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Abstract:

Purpose: This study investigates the influence of transformational leadership on lecturer
performance in Indonesian higher education institutions, focusing on the mediating roles of
employee well-being (EWB) and organizational citizenship behavior (OCB). It addresses the
ongoing debate on whether OCB universally enhances performance and highlights the
psychological mechanisms underpinning leadership effectiveness in academic settings.
Design/methodology/approach: quantitative, multilevel research design was employed using
Partial Least Squares Structural Equation Modeling (PLS-SEM). Data were collected from 220
lecturers across public and private universities in Riau Province, Indonesia. Measurement scales
were validated through confirmatory factor analysis, and structural relationships were assessed
with bootstrapping procedures.

Findings: Transformational leadership significantly improves lecturer performance both directly
and indirectly through EWB, underscoring the importance of psychological well-being in
academic productivity. While transformational leadership strongly predicted OCB, OCB did not
significantly affect lecturer performance. This challenges the assumption of OCB’s universal
benefit, suggesting its effect may depend on performance evaluation systems that emphasize
quantifiable outcomes such as publications and teaching loads.

Practical implications: University leaders should prioritize leadership development programs
that foster psychological support, individualized consideration, and motivational competencies.
Institutional policies should integrate well-being initiatives and adapt performance appraisal
systems to recognize discretionary contributions such as mentoring and community engagement.
Originality/value: This study contributes to leadership and organizational behavior literature
by: (1) integrating employee well-being into leadership—performance frameworks, highlighting
its role as a vital mechanism in higher education, (2) challenging the universality of OCB as a
mediating variable by demonstrating its limited effect under specific institutional conditions, and
(3) adopting a multilevel perspective that connects individual-level lecturer outcomes to
institutional academic competitiveness. These insights extend current debates and provide novel
evidence from a non-Western higher education context under increasing global performance
pressures.

Keywords: transformational leadership; employee well-being; organizational -citizenship
behavior (OCB); lecturer performance; academic competitiveness; higher education; indonesian
universities

INTRODUCTION

The academic competitiveness of higher education institutions in the era of globalization is increasingly
determined by the quality and productivity of lecturer performance (1)(2)(3). Faculty members serve as the
backbone of academic institutions, shaping not only the quality of teaching but also research productivity,
innovation, and institutional reputation in national and international rankings (4). In this regard, organizational
behavior management (OBM) and leadership studies have provided crucial theoretical and practical insights into
the dynamics of performance management (5)(6). Performance management, broadly defined, encompasses the
processes of identifying, measuring, and developing employee performance while aligning their contributions
with institutional priorities (7)(8)(9)(10). The OBM framework is particularly relevant in higher education as it
facilitates a systemic examination of how leadership interventions can effectively influence lecturer behavior,
thereby strengthening institutional competitiveness (11)(12)(13).
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Despite the centrality of transformational leadership in organizational research, its effectiveness in enhancing
performance remains inconsistent (14)(15)(16). On the one hand, numerous studies have established a positive
link between transformational leadership and employee outcomes such as motivation, creativity, and performance
(17). On the other hand, some research has revealed insignificant or even negative outcomes, particularly when
leadership behaviors fail to align with employee needs or institutional contexts (18). These divergent findings
suggest that transformational leadership may not exert a uniform effect across settings. Instead, its impact may be
shaped by mediating mechanisms, contextual variables, and the psychological conditions of employees. In higher
education, where lecturers face increasing pressure to publish in indexed journals, secure research grants, and
achieve teaching excellence, leadership support may manifest differently compared with corporate or public sector
contexts.

Transformational leadership exerts its influence not only through direct effects but also via indirect behavioral
and psychological pathways. However, research examining these mediating mechanisms remains limited and
inconclusive (19). Many organizations emphasize leader—employee interactions as a means of shaping
performance, yet the role of affective and social cues embedded in these interactions has not been fully explicated
in the context of academic institutions. One potential pathway is employee well-being (EWB), which represents
an employee’s psychological, emotional, and social health. Transformational leaders, by providing individualized
consideration, intellectual stimulation, and inspirational motivation, can enhance employee well-being, thereby
fostering higher levels of engagement and performance (20). Recent studies have highlighted the role of well-
being as a strategic organizational resource that not only improves individual productivity but also supports
institutional resilience and sustainability.

