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Abstract 
This research focused on the interdisciplinary quest between benevolent leadership, as a 
contemporary leadership style, and organizational citizenship behaviors (OCBs) through 
the perspective of communication. The study aimed to examine: first, subordinates’ 
tendency to show good behaviors towards their peers when prompted by the 
contemporary leadership style and secondly, it aimed to analyze the influence’s capacity 
when the interaction between leaders and followers were carried through mediated 
communication. The research limited its study within the context of Generation Z as 
subordinates given their digital nativity, and selected Indonesia as the primary location of 
investigation. Utilizing a quantitative methodology, a questionnaire was distributed to 210 
qualified participants and the collected data was analyzed using a moderated regression 
analysis on PLS-SEM. The research findings revealed a partial correlation between 
benevolent leadership and the tendency of showing good behaviors. Furthermore, the 
research findings suggested that mediated communication played a pivotal role in building 
positive work culture by demonstrating significant correlation. Despite the result, 
mediated communications as a moderating variable didn’t give a significant effect on the 
leaders’ capacity to influence OCBs among employees. Overall, this research provided a 
theoretical framework to understand Generation Z at the workplace and its impact on 
organizational performance.   

 
Keywords: Benevolent Leadership; Generation Z; Indonesia; Mediated Communication; 

Organizational Citizenship Behaviors. 

 
 
INTRODUCTION 
The term benevolence has been incorporated in the study of management particularly 
within the subject of leadership styles. Traditionally, the term benevolence appeared as 
an additional attribute or character in a particular leadership style. For instance, in 
Likert’s four systems of management, the term benevolence was used as an 
ambidextrous element of the authoritative system. Meanwhile, in Reddin’s three 
dimensional models of leadership the term benevolence was used as a supplementary 
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character owned by one of the most effective leadership styles, namely benevolent 
autocratic style (1967). Benevolent leadership as an independent dimension of 
management style was still considered as a contemporary approach and the lack of 
research concerning the topic, as primary subject of interest, contributed to the lack of 
definition of benevolent leadership and how it may affect organizational performance. 
Notwithstanding, a groundbreaking work to conceptualize the term benevolent 
leadership by Karakas & Sarigollu (2012) could be mentioned here. In the research, the 
scholars offered a conceptualized idea of benevolent leadership by defining it as a form of 
transformational management style, where leaders’ aspirations for betterment and trust 
on their followers’ discernment creates a virtuous cycle of encouragement among the 
followers as subordinates. The research argued that this virtuous cycle could motivate 
employees in showing positive organizational citizenship behaviors (OCBs), a set of good 
behaviors shown by the employees towards organization and their peers that were not 
constituted as responsibilities of their formal role (Colquitt J, Colquitt, Lepine, & Wesson, 
2011; Podsakoff, MacKenzie, Paine, & Bachrach, 2000; Organ, 1998). 
 
The work of Karakas & Sarigollu (2012) was generally accepted within the discourse of 
Western literature and further research on the correlation between benevolent 
leadership and OCBs demonstrated similar positive results (Grego-Planner, 2022; Kanwal, 
Rathore, & Qaisar, 2019; Ghosh, 2015). Be as it may, the conceptualisation of leadership 
as a construct varies among countries (Grego-Planner, 2022; House, Hanges, Javidan, 
Dorfman, & Gupta, 2004), making the absence of contemporary concepts of benevolent 
leadership in Eastern literature not surprising. In contrast to the Western contemporary 
approach, academic researchers in Eastern literature tend to discuss the term 
benevolence as an additional element to the paternalistic management style (Cheng, 
Chou, Wu, Huang, & Farh, 2004). The traditional approach meant that managing 
employees does not require delegated authority nor inspiring attitudes to motivate good 
behaviors, as shown by the work of Karakas & Sarigollu (2012). Instead, community 
centric values, such as providing protection and support for employees’ role at workplace 
as well as showing genuine concerns for their well-being were considered as pivotal 
parameters to ignite affective trust and thus, willingness to do extra-role jobs (Nguyen, 
Khoi, Le, & Ho, 2022; Li, Lin, & Chen, 2016; Tang & Naumann, 2016; Chan & Mak, 2011). 
In relation to Indonesia, research on benevolent leadership was still limited as previous 
studies that discussed contemporary ideas in the discourse of leadership mainly focused 
on topics around transformational leadership (Suryani, Van de Vijver, Poortinga, & 
Setiadi, 2012; Irawanto, Ramsey & Ryan, 2012). 
 
