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Abstract:

The improvement of work quality through good employee — employer relationships has been the focus of
many business and public administration studies. Significant disciplines such as behavioral and social sciences
have been fascinated by the changing stereotypical characteristics of different generations and how they
predict the future of work in business and government service. With the millennial generation entering
workforce in great numbers, there is no doubt that a new wave of workers and leaders will influence the world
in the years to come. The study utilized a descriptive method using the one-way analysis of variance and t-
test. The theory of Robert Kelley on Followership and the work principles of the respondents were used to
analyze the responses. The 140 respondents, are predominantly female college graduates. They worked in
private institutions in less than three years. Results showed significant relationships between educational
attainment and tenure with the Active Engagement Scores (AES) of millennials. This suggests that millennials
are engaged and contributing members of their organization when they gain tenure. Therefore, the findings
highlighted a response for a better understanding of millennials' active engagement to produce a competent
and efficient workforce.

Keywords: Followership, Millennial, Private and Public Secondary Institution, Independent Thinking, Active
Engagement

1. Introduction

boomers," there is a need for understanding the
millennials' working principles and views.
According to the survey done by Deloitte (2015),
millennials will make up 75% or more of the global
workforce in little more than ten years. From the

The millennial generation, born between 1984 and
1996, are now starting to enter the workforce in
great numbers (Andelius, 2014). Without a
question that a new wave of workers and leaders
will continue to influence the workplace for many

years to come. Millennials take a significant share given data alone, understanding this generation

in decisions of national interest as they become plays a significant role in advancing and
leaders and officials in their chosen fields. With this

and the anticipated replacement of "baby

developing the work environment and the critical
decisions that affect the organization.
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Andelius (2014) enumerated the following
attributes commonly associated with the
millennials: (1) interested in leadership positions
and expect to advance rapidly in their careers, (2)
they resist hard work, (3) care about personal
development and work-life balance than traditional
trappings of success, such as money and status, (4)
arriving to the workforce during more challenging
economic conditions, (5) believe government has
significant influence in today's society, and (6) rely
on friends and family for input on career issues.
From these characteristics, one would realize that
understanding this generation plays a role in how
organizations build around them, for they would
occupy significant positions soon. Understanding
this generation, it is also good to notice the concept
of this generation's ideas of leaders and followers.

In the Philippines, there are little known facts about
the millennials, but Rappler, a citizen journalism
website using social media and crowd-sourcing for
news distribution, dedicates one of their links to
understanding the Millennials. Based on this
website, according to the 2010 Census, there is an
estimated 25 million Filipino millennials aged 15-
29. In 2015, Filipino millennials aged 15-34
comprised 53% of the working-age population, and
45% were employed. And Filipino millennials aged
16-18 prefer working overseas. This given data
shows that understanding this generation plays a
crucial role in an organization's development
process, for they will comprise more than half of
the organization (dela Cruz, 2016).

The researcher considered this study a response to
the need to wunderstand millennials in the
workplace, as they are notoriously branded as a
"misunderstood" generation. Misunderstood in the
sense that there are many characteristics associated
to them, and most of them are negative
connotations. Understanding how they follow their
leaders plays a significant role on how the
organizations shape the totality of the work
environment. After all, they will assume seats that
may require high qualifications, most of which may
not be familiar to them. Though they will work hard
to give them the advancement required in their

career. Understanding this generation allows the
company to look outside the box, for they must
attract and retain millennials as part of their
organization. They give a fresh look to the
organizations. Millennials are associated with
technology, to become part of a workplace that
would push them to their limits and would not settle
for good enough.

The researcher also focused on the idea of
followership, as explained by Robert Kelley. When
Robert Kelley wrote for the very first time the idea
of the follower of followership, in Kelley's own
words, his only goal is to give attention to
followers—not really knowing what could be the
outcome. As he saw a potential to better understand
the idea of leadership, "Leadership needs to include
followership because leaders neither exist nor act
in a vacuum without followers."

With these premises, the researcher found the
opportunity to better understand the millennial
generation concerning how this group of people
follows and why they follow, for they will occupy
higher positions in the organizations. With the
given scenario, the researcher saw the importance
of understanding why people follow the system in
relation to private and public institutions. Several
surveys assumed Filipino millennials opt to work
for the government rather than private institutions.