Another potential mechanism is organizational citizenship behavior (OCB), which refers to voluntary,
discretionary actions that go beyond formal job requirements. OCB has been widely linked to positive
organizational outcomes, including cooperation, knowledge sharing, and institutional reputation.
Transformational leaders are expected to foster such behaviors by inspiring followers to transcend self-interest
for the benefit of the organization. However, the relationship between OCB and performance remains contested.
While some studies suggest that OCB enhances performance indirectly by creating a collaborative climate (21)
others caution that excessive OCB may divert time and energy from core responsibilities, thus diminishing
measurable outcomes such as teaching effectiveness and research productivity (22). In higher education, where
lecturer performance is evaluated based on quantifiable outputs, the extent to which OCB contributes to or detracts
from performance is still unclear.

The Indonesian higher education context provides a compelling setting for this investigation. Universities in
Indonesia are currently under strong pressure to improve global visibility through international publications,
research collaborations, and compliance with accreditation standards set by the Ministry of Education, Culture,
Research, and Technology. These pressures have intensified the demand for high lecturer performance in teaching,
research, and community service. However, challenges such as high workload, limited institutional support, and
resource constraints often undermine lecturer well-being, which in turn affects performance. Moreover, the
cultural emphasis on collectivism and social harmony in Indonesia may shape the manifestation of OCB
differently compared with Western contexts. Therefore, examining the dual mediating roles of EWB and OCB
provides an opportunity to contribute both theoretically and practically to the leadership and organizational
behavior literature in non-Western higher education environments.

This study seeks to address these theoretical and empirical gaps by focusing on two key mediating variables—
employee well-being (EWB) and organizational citizenship behavior (OCB)—in the relationship between
transformational leadership and lecturer performance. First, by examining EWB, the study sheds light on the
psychological mechanisms through which leadership enhances performance. Second, by assessing OCB, it
evaluates whether voluntary, extra-role behaviors constitute a meaningful pathway to improved lecturer outcomes
in the higher education sector. Taken together, the findings are expected to provide actionable insights for
institutional leaders in designing leadership development programs and organizational policies that prioritize
lecturer well-being while aligning discretionary behaviors with institutional performance goals.

Accordingly, this study addresses the following research questions:

1. What is the effect of transformational leadership on lecturer performance?

2. What is the mediating role of employee well-being in the relationship between transformational leadership
and lecturer performance?

3. What is the mediating role of organizational citizenship behavior in the relationship between transformational
leadership and lecturer performance?

METHOD

Design and Research Model

This study adopted a quantitative, multilevel design with a causal—correlational approach to examine the
relationships among transformational leadership, employee well-being (EWB), organizational citizenship
behavior (OCB), and lecturer performance. The multilevel design was deemed appropriate because it allows for
the simultaneous investigation of individual-level mechanisms and institutional-level outcomes. Specifically, the
study analyzed how transformational leadership influences lecturer performance through the mediating roles of
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EWB and OCB at the individual level. In addition, the study assessed how aggregated lecturer performance
contributes to the broader institutional outcome of academic competitiveness. This design was chosen to reflect
the complexity of the theoretical model and to ensure high statistical validity when testing cross-level
relationships.

Participants and Population

The study population comprised all active lecturers employed at private and public universities in Riau Province,
Indonesia. Participants were recruited using non-probability sampling, specifically purposive sampling
complemented with snowball sampling. Inclusion criteria required lecturers to have a minimum of two years of
teaching experience and a clear understanding of leadership and performance dynamics within their institutions.
A total of 235 lecturers were initially recruited, and after excluding incomplete responses and outliers, the final
sample consisted of 220 valid cases. This sample size exceeded the minimum threshold required for Structural
Equation Modeling (SEM) analysis, ensuring sufficient statistical power and representativeness. Demographic
information such as age, gender, academic rank, and years of teaching experience was also collected to provide
descriptive insights into the sample composition.