This polarized view on the conceptualisation of benevolent leadership and the lack of 
contemporary approach in the leadership studies, in Indonesia, provided an opportunity 
for the author to initiate a research aiming to understand the influence of the 
contemporary leadership style on OCBs among Indonesian Generation Z, whose 
sociocultural background was considered as part of the Eastern culture (Hofstede, 1980). 
Additionally, this research was interested in analyzing the correlation between 
benevolent leadership and OCBs through the use of mediated-communication. The 
incorporation of digital media as a means of organizational communication served two 
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purposes. First, it aimed to bridge the gap within the previous studies that focused merely 
on the linear regression between benevolent leadership and OCBs. Secondly, it attempted 
to bring a more realistic simulation of today's workplace. Since the outburst of the Covid-
19 global pandemic in early 2020, companies were forced to lock down resulting in a 
strategic response that allowed employees to work from home (Barrero, Bloom, & Davis 
2021; Brinkley, Willmott, Beatson, & Davies, 2020).  
 
The new norm brought interactions between managers and the employees into the 
digital sphere. Before the Covid-19, organizational communication was mostly carried 
through direct contact, such as face to face coordination, on-site meeting or casual 
conversation. However, within the new norm, the interactions between the managers 
and their staff were increasingly facilitated through the use of digital media (Adisa, 
Ogbonnaya, & Adekoya, 2022; Van Zoonen, Sivunen, Rice, & Treem, 2021). This significant 
change raised a question on whether the medium of communication played an 
intermediary role within the correlation between benevolent leadership and OCBs. The 
question stemmed from the notion that communication channels have certain impacts on 
the way people receive messages (Daft & Lengel, 1984) as well as from the notion 
suggesting that leadership is a process of communication (Miller & Barbour, 2014; 
Madlock, 2008). 
 
Generation Z has become one of the biggest population cohorts on Earth, who by the 
next decades, would dominate the workforce (Gabrielova & Buchko, 2021). In Indonesia, 
Generation Z accumulated up to 27,94% of the country’s total population by 2020 (Pusat 
Data Ekonomi dan Bisnis Indonesia, 2021). Whilst the majority of them were still under 
age to work, a percentage of this generational cohort has filled entry-level positions in 
Indonesia labor market. Consequently, companies must be ready to welcome this 
generational cohort as part of their organization. Unfortunately, there was still a limited 
amount of academic research that discussed Generation Z as employees in Indonesia.  
 
For that reason, this research laid a conceptual understanding of Generation Z’s 
behavioral characteristics by taking advantage of the Western publications that focused 
on the attempt to understand Generation Z at the workplace. For instance, Schroth 
(2019) and Scholz (2019) indicated that Generation Z had their unique characteristics and 
expectations from work. According to the scholars, Generation Z tend to have different 
patterns concerning their behaviors as they were seen to be self-oriented, meaning that 
they were individualistic in their approach to situations at the workplace. Furthermore, 
Generation Z was considered to care less about organizational rules as opposed to the 
earlier generational cohorts, which could imply a negative impact on organizational 
performance. Nevertheless, Generation Z were deemed to be highly motivated by certain 
issues, such as environmental preservation, social injustice and diversity (Thang, Dung, 
Rowley, & Bach, 2022). In the soft skills department, Bresman & Rao (2018) stated that 
Generation Z enjoyed autonomy but had difficulties in making decisions, which was why 
they valued positive attitudes and clear instructions from their managers. On top of this, 
Generation Z, who were also referred to as Gen-i given their digital nativity - their degree 
of familiarity with the era of media convergence and digital universe, were reported to be 
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more prone to mental issues, such as anxieties and depression (Twenge, 2010). These 
psychological and behavioral patterns allegedly make them the most challenging group of 
employees to manage (Racolta-Paina & Madularu, 2022).  
 
Notwithstanding, this previous body of research also suggested that the right approach to 
Generation Z’ jobs and work expectations could overcome these aforementioned 
challenges. This is where the relevance of benevolent leadership came into play as the 
particular leadership style shared attributes that seemingly corroborated with the 
qualities needed to foster positive attitude and behaviors among the Generation Z. 
Additionally, the digital nativity of the Gen-i provided another relevance to the reason 
why they were chosen as the context that limited the scope of this study.   
 