2. Research Methods

The study used a descriptive correlational design to
determine the Followership Styles of millennials
employed in private and public institutions.
Descriptive statistics, mean, and standard deviation
used to summarize the data gathered, and
inferential statistics and Pearson's r correlation
used to determine the relationship among variables.

a. Subjects and study site

The research focused on millennials, aged 22 to 34
years old, living and working in Lucena City, either
in private or government secondary institutions.
The researcher distributed a letter of request stating
interest and approval. The respondents were
selected through a purposive sampling technique.
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The respondents were of various tenures and
departments in their respective institutions.

b. Research instrument (Data measure) and
personal data sheet

To determine the followership style among
millennials, the researcher adapted the
questionnaire prepared by Robert E. Kelley (1992),
which can be found in his book 7he Power of
Followership. 1t is a self-diagnostic instrument
consisting of 20 questions, in which the
respondents will answer guided by a 5-point Likert
Scale on frequency: 5 being always, and 0 being
rarely. Results of the data gathered will be
interpreted using a scoring key provided also by
Robert E. Kelley. It categorized how the
respondents carried out their followership role and
not on who they are as a person.

The researcher also used a Personal Data Sheet to
measure the respondents' score in their idea of
followership. The researcher developed a Personal
Data Sheet to gather the demographic profile of
respondents. It collected information such as
gender, educational attainment, type of institution,
and tenure.

c. Data collection

With the questionnaire provided by Kelley, the
researcher gathered data through surveys. Based on
140 respondents, 56 males and 84 females were
determined as samples using purposive sampling.
The researcher asked for permission to conduct the
study, which will be either endorsed or approved by
their respective supervisors or whoever will
accommodate the request. The researcher
consulted the adviser to interpret the test scores for

each measure her study tries to understand.

d. Ethical considerations

The researcher sought approval from the Ethics
Review Board of the University of Santo Tomas
(UST) Graduate School. The researcher also sought
approval from the proper authorities to conduct the

study. The data gathered from the test
administration were ensured anonymity and
confidentiality guaranteed to the respondents. The
researcher also sought permission from the authors
of the instrument, and proper citations for the use
of the instrument also be observed.

e. Data analyses

The following statistical treatments were used to
answer the research questions. All collected data
were tallied and subjected to various statistical
methods: 1) Mean Scores and Standard Deviations
were used to determine the homogeneity and
variability of the participants' responses. 2) T-
test, Analysis of Variance (ANOVA), and Scheff'es
test were used to determine the relationship
between variables.

3. Results and Discussion

a. Respondent profile

The frequency distribution of the respondent's
gender, as shown in Table 1, indicates that there are
more females, 84 or 60%, than males, 56 or 40%,
respectively. Most respondents are college
graduates, with 83 or 59.29%; a few are college
undergraduates, 12 or 8.6%, and a minority of
2.81% or 4 have post-graduate units. Of the
millennials included in the survey, 51 out of 140
respondents, or 36.43%, are from public secondary
schools, and the majority, or 63.57%, are from

private institutions.

It can also be observed that more millennials have
worked for a few years or less than three (3) years.
This comprises the majority, or 53.57% of the
respondents. Those working for more than ten (10
years are a minority among the respondents
(7.18%), 3-6 years (23.57%, and 7-10 years
(15.71%).
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Table 1. Socio-demographic profile of respondents.

Demographic Variables . %
A. Gender
Male 56 40%
Female 84 60%
B. Educational Attainment
College Undergraduate 12 8.60%
College Graduate 83 59.29%
With MA units 24 17.15%
MA Graduate 17 12.15%
With Post Graduate Units 4 2.81%
C. Type of Institution
Public 51 36.43%
Private 89 63.57%
D. Tenure
Less than 3 years 75 53.57%
3-6 years 33 23.57%
7-10 years 22 15.71%
More than 10 years 10 7.15%

b. Followership styles of millennials

The followership styles of the respondents were
compared among sampled gender categories,
educational qualifications categories, type of
institution categories, and tenure categories. The
followership style was determined using the
Followership Style questionnaire from The Power
of Followership of Robert E. Kelley (1992). It is a
self-diagnostic instrument consisting of twenty
(20) questions, which the respondents answered
and guided by a 5-point Likert Scale. Using the
scoring key provided also by Robert Kelley,
followership styles will arise using the totals from
Independent  Thinking items and Active
Engagement items. Using the totals from these
items, the scores are plotted on the graph by
drawing two perpendicular lines connecting the
two given scores. The coordinates of these two
dimensions will be the basis upon which the five
styles of followership will emerge, namely,
alienated, exemplary, passive, conformist, or
pragmatist. By identifying which quadrant one's
scores are categorized, one learns the skills as a
follower and areas for growth and development.
Since most employees use their time within the

followership role, it stands to reason that they tend
to perform as followers, influencing how satisfied
these employees are with everyday work
experience.