Measures

Data were collected from two complementary sources: (1) self-administered surveys distributed to lecturers, and
(2) archival institutional records. The combination of perceptual and objective indicators allowed for a more
comprehensive and valid assessment of both individual- and institutional-level constructs. All self-reported items
were rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).

e Transformational Leadership (TL): Measured using a modified version of the Multifactor Leadership
Questionnaire (MLQ) (23), consisting of 20 items that capture the four core dimensions: idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration. The MLQ has been widely
validated across higher education and organizational contexts.

e Employee Well-being (EWB): focusing on psychological, emotional, and social well-being. This instrument
reflects the multidimensional nature of well-being and has been validated in recent higher education studies (24).
e Organizational Citizenship Behavior (OCB): which measures discretionary, extra-role behaviors such as
assisting colleagues, voluntarily participating in academic initiatives, and supporting institutional goals. OCB has
been recognized as a critical behavioral construct in academic institutions (25).

e Lecturer Performance: Measured using a self-report scale developed from higher education performance
literature (26), capturing the three core academic responsibilities: teaching effectiveness, research productivity,
and community engagement. This operationalization is consistent with national accreditation standards in
Indonesia and global higher education performance benchmarks.

e Academic Competitiveness: Operationalized as a composite institutional index constructed from archival data,
including the number of Scopus-indexed and accredited national journal publications, international research
collaborations, student-to-lecturer ratios, and university accreditation status. These indicators are aligned with
international university ranking frameworks and national higher education evaluation criteria.

All instruments were subjected to pre-testing to ensure clarity, reliability, and contextual appropriateness. Content
validity was confirmed through expert review, while construct validity and reliability were tested through
confirmatory factor analysis (see Results section). Reliability indices (Cronbach’s alpha and composite reliability)
and validity statistics (average variance extracted, AVE) exceeded the recommended thresholds, supporting the
robustness of the measurement model.

Procedure

The study was conducted entirely online following the approval of the Research Ethics Committee of Universitas
Prima Indonesia (approval no. 021/SM/F9/UNPRI/VI1I/2025). All procedures complied with the ethical standards
of the institutional review board and with the principles outlined in the Declaration of Helsinki for research
involving human participants.

An invitation containing the survey link was distributed through official university communication channels
(email and lecturer networks). The first page of the online survey provided a detailed explanation of the study’s
objectives, procedures, voluntary participation, confidentiality assurance, and the right to withdraw at any stage
without penalty. Participants were required to read this information and provide electronic informed consent
before proceeding to the questionnaire. Only individuals who confirmed consent were included in the study
sample.

To minimize response bias and ensure data quality, the survey was anonymous and no personally identifiable
information was collected. Additionally, the system was configured to prevent multiple submissions from the
same participant. A pilot test with a small group of lecturers (n = 220) was conducted prior to the main survey to
ensure clarity of instructions and item comprehension.

In parallel, institutional-level data on academic competitiveness were systematically collected from publicly
available sources, including national higher education databases, official university websites, and accreditation
reports. These indicators were aggregated to construct a composite measure of institutional competitiveness.
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Lecturer survey data were then matched with institutional-level data according to university affiliation, enabling
a multilevel analysis of both individual- and organizational-level outcomes.

Analyses

The collected data were analyzed using Structural Equation Modeling (SEM) with Partial Least Squares (PLS)
implemented in SmartPLS version 4. PLS-SEM was selected due to its robustness in handling complex models
with multiple mediating variables, its suitability for multilevel data, and its ability to accommodate non-normal
data distributions. Compared to covariance-based SEM (CB-SEM), PLS-SEM emphasizes prediction and
variance explanation, making it particularly appropriate for exploratory research in organizational behavior and
higher education contexts.

The analysis was conducted in two sequential stages:

e Measurement Model (Outer Model) Analysis:

The reliability and validity of all individual-level constructs—Transformational Leadership, Employee Well-
being, OCB, and Lecturer Performance—were evaluated through several criteria. Indicator reliability was
assessed using standardized factor loadings (threshold > 0.70). Internal consistency reliability was confirmed
using Cronbach’s alpha and composite reliability (CR > 0.70). Convergent validity was examined via the average
variance extracted (AVE > 0.50), while discriminant validity was tested using the Fornell-Larcker criterion and
the heterotrait—-monotrait ratio (HTMT < 0.85). Multicollinearity was also assessed using variance inflation factor
(VIF) values to ensure the absence of redundancy among indicators.

e Structural Model (Inner Model) Analysis:

Hypothesized relationships were tested at both the individual and institutional levels. At the individual level, we
examined the direct effect of Transformational Leadership on Lecturer Performance (RQ1), the mediating role of
Employee Well-being (RQ2), and the mediating role of OCB (RQ3). At the institutional level, aggregated lecturer
performance was regressed onto Academic Competitiveness to test the cross-level effect. The predictive accuracy
and explanatory power of the model were evaluated using R? values, effect size (f2), and predictive relevance (Q?).
To test the significance of direct and indirect effects, a non-parametric bootstrapping procedure with 5,000
resamples was performed, following the recommendations of recent PLS-SEM methodological studies.