One of the salient topics concerning leadership study suggested that leadership and 
management were not equivalent (Yulk, 2013; Rost, 1991). The two constructs were 
deemed mutually exclusive, in which leading was considered as a process of 
communication while managing was seen as an organizational strategic function held by 
someone at a supervisory role. In other words, the two roles aimed at different 
organizational goals insinuating the idea that one could be an effective manager without 
being a good leader or vice versa. To fully separate the construct of leadership from 
management roles, however, was a risky move especially in today’s business landscape 
where change has become a compass for companies’ survival and the role of effective 
leadership became crucial (Yukl & Lepsinger, 2005). On that point, this research focused 
on perceiving leadership and management as an inclusive process to obtain certain 
organizational goals (Miller & Barbour, 2014). For that reason also, the terms “leaders” 
and “managers” were used interchangeably in this paper. Accordingly, any reference to 
subordinates was written as either followers or employees.  
 
To understand how benevolent leadership correlates with OCBs, this study began with 
the theory of Social Exchange. According to Blau (1986) and Homans (1961), human 
interaction is inherently transactional. Whilst the social currency would depend on the 
context of the relationship, the underlying idea of the theory of social exchange 
suggested that good deeds are reciprocal. The idea stemmed from the notion that 
humans as social beings have the innate ability or a sense of obligation to return a favor. 
In the context of managers and employees' dyadic relationship, the social exchange 
theory offered us a framework to explain that employees who benefitted from their 
managers’ supportive attention would feel obliged to return the favor by showing 
positive work ethics (Dirks & Ferrin, 2002; Chan, Huang, Snape, & Lam, 2012).  
 
The theoretical background led the author to assume that the socially and culturally 
positive characteristics demonstrated by benevolent leaders at the workplace would 
generate reciprocal responses from Generation Z as the subordinates, which in this 
research was translated into OCBs. As stated in the previous section, OCBs was a set of 
good behaviors shown by the employees as a result of a certain perspective towards their 
managers. According to Podsakoff et al. (2000) OCBs could be measured by seven 
dimensional categories, such as helping behavior, sportsmanship, organizational loyalty, 
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organizational compliance, individual initiative, civic virtue and self-development.  
Furthermore, benevolent leadership as conceptualized in the Western Literature, was 
built on the construct that humans were capable of being righteous believing that by 
promoting positive attitude per se would provoke similar actions from those who were in 
the same circle. This idea was based on the theory of confirming behavior suggesting that 
a continuous interaction between two or more individuals would create a perception, 
where some imagined attitudes of the target individual would materialize in the 
behaviors of those who perceive them (Snyder & Swann, 1978). In conclusion, this 
research leaned towards the notion that benevolent leadership correlates positively with 
the increase of employees’ willingness to show good behaviors at the workplace.  
 
Subsequently, this research implemented the validated scale of benevolent leadership 
developed by Karakas et al. (2012), which included four elements: ethical decision-
making, creating a sense of meaning, inspiring hope as well as fostering courage for 
positive change, and leaving a positive impact for the larger community. It is important to 
note, however, that this research also employed an indicator used in the Eastern 
construct of benevolent leadership, namely showing long-term care, concern for the 
employees’ job-related and personal well-being, and giving protection (Cheng et al., 
2004). The call was based on the notion that with these particular additions, the construct 
of benevolent leadership could be seen not only as a management style that relinquished 
authority and relied solely on human’s capability for self-development but at the same 
time, a management style that offered guidance through tendency to give support for 
employees. The author argued that these behaviors were the imperative characteristics 
needed to deal with Generation Z at the workplace. On that trajectory, this research 
posed a hypothesis as follows:   
 
H1: Benevolent Leadership style was likely to influence OCBs among Indonesian 
Generation Z subordinates 
 
The communication aspect of this research was divided into two theoretical discussions. 
First, the theoretical discussion focused on the discourse of communication medium and 
how it affected organizational communication in the context of managers and 
subordinates’ relationship. Secondly, the research discussed the idea pertaining to 
leadership style as a process of communication and how mediated communication played 
a role within the process. To start with, this study would like to discuss the basic 
principles of communication. According to Hall (1980), communication happens when a 
cycle of encoding and decoding between a sender and the receiver is fulfilled. During the 
process, the message imparted could experience distortion, particularly in the presence 
of noises, be it a literal disturbing sound or a figurative noise, such as existing 
perceptions. Based on that theory, this study suggested that the ability of both 
communicators to extract the intended meaning during the process of encoding and 
decoding could face some challenges. In the context of organizational communication, 
this theory implied that oftentimes, managers and subordinates would find difficulties in 
exchanging information and understanding the intended meaning when the process of 
communication was carried through digital media.  
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Prior to discussing the reasoning behind the message distortion during mediated 
communication, this research found it important to stress out the definition of digital 
media. Since the emergence of digital media, academic researchers have been trying to 
explain its role within society. However, the definition of digital media, similar to 
benevolent leadership, was contextual. Nevertheless, aspects such as, digitized content, 
information technology and communication were often present as the defining 
characteristics of digital media (Guinibert, 2021). On that point, this research took a 
stance by perceiving digital media as a means of communication that did not require any 
physical contact. Furthermore, this research didn’t limit the scope of digital media as 
means of mediated communication within the extent of computer-generated platforms, 
but rather including any means of communication, where the content was digitized or 
broadcasted with the help of information technology. This definition provided the 
research with an extensive range of communication mediums, such as email, short-text 
messages, social media and video conference applications, as well as the computer-based 
project management platforms, as also defined in Rayburn (2007).  
 
