the determinants of organizational success is how much to instill and strengthen
organizational commitment in employees in the organization (Cao et al., 2019; Ristianawati
& Kurniawan, 2019). One factor that is considered to affect employee performance is
organizational Commitment (Edward, 2020). Affective commitment came from emotional or
psychological attachment with the organization (Syakur, 2020). Lecturers who have
organizational commitment are more likely to stay in college than lecturers who do not have
organizational commitment (Imamoglu et al., 2019; Wahyunanti et al., 2018). A lecturer with
high organizational commitment will tend to show good attitudes and behaviors so that they
can improve their performance (Fernandez-Mesa et al., 2020). Organizational commitment of
lecturers in higher education does not appear instantly, but through a process of creation and
maintenance that involves many factors (Kirimanop et al., 2020; Musabah et al., 2017,
Ngaliman, 2019). Organizational commitment in this study is measured by indicators: 1)
employee willingness, 2) employee loyalty, 3) employee pride, 4) intention to stay, and 5)
employee indebtedness. This indicator was modified by the researcher based on the view
(Allen & Meyer, 1996). Lecturers who have high organizational commitment will have
closeness to the organization. This closeness can develop into a form of engagement.
Therefore, in this study, researchers believe that good organizational commitment will
encourage improvement in work engagement and ultimately improve organizational
citizenship behavior.

3.3 Work Engagement

Work engagement in this study is a physical and psychological form of a lecturer's
attachment to higher education institutions (Guan et al., 2020; Moreira-Fontan et al., 2019;
Radic et al., 2020). Work engagement is a unique and deep relationship between lecturers as
employees and universities as their organizations (Bakker & Oerlemans, 2019; Teo et al.,
2020). High work engagement shows the closer the relationship between lecturers and
universities (Dai et al., 2021). With good work engagement, a university will be able to
mobilize all the potential inherent in lecturers so that they can improve the performance of
their universities (Katou et al., 2021; Nazari et al., 2020). Work engagement in this study was
measured by indicators: 1) vigor, 2) dedication, 3) absorption, 4) more effort, and 5) very
interested. This indicator was modified by researchers based on the view (Jonge & Schaufeli,
1998; Nikolova et al., 2019; WB Schaufeli & Bakker, 2004; Wilmar B. Schaufeli et al., 2006)
Well-maintained work engagement of lecturers is a sign that the university is in the best
situation to achieve optimal performance (Tensay & Singh, 2020). Several studies indicate
that work engagement can encourage the presence of organizational citizenship behavior
(Babcock-Roberson & Strickland, 2010; Mari¢ et al., 2019). Thus, it can be stated that the
higher the work engagement, the higher the organizational citizenship behavior (Gupta et al.,
2021; Krishnan et al., 2013; Pastor Lvarez et al., 2019).

3.4 Perceived Organizational Support

Perceived organizational support in this study is an assessment of the college's concern
for lecturers (Amirah et al., 2021; Reynolds & Helfers, 2018). Higher education support for
lecturers will create good optimism and trust. So that in this condition all the energy
possessed by lecturers can be elaborated and mobilized to improve higher education
performance (Coté et al., 2020; Maan et al., 2020). Perceived organizational support also
plays an important role in creating a harmonious and balanced relationship between lecturers

11807



as employees and universities as organizations (Ming-Chu & Meng-Hsiu, 2015). Perceived
organizational support also means contributive justice between lecturers and universities
(Ekrot et al., 2018). The fairer the college's contribution to the lecturers, the better the
perceived organizational support will be. The perceived organizational support in this study is
measured by the indicators: 1) fairness, 2) job conditions, 3) supervisory support, 4)
recognize achievements, 5) giving help. This indicator is a modification of the researcher
based on the view of (Rhoades & Eisenberger, 2002). Various previous empirical studies
have stated that perceived organizational support plays an important role in increasing
organizational citizenship behavior (Aguiar-Quintana et al., 2020; Celep & Yilmazturk, 2012;
Lee et al., 2020). That is, the higher the perceived organizational support, the higher the
organizational citizenship behavior (Hirschi & Spurk, 2021; Kim et al., 2021). In addition,
the results of another study reported that perceived organizational support can encourage the
presence of work engagement, meaning that the better the perceived organizational support,
the better the work engagement (Mufarrikhah et al., 2020; Stefanidis & Strogilos, 2021).

3.5 Organizational Citizenship Behavior

One of the positive behaviors that are needed by dynamic organizations such as
universities is the concern of a lecturer for the management of higher education (Sabahi &
Sanai Dashti, 2016; Thufailah & Abdurrahman, 2020). This concern covers various aspects,
both strategic and operational and technical (Anglim et al., 2018; L6pez-Cabarcos et al.,
2020; Yildirim, 2014). In general, this kind of concern does not have a direct relationship
with the main tasks and functions of a lecturer (Akturan & ekmecelioglu, 2016). This kind of
concern is called organizational citizenship behavior (Anwar et al., 2020; Lim & Loosemore,
2017; zdemir & Ergun, 2015; Pham et al., 2019). Indicators of organizational citizenship
behavior in this study include: 1) altruism, 2) conscientiousness, 3) sportsmanship, 4)
courtesy, and 5) civic virtue. All of the above indicators were adopted from the perspective
(Organ et al., 2006). Organizational citizenship behavior that grows well in a university
environment can create a psychological bond that creates a sense of belonging to the
organization (Brito Duarte, 2015; Qiu et al., 2019; Tefera & Hunsaker, 2020). It is this sense
of belonging that can bring the fighting power and optimal energy outpouring for
organizational growth (Malinowska & Tokarz, 2020). Lecturers with high organizational
citizenship behavior will always care, participate actively, and involve themselves totally in
every college activity. Positive behavior like this can lead universities to achieve their best
performance (Jung et al., 2021).

Based on the relationships described above, the conceptual framework is formulated as
follows:
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Figure 1. Conceptual Framework

Based on the conceptual framework above, it can be stated that organizational
citizenship behavior will be present in a lecturer if there is a good job reward and
organizational commitment, and it is strengthened by perceived organizational support and
adequate work engagement. Therefore, a logical connection is formulated that a good job
reward can encourage the creation of good perceived organizational support so as to improve
organizational citizenship behavior. Furthermore, good organizational commitment can
encourage the creation of good work engagement so as to present good organizational
citizenship behavior as well. On another aspect, perceived good organizational support also
has an important role in increasing work engagement so that it has an impact on increasing
organizational citizenship behavior.

1VV. Conclusion

Based on the results of the library research conducted, it can be concluded that in an
effort to create organizational citizenship behavior, a good job reward and organizational
commitment must first be presented. A good job reward will encourage an increase in
perceived organizational support so that it has an impact on the presence of high
organizational citizenship behavior. On the other hand, the path of creating organizational
citizenship behavior comes from organizational commitment, where good organizational
commitment will encourage the presence of work engagement which in turn creates good
organizational citizenship behavior. On the other hand, perceived good organizational support
also has an important role in increasing work engagement so that it has an impact on
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increasing organizational citizenship behavior. The combination of good organizational job
rewards and organizational commitment and supported by the presence of perceived
organizational support and work engagement is what is able to present and encourage the
improvement of organizational citizenship behavior. The presence of organizational
citizenship behavior in a lecturer is a valuable and high value capital for private universities,
therefore this behavior must be maintained, maintained, and maintained. The presence of
organizational citizenship behavior will be able to encourage personal lecturers to provide the
best service, develop higher education organizations, and try to bring universities to their
peak performance. The results of this concept study can be continued with empirical research
in order to obtain real and objective results.
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