This multistage analytical strategy ensured a rigorous assessment of both measurement quality and structural
relationships, thereby providing robust evidence for evaluating the proposed research model and answering the
stated research questions.

RESULTS

The results are presented in four stages: (1) descriptive statistics and correlations, (2) evaluation of the
measurement model, (3) structural model testing including direct and indirect effects, and (4) supplementary
analyses for effect sizes, model fit, and predictive relevance. All analyses were based on the final valid sample of
220 lecturers.

Descriptive Statistics and Correlations

Table 1 presents the descriptive statistics (means and standard deviations) and the intercorrelations among the
latent constructs. The results indicate that Transformational Leadership (TL) had the highest mean score (M =
3.95, SD = 0.84), followed closely by Employee Well-being (EWB; M = 3.93, SD = 0.92) and Organizational
Citizenship Behavior (OCB; M = 3.85, SD = 0.91). Lecturer Performance (LP) recorded a slightly lower mean
(M =3.39, SD = 0.94), reflecting room for improvement within the academic performance indicators.

Regarding correlations, TL exhibited strong positive associations with both EWB (r=0.61, p <0.01) and OCB (r
=0.63, p < 0.01). LP was significantly correlated with TL (r = 0.52, p < 0.01) and EWB (r = 0.55, p < 0.01),
whereas its correlation with OCB was weaker and nonsignificant (r = 0.10, p = 0.12). These findings suggest that
leadership and lecturer well-being are more directly related to performance outcomes compared to voluntary extra-
role behaviors.

Table 1. Descriptive Statistics and Correlations (n = 220)

Construct Mean | SD |1 2 3 4
1. Transformational Leadership (TL) 3.95 0.84 | 1

2. Employee Well-being (EWB) 3.93 0.92 ] 0.61** | 1

3. Organizational Citizenship Behavior (OCB) | 3.85 0.91 | 0.63*%* | 0.47** | 1

4. Lecturer Performance (LP) 3.39 0.94 | 0.52%* | 0.55** | 0.10 | 1

Measurement Model Analysis (Outer Model)

The measurement model was evaluated to ensure that the observed indicators were both valid and reliable in
representing their respective latent constructs. Three key aspects were assessed: indicator reliability, convergent
validity, and discriminant validity.

Convergent Validity and Internal Reliability.
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All standardized outer loadings exceeded the recommended threshold of 0.70, indicating strong item reliability.
The Average Variance Extracted (AVE) values were above the minimum cutoff of 0.50 for all constructs—
Transformational Leadership (0.589), Employee Well-being (0.639), OCB (0.655), and Lecturer Performance
(0.697)—thereby confirming convergent validity. Internal consistency reliability was also high, with both
Cronbach’s alpha and Composite Reliability (CR) values surpassing the 0.70 benchmark. Specifically, CR values
were 0.934 (Transformational Leadership), 0.936 (Employee Well-being), 0.951 (OCB), and 0.954 (Lecturer
Performance), reflecting excellent internal reliability of the measurement scales.

Discriminant Validity.

The Fornell-Larcker criterion demonstrated that the square root of each construct’s AVE was greater than its
correlations with other constructs, thereby supporting discriminant validity. Furthermore, the heterotrait—
monotrait (HTMT) ratio of correlations was below the conservative threshold of 0.85 across all construct pairs,
providing additional evidence of discriminant validity

Collectively, these results confirm that the measurement model fulfills all recommended psychometric standards
for reliability and validity, providing a sound foundation for subsequent structural model evaluation.