As the idea of digital media was clarified, this research brought up the pessimistic view 
shown by academic researchers on the ability of digital media to impart organizational 
communication-related tasks. The scholars argued that due to the nature of the digital 
media, mediated communication could result in less effective communication between 
managers and subordinates as non-verbal cues, such as facial expression, tone of voice 
and gestures would be absent (Golden, Veiga, & Dino, 2008; Straus & Olivera, 2000; 
Short, Williams, & Christie, 1976). In other words, mediated communication contributed 
to the distortion of message and miss-interpretation of the conveyed message. This 
argument was supported by the construct of Media Richness (Daft & Lengel, 1984), which 
suggested that media as the means of communication varies in shape and in the amount 
of data shared. For instance, text messages and emails were considered having a smaller 
range of data important to convey a message. Meanwhile, face to face communication 
(FTF) was seen to provide more access to non-verbal cues required for effective 
communication. Be as it may, further investigation on digital media demonstrated that 
the development of information technology had facilitated the creation of enhanced 
functionality that could substitute the role of FTF communication or other variant of 
offline interpersonal communication (Turner & Foss, 2018; Aldunate & González-Ibáñez, 
2017; Derks, Bos, & von Grumbkow, 2008). Additionally, a body of research demonstrated 
that digital media in this era could bring in a various range of cues (Ferry, Kydd, & Sawyer, 
2001) and a high degree of social presence (Anderson, Rourke, Garrison, & Archer, 2001) 
into the interaction. In other words, communication between the managers and their 
subordinates could be as effective as when the communication was carried out offline. 
Hence, the idea of message distortion through mediated communication was considered 
irrelevant. Subsequently, this study argued that a leadership role performed through 
mediated communication could incur similar impact as when the action was performed 
before the invention of digital media.  Based on that trajectory, this research posed below 
hypothesis:  
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H2:  Mediated communication was likely to influence OCBs among Indonesian Generation 
Z subordinates 
 
The final part of this theoretical discussion paid attention to the construct which 
considered leadership style as a process of communication. The idea came from the study 
between organizational communication and behavior that often includes leadership as an 
important aspect to increase organizational performance (Miller & Barbour, 2014). The 
premise derived from findings that showed strong correlation between manager’s 
competence in communication skills and increased performance or organizational 
commitment among employees. As an example, the study conducted by de Vries, Bekker-
Pieper & Oostenveld (2009) demonstrated that expressive and supportive leadership led 
to better leadership outcomes. Furthermore, Brown, Paz-Apparicio & Revilla (2019), 
suggested that leaders’ communicative behaviors towards their subordinates affected 
their management outcomes. Also, it was indicated that the combination of inspirational 
communication, transformative leadership and leader-member dyadic relationship could 
lead to positive organizational behaviors, among others, OCBs (Meyer, Stanley, 
Herscovitch, & Topolnytsky, 2002). 
 
In relation to this study, the author mentioned that remote working has become a 
normality in the work-place since the Covid-19 pandemic and has shifted the way 
companies operate. Subsequently, the author assumed that a change in the 
communication medium might also influence a change in the way leaders interacted with 
their followers. Put it another way, this study argued that there was a dynamic shift in the 
dyadic relationship between the leaders and their subordinates. From this perspective, 
the dynamic shift came primarily through the digital media users’ ability to control their 
response, which also meant that employees as subordinates were endowed with more 
flexibility in reacting to inputs during the process of mediated communication with their 
managers, as opposed to when the communication happened face-to-face (Heisler & 
Crabill, 2006). As a result, the assumption implied that leaders’ capacity to influence the 
behaviors of their subordinates would decrease. This assumption would be applicable 
when discussing a leadership style that focused on power and control. However, this 
study was analyzing the influence of benevolent leadership, a managerial type that 
emphasized on leading by example and mutual respect. That said, the implied diminishing 
power due to the shift in the communication method would not be as relevant as in the 
case of authoritarian leadership style, for instance. Additionally, this research argued that 
Generation Z as digital natives found communicating through the digital media as 
normality and therefore, the benefit of greater control as digital media users was seen as 
a given. Consequently, this research could go as far as assuming that mediated 
communication might lead to a positive interaction between managers and subordinates. 
On that point, this study proposed a hypothesis as written below:  
 