The frequency of the followership style was
counted and tabulated according to the different
variables used. It could be seen in the result that
most millennials are pragmatist regardless of their
gender, educational qualifications, type of
institutions, and tenure, as shown in Tables 2 to 5.
These employees hug the middle of the road and
question their leader's decision, but not too often or
critically. They perform their required tasks but
seldom venture beyond them. They live by the
slogan "better safe than sorry", and frequently, it is
a coping response to an unstable situation, either
organizationally or politically. They can be further
characterized as employees who disagree with their
perceptions compared to others' perceptions.
According to several research studies, millennials
are described as those who are ambitious and
money-oriented, who want to enjoy life
experiences better and get what they want in life.
(Visa Study, 2012)
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Table 2. Frequency distribution of the followership style of respondents when grouped according to

gender.

Fellowship Style Male Female Total

F F
Alienated
Exemplary 21 27 48
Passive
Conformist 1 1
Pragmatist 35 56 91

56 84 140

Table 3. Frequency distribution of followership style of respondents when grouped according to

education.

Fellowship Style College College Graduate Wl,th MA MA Graduate Wl.th PHD Total

Undergraduate units units

F F F F F
Alienated
Exemplary 2 26 9 9 1 47
Passive
Conformist 1 1
Pragmatist 10 56 15 8 3 92

12 83 24 17 4 140

Table 4. Frequency distribution of the followership style of respondents when grouped according to

institution.

Fellowship Style Public Private Total

F F
Alienated
Exemplary 20 31 51
Passive
Conformist 1 1
Pragmatist 30 58 88

51 89 140

Table 5. Frequency distribution table of the followership style of respondents when grouped according

to tenure.
. less than 3
Followership Style years 3-6 years | 7-10 years | 10 years and above | Total
F F F F
Alienated 1 1
Exemplary 18 12 7 6 43
Passive 0
Conformist 0
Pragmatist 56 21 15 4 96
75 33 22 10 140
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¢. Variations in the followership style of
millennials in private and public secondary

institutions

The means were compared to determine the
differences in the characteristics of millennials.
The T-test and Analysis of Variance (ANOVA) for
one-way data classification was used.

Table 6. T-test for the difference in independent thinking of millennials among various institutions.

Variables Df Mean T-test T- crit Decision Level of significance
compare at 0.05

Public 18 3.65 0.48 1.734 Accept Ho Not Significant
Private 3.6

Table 7. T-test for the difference in active engagement of millennials among various institutions.

Variables Df Mean T-test T crit Decision Level of significance
compare at 0.05

Publi 18 3.86 -

ublIe 0.78 1.734 Accept Ho Not Significant
Private 3.8

Tables 6 and 7 revealed the t-test results that
indicate a significant difference in independent
thinking and active engagement of the sampled
respondents in the types of institution category.
With the absolute computed t-value of 0.48 for the
respondent's independent thinking and 0.78 for the
respondent's active engagement, and a critical t-
value of 1.734, the null hypothesis was accepted at
a significant 0.05 level. With this finding, the
researcher concluded that there is no significant
difference between millennials' independent
thinking and active engagement in private and
public secondary institutions. This is justified by
the weighted arithmetic mean of X= 3.36 for the
respondents from public institutions and the
weighted arithmetic mean of X? = 3.8 for
respondents from private institutions, which are
closely related in value.

d. Variations in followership styles of
millennials based on gender, tenure, and
education

Tables 8 and 9 revealed the t-test result on finding
the significant difference in the Independent
Thinking variable and Active Engagement variable
of the respondents when they are grouped
according to gender. With the absolute computed t-
value of 1.71 and a critical t-value of 1.734 for the
Independent Thinking variable and the absolute
computed t-value of 0.81 and a critical t-value of
1.734, the null hypothesis was accepted at a
significance of 0.05. With this finding, the
researcher concluded that there is no significant
difference in the independent thinking variable and
active engagement variable of male and female
respondents. This is justified by the weighted
arithmetic mean of X1= 3.56 for the males and
weighted arithmetic mean of X2= 3.73 for females
for their independent thinking variable and
weighted arithmetic mean of X1 = 3.89 for males
and weighted arithmetic mean of X? = 3.82 for
females for active engagement variable which are
all closely the same value.

Table 8. T-test for the difference in independent thinking of millennials among various institutions.