Hypothesis Testing: Direct and Mediating Effects

The structural model was analyzed to test the hypothesized relationships. The coefficient of determination (R?)
for Lecturer Performance was 0.511, indicating that the independent variables (Transformational Leadership,
Employee Well-being, and OCB) collectively explained 51.1% of the variance in lecturer performance. This
represents a substantial predictive effect within the context of behavioral research. Additionally, the Q? value of
0.398 suggests that the model has strong predictive relevance.

The results of the hypothesis testing are summarized as follows:

Direct Effects.

Transformational Leadership had a significant and positive effect on Lecturer Performance ( = 0.360, t=3.619,
p < 0.01). This finding supports Hypothesis 1, indicating that transformational leadership directly enhances
lecturer performance. Furthermore, the path from Transformational Leadership to Employee Well-being was
positive and highly significant (B = 0.555, t = 13.140, p < 0.01). Similarly, Transformational Leadership
demonstrated a significant positive effect on OCB (f = 0.619, t =11.233, p <0.01). In addition, Employee Well-
being exhibited a significant positive effect on Lecturer Performance (B =0.411,t=4.527, p <0.01). By contrast,
the effect of OCB on Lecturer Performance was not significant (f = 0.094, t = 1.050, p = 0.294).

Mediating Effects.

Mediation analysis confirmed that the indirect path from Transformational Leadership through Employee Well-
being to Lecturer Performance was significant (indirect effect coefficient =0.228, t=4.314, p <0.01). This finding
confirms the partial mediating role of Employee Well-being, thereby supporting Hypothesis 2. Conversely, the
indirect path from Transformational Leadership through OCB to Lecturer Performance was not significant
(indirect effect coefficient = 0.058, t = 1.042, p = 0.298), thus indicating that Hypothesis 3 was not supported.
Overall, these findings strongly suggest that Transformational Leadership influences Lecturer Performance not
only directly but also indirectly through Employee Well-being, whereas OCB does not function as a significant
mediating pathway.

Figure 1 presents the complete structural model with standardized path coefficients and R? values.

EWE1
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EWB2 #-0811—
kO.BGE LB2
Employee well-being o411 0.894
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o360 ~_0837 "
- 0786
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0.094 LP5
ocBz  ~0846
~~
0795
0OCB3 - 0.342—EL"S
=
0.819
-
oce4
0.784 OCB
QOCB3

Figure 1. Structural model results of the hypothesized relationships (n = 220). Path coefficients are shown on the
arrows, and R? values are displayed within the endogenous constructs.

Table 2. Structural Model Hypothesis Testing Results
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Path Relationship | Path Coefficient (B) | t-statistic | p-value | Hypothesis Support

TL - LP 0.360 3.619 0.000** | Supported

TL —» EWB 0.555 13.140 0.000** | —

TL — OCB 0.619 11.233 0.000** | —

EWB — LP 0.411 4.527 0.000** | Supported

OCB — LP 0.094 1.050 0.294 Not Supported

Mediating Effects

TL - EWB —» LP | 0.228 4.314 0.000** | Supported

TL — OCB — LP | 0.058 1.042 0.298 Not Supported
DISCUSSION

The current study explored how transformational leadership (TL) enhances lecturer performance, focusing on the
mediating roles of Employee Well-being (EWB) and Organizational Citizenship Behavior (OCB). The findings
not only deepen theoretical understanding but also offer practical insights for higher education leadership and
management.

The Central Role of Employee Well-being

A key finding is that transformational leadership significantly bolsters lecturer performance through the partial
mediation of employee well-being. This underscores the importance of psychological and emotional resources in
facilitating academic productivity. Transformational leadership—through its focus on inspirational motivation,
intellectual stimulation, and individualized consideration—promotes lecturers’ psychological health, thereby
enhancing their teaching, research, and service contributions (27)(28)(29).

This aligns with recent findings indicating that transformational leadership improves employee mental health and
productivity across diverse sectors, including education. The emphasis on well-being as a mediating mechanism
further reinforces perspectives from positive organizational scholarship that propose well-being as a critical
determinant of sustainable performance. Especially in higher education, where lecturers face multiple stressors
such as publication pressure and accreditation demands, supportive leadership that enhances well-being becomes
a strategic imperative (30).