Variables df Mean T- test T- critical | Decision Level of significance
compare 21 0.05
Male (X1) |18 3.56 —

1.71 1.734 Al tH Not S f t
Female (X2) 3.73 ccept Ho ot Significan
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Table 9. T-test for the difference in Active Engagement of millennials among various genders.

Variables df Mean T-test T- critical | Decision Level of significance
compare at0.05
Male (X1) 18 3.89 -

0.81 1.734 Accept Ho Not Significant
Female (X2) 3.82 P gni

According to several research studies, we tend to
see gender variation in how science interprets the
thoughts and behaviors of males and females.
the inclination to claim the said
variations only limits us because it makes us blind
to see their overwhelming similarities, and the
dissimilarities do not exist.

However,

With the available research about this generation,
they are characterized as technical savvy, they
possess a digital sixth sense. From this, the
influence of technology and its impact on
relationships and building values on how one
promotes and shapes oneself is common to this
generation.

Table 10. Analysis of variance (ANOVA) for differences in Independent Thinking of millennials among
various educational qualifications.

Variables

SS
compared

Source df

MS

Level of
significance at
0.05

F-test | F-crit | Decision

between
groups

College

undergrad (T1) 1.08

0.269

College Grad
(T2) With MA
units (T3)

within
groups

415 |45

0.092

2915 | 3.77 | Accept Ho | Not Significant

MA (T4)
With post
graduate units
(TS)

Total 5.23 49

Table 11. Analysis of variance (ANOVA) for differences in Active Engagement of millennials among
various educational qualifications.

E. Level of
Variables compared | Source | SS Df MS F-test crit Decision | significance at
0.05
College between
undergraduate (T1) | groups 327 4 0817
College Graduate within Reject
(T2) With MA units 3.23 45 0.072 | 11.392* | 3.77 Significant
groups Ho
(T3)
MA Graduate (T4)
With post graduate total 6.49 49
units (T5)
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Table 12. Scheff'es test on the significant difference in Active Engagement in the incategory of

Educational Qualifications.

Comparison Mean 1 Mean 2 Scheff'es (F@a)(k-1) with significance
T1lvsT2 3.38 3.85 8.86 6.71

T1vsT3 3.38 3.82 0.03 6.71

Tlvs T4 3.38 4.19 9.96 6.71 *
T1vsT5 3.38 3.80

T2vs T3 3.85 3.82

T2vs T4 3.85 4.19

T2vsT5 3.85 3.80

T3vs T4 3.82 4.19

T3vsT5 3.82 3.80

T4vsT5 4.19 3.80

It can be gleaned in Table 10, the ANOVA test
result found a significant difference in the
respondent's Independent Thinking of sampled
respondents when grouped according to education.
With the absolute computed F-value of 2.95 and a
critical F-value of 3.77, the researcher rejected the
null hypothesis, which was significant at the 0.05
level. With these findings, the researcher concluded
that there is no significant difference in the
millennials' independent thinking.

As shown in Table 11, the ANOVA test result found
a significant difference in the respondents' active
engagement in the educational attainment category.
With the absolute computed F-value of 11.32 and a
critical F-value of 3.77, the researcher rejected the
null hypothesis, which is significant at 0.05. With
these findings, it is inferred that there is a
significant difference in the millennials' Active
Engagement when they are grouped according to
educational attainment.

As seen in Table 12, the Scheff'es test confirmed
this finding. The Scheff'es computed value of 9.96
is greater than the critical value of 6.71 compared
to the College Undergraduate (T1) and MA
graduate (T4) groups. This led the researcher to
assert that the respondent's Active Engagement of
college undergraduate is significantly different
from the active engagement of MA graduate
respondents. The variation in the finding is justified

in the weighted arithmetic mean of X(T1) = 3.38
for college undergraduate respondents and the
weighted arithmetic mean of X(T2) = 4.19 for the
MA graduate group.

From the gathered data, one can easily view that
this generation values their personal development
and gives importance to education. As it has been
discussed in a research review done by the US
Chamber Foundation, millennials recognize that
more education leads to higher earnings for life and
it is valuable to invest in their education. Higher
education appears to be essential for economic
security more and more jobs
postsecondary  education. This also gives
satisfaction in terms of pay and the lifestyle this

requiring

generation is known for.