Organizational Citizenship Behavior: Predictive but Not Performance-Enhancing

While transformational leadership strongly predicts OCB (23), our results indicate that OCB does not significantly
mediate the leadership—performance relationship. This diverges from many Western-centric studies that regard
OCB as universally beneficial. One plausible explanation lies in institutional performance criteria in universities,
which often focus on formal, quantifiable outputs (e.g., publications, teaching loads) and largely overlook
voluntary contributions like mentoring or service—a misalignment observed in similar contexts.

Furthermore, engaging in OCB may incur opportunity costs, where time and energy directed toward discretionary
tasks detract from core responsibilities, possibly diluting performance outputs. This finding joins a more nuanced
corpus of literature that questions the uniform positive impact of OCB under varying organizational conditions.

Theoretical Contributions

This study advances theory in several important ways:

o Integrates well-being into leadership—performance frameworks, highlighting the psychological dimension as
a vital mechanism of transformational leadership in academic settings.

e Challenges the universality of OCB as a mediator by demonstrating its limited impact in higher education
institutions where evaluation systems do not fully account for discretionary behaviors.

e Adopts a multilevel perspective, linking individual-level outcomes (performance) to institutional-level
constructs (academic competitiveness), thus offering a more comprehensive model of performance dynamics in
higher education.

Practical Implications for Higher Education Institutions

University leaders and policymakers should consider the following:

e Leadership development programs must emphasize psychological support and motivational competencies, not
merely administrative or strategic skills.

e Performance appraisal systems should be reviewed to include and reward discretionary contributions (e.g.,
mentoring, community engagement), aligning institutional incentives with desired outcomes.

o Well-being initiatives (e.g., mental health support, flexible workload models) should be institutionalized as
part of strategic academic development, considering the evidence of their impact on performance.

Limitations and Future Research Directions

The present study is not without limitations, which should be acknowledged to provide avenues for future inquiry.
First, the use of a cross-sectional design restricts the ability to establish strong causal inferences. The observed
associations between leadership, well-being, OCB, and performance reflect relationships at a single point in time.
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Longitudinal or experimental designs would enable scholars to track changes over time and assess whether
transformational leadership consistently predicts lecturer performance across different phases of academic cycles.
Second, while the sample size of 220 lecturers was statistically adequate for PLS-SEM analysis, the purposive
sampling approach limits the generalizability of findings. The results may reflect specific cultural or institutional
features of Indonesian higher education. Future studies should employ probability-based sampling or conduct
cross-cultural comparisons to improve external validity and capture the diversity of academic contexts across
regions and countries.

Third, the finding that OCB did not significantly mediate the leadership—performance relationship invites further
investigation into its boundary conditions. It may be that certain types of OCB—such as research-related
collaboration or mentoring students—contribute more directly to performance outcomes than socially oriented
activities. Moreover, organizational culture, institutional reward systems, and workload distribution may
moderate the relationship between OCB and formal performance. Future research should explore these
contingencies to clarify under what circumstances OCB becomes performance-relevant.

Finally, academic competitiveness was measured using a composite index derived from archival data, which,
although robust, may overlook the nuanced dimensions of institutional competitiveness. Incorporating subjective
indicators, such as lecturers’ perceptions of competitiveness, international collaboration intensity, or innovation-
driven outcomes, could yield a more comprehensive assessment. Developing multidimensional measures of
academic competitiveness would allow future studies to capture both the quantitative and qualitative aspects of
institutional performance.

CONCLUSION

This study advances understanding of the complex dynamics between transformational leadership, employee well-
being, organizational citizenship behavior, and lecturer performance in the higher education context. The findings
demonstrate that transformational leadership exerts both direct and indirect effects on lecturer performance, with
employee well-being serving as a partial mediator. This underscores the importance of psychological and
emotional well-being as a critical pathway through which leadership influences performance outcomes.

While transformational leadership was also found to positively predict OCB, our results revealed that OCB did
not serve as a significant mediating mechanism for lecturer performance. This highlights the contextual limitations
of OCB in higher education, where formal performance metrics often prioritize quantifiable outcomes such as
teaching quality and research productivity. Voluntary contributions, although valuable, may not always translate
into measurable performance within existing institutional frameworks.

Taken together, these findings have important theoretical and practical implications. Theoretically, the study
emphasizes the centrality of well-being in leadership—performance models, challenging the assumption of OCB
as a universal mediator. Practically, the results suggest that institutional leaders should invest in cultivating
leadership practices and organizational policies that prioritize faculty well-being as a strategic lever for enhancing
academic competitiveness. As higher education institutions navigate increasing global pressures, fostering a
supportive and psychologically healthy work environment may prove more impactful than relying solely on
discretionary behaviors to drive performance.