It is also common to this generation how
knowledge and information are accessible. With
this, Thompson (2011) even brands them as one of
the most educated generations in history. This
generation is commonly branded as digital natives;
they influence institutions to interact with and teach
them in numerous ways. As expressed in National
Chamber Foundation research done in 2012, this
generation bring a new personality in education—
optimism, team orientation, and a confidence
bordering on entitlement. They saw the importance
of education in helping them earn money for the
future.
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Table 13. Analysis of variance (ANOVA) for differences in Independent Thinking of millennials among
various tenures.

Variables Level of

Source SS df MS F-test | F-crit | Decision | significance at
compared

0.05

Less than 3 years | between 051 |3 0.170
(T1) groups
4to 6 years (T2) | within o
7 t0 10 years (T3) | groups 241 | 36 0.067 | 2.551 |4.39 | Accept Ho | Not Significant
More than 10
years (T4) Total 292 |39

Table 14. Analysis of variance (ANOVA) for differences in Active Engagement of millennials among
various tenures.

Level of

Variables compared |Source SS df MS F-test |F-criticalDecision  |significant  at
0.05

Less than 3 yearsbetween 0.74 |3 0.248

(T1) groups 6.308* |4.38 Reject Ho |Significant

4 t0 6 years (T2) within 141 |36 0.039

7to 10 years (T3)  [groups

More than 10 yearstotal 2.16 |39

(T4)

Table 15. Scheff'es test on the variances in Active Engagement in the category of tenure.
Comparison Mean 1 Mean 2 Scheff'es (F@a)(k-1) with significance
T1lvs T2 3.76 3.95 4.93 3.14
T1lvsT3 3.76 3.87 1.67 3.14
Tlvs T4 3.76 4.13 17.93 3.14 *

T2vs T3 3.95 4.13 0.86 3.14
T2vs T4 3.87 4.13 4.06 3.14
T3vs T4 3.87 4.13 8.67 3.14

Provided in Table 13 is the ANOVA test results in
finding the significant difference in independent
thinking of sampled respondents among various
tenures. With the absolute computed F- value of
2.551 and critical F- value of 4.39, the researcher
accepted the null hypothesis, which was significant
at the 0.05 level. With this finding, it was concluded
that there is a significant difference in the
independent thinking of millennials when grouped
according to tenure. Table 14 shows the ANOVA
test results that illustrate the significant difference
in active engagement of sampled respondents

among various

tenures.

With

the

absolute

computed F- value of 6.308 and critical F- value of
4.38, the researcher rejected the null hypothesis,
which was significant at the 0.05 level. With this
finding, it is evident that there is a significant
difference in the active engagement of the
millennials in terms of tenure. The Scheff'es test
confirmed this finding. The Scheff'es computed
value of 17.93 is greater than the critical value of
3.14.
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The variation in the finding, as shown in Table 15
is justified by the weighted arithmetic mean of
X(T1) = 3.76 for the employees employed for less
than 3 years and the weighted arithmetic mean
X(T4) = 4.13 for employees employed for more
than ten (10) years. This led the researcher to claim
that T1 respondents exhibited different active
engagement among the groups of respondents than
T4 respondents.

Millennials are born in an era where everything is
readily available, and they have been raised to feel
that they can get everything t From this conception
that has been discussed by Thompson (2011),
millennials think that as they become part of an
organization, having an exciting work-life balance
is their main priority. As Thompson (2011)
discussed, to attract and retain these millennial
employees, the organization must combine
millennials' lifestyles and the organization's
objectives. This only means that work task
variation is needed to keep them stimulated and
interested.

4. Conclusions and Recommendations:

From the study, it can be deduced that millennial
teachers are all pragmatists, who are characterized
as individuals who live by the slogan of "better
safe than sorry" Robert Kelley has discussed that.
This research strengthens the idea of how
millennials are—as individuals and as employees.
Many studies show they are the generation that
values education and believes they can experience
work-life balance and fulfill the lifestyle they want.
The study supports a lot of previous research done
to identify how millennials will shape the
organization of today, for it is shared among
generation a portrayal of the influence of
technology on how it will influence their life
decisions.

As more millennials make up the fastest-growing
segment of the workforce now, employers have to
compete for available talent and address the needs,
desires, and attitudes of this vast generation. In line
with this, the researcher designed a faculty and staff
development program to help administrators and

millennial employees — faculty and staff - increase
the effectiveness of employees.

Since the present study is limited to the millennials
working in private and public secondary schools as
its participants, future researchers may conduct
another study along this theme, which will cover
participants from non-educational institutions.
Such conduct of study may broaden the insights
offered by the findings of this study. Future
research will contribute supplementary ideas on the
followership styles of millennials working in non-
academic institutions.
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