Notes

1. The effective sample size for the structural model analyses (path coefficient estimation) was 231 respondents
after data cleaning.

2. A detailed overview of descriptive and inferential statistics is presented in Table 1 of the Results section
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Appendices

Appendix A: Survey Instruments

Al. Transformational Leadership (TL) Scale — Modified MLQ (20 items)
Respondents rated items on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree). Example items:
1. My leader articulates a compelling vision of the future.

2. My leader encourages innovative solutions to problems.

3. My leader considers my individual needs and strengths.

4. My leader inspires others to achieve higher performance levels.

A2. Employee Well-being (EWB) Scale (Multidimensional, 12 items)
Focuses on psychological, emotional, and social well-being. Sample items:

1. I feel satisfied with my work-life balance.

2. I experience positive emotions while performing my duties.

3. Ihave supportive relationships with colleagues.

A3. Organizational Citizenship Behavior (OCB) Scale (10 items)
Measures voluntary, extra-role behaviors in academic settings. Sample items:
1. T assist colleagues when they face teaching challenges.

2. Ivoluntarily participate in university initiatives beyond my duties.

3. I mentor students or junior staff outside formal obligations.

Ad. Lecturer Performance (LP) Scale (12 items)

Measures teaching effectiveness, research productivity, and community engagement. Sample items:
1. I consistently achieve teaching objectives.

2. I produce high-quality research outputs.

3. Tactively participate in community service activities.

Appendix B: Demographic Profile of Respondents

Variable Categories Frequency | Percentage

Gender Male 120 54.5%
Female 100 45.5%

Age 25-34 60 27.3%
35-44 90 40.9%
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45-54 50 22.7%
55+ 20 9.1%
Academic Rank Lecturer 130 59.1%
Senior Lecturer | 70 31.8%
Professor 20 9.1%
Years of Teaching Experience | 2-5 40 18.2%
6-10 80 36.4%
11-20 70 31.8%
>20 30 13.6%

Appendix C: Descriptive Statistics and Correlations

Construct Mean | SD |1 2 3 4
1. Transformational Leadership (TL) 3.95 084 | 1

2. Employee Well-being (EWB) 3.93 092 ] 0.61** | 1

3. Organizational Citizenship Behavior (OCB) | 3.85 0.91 | 0.63** | 0.47** | 1

4. Lecturer Performance (LP) 3.39 0.94 | 0.52** | 0.55** |1 0.10 | 1

Appendix D: Measurement Model Loadings

Construct | Item Outer Loading | Cronbach’s a | Composite Reliability (CR) | AVE

TL TL1 0.78 0.921 0.934 0.589
TL2 0.82

EWB EWBI1 | 0.81 0.928 0.936 0.639

OCB OCBI1 | 0.84 0.941 0.951 0.655

LP LPI 0.85 0.947 0.954 0.697

Appendix E: Structural Model Results (Bootstrapping)

Path B t p Significance

TL - LP 0.360 | 3.619 | 0.000 | Significant

TL — EWB 0.555 | 13.140 | 0.000 | Significant

TL — OCB 0.619 | 11.233 | 0.000 | Significant

EWB — LP 0.411 | 4.527 | 0.000 | Significant

OCB — LP 0.094 | 1.050 | 0.294 | Not Significant

TL - EWB —» LP | 0.228 | 4.314 | 0.000 | Mediation Significant

TL > OCB — LP | 0.058 | 1.042 | 0.298 | Mediation Not Significant

Appendix F: Ethics Approval

Research Ethics Committee of Universitas Prima Indonesia
Approval Number: 021/SM/F9/UNPRI/VII/2025
All procedures adhered to the Declaration of Helsinki, ensuring voluntary participation, confidentiality, and
informed consent.

Appendix G: Data Collection Procedure

Online survey link sent via email and lecturer networks.

Participants provided electronic informed consent.

Survey responses were anonymized to prevent identification.

Institutional archival data collected from official university websites and accreditation databases.
Pilot test (n = 20) conducted for clarity and comprehension.
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