H3: Mediated Communication affected the influence of Benevolent Leadership on OCBs 
among the Indonesian Generation Z Subordinates 
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METHODOLOGY 
This research applied a mathematical and statistical approach in collecting, analyzing as 

well as interpreting data. The quantitative methodology was selected as the author had 

predetermined assumptions concerning the subject of interest and aimed to confirm the 

assumptions by using a quantitative-model based inquiry (Cresswell, 2009). Consequently, 

this research took a positivist philosophical stand and based its arguments from theories 

postulated by relevant previous studies.      

Research Model and Design 

In the attempt to answer the research hypotheses, this study designed a research model 

using a method known as structural equation model (SEM-PLS). According to the protocol, 

this method involved two stages of data processing, Measurement (outer) Model and 

Structural (inner) Model (Chin & Dibbern, 2010). Essentially, this model employed multiple 

constructs as measured variables (independent and dependent) to observe the variables’ 

intercorrelation in three manners (Becker, Cheah, Gholamzade, Ringle & Sarstedt, 2023). 

First, it investigated the validity of chosen constructs as variables. Secondly, it looked at 

the direct causal effect between independent variables and dependent variables through 

an implementation of path analysis. Finally, it focused on the interaction between all 

variables through multiple regressions. Whilst the nature of multiple regression analysis 

could be varied, in this research the author utilized moderating regression analysis (MRA) 

to understand the role of a particular variable. Translating the concept into research 

implementation, this study deployed the construct of benevolent leadership (BV) and 

mediated communication (MComm) as independent variables (x1 and x2 respectively) 

and the construct of OCBs as the dependent variable (y). Subsequently, this research 

observed the direct effect of BV and MComm on OCBs to answer the first and the second 

hypothesis, then followed by observing the influence of BV on OCBs with MComm as a 

moderator to answer the third hypothesis. Visually, the research model was presented as 

follows: 

 

 

 

 

 

 

 

 

 

https://www.emerald.com/insight/search?q=Jan-Michael%20Becker
https://www.emerald.com/insight/search?q=Jun-Hwa%20Cheah
https://www.emerald.com/insight/search?q=Rasoul%20Gholamzade
https://www.emerald.com/insight/search?q=Christian%20M.%20Ringle
https://www.emerald.com/insight/search?q=Marko%20Sarstedt


Syafruddin — Understanding Generation Z at Workplace                                                                    207 
 

 

Figure 1: Research Model Design 

 

 

Questionnaire Design 

In regards to the instrument for collecting research data, the author created a 

questionnaire which consisted of three sections. The sections were developed by 

indicators extracted from the three constructs and translated into 30 items. Each item 

then represented one question in the questionnaire. The first section contained questions 

concerning benevolent leadership (Karakas et al., 2012; Cheng et.al, 2004). Meanwhile, 

the second section was dedicated to questions concerning mediated communication, as 

proposed by Ferry et al., (2001) and by Anderson et al., (2001). Subsequently, the last part 

consisted of questions pertaining to indicators found from the construct of OCBs 

(Podsakoff et al., 2000). It was important to note, however, that some indicators were 

broken down into several items representing several questions. For instance, “Inspiring 

hope and fostering courage for positive action”, which was taken from the first construct, 

was translated into two items given the depth of the substance, namely x1_3a; “My 

manager encourages me to innovate” and x1_3b; “My manager trusts me with a degree of 

authority to make decisions within the scope of my tasks and responsibilities”. Another 

example was “Leaving a positive impact for the larger community”, which produced items, 

such as x1_4a; “My manager promotes equality among our team members” and x1_4b; 

“My manager cares about social and environmental issues”. In regards to measurement 

scale, the questionnaire implemented 5 Points Likert Scale with 5 signifying “strong 

agreement” and 1 indicating “strong disagreement”.  

Research Participants 

A part of Generation Z in Indonesia has entered the workforce and filled entry-level 

positions. Despite the existence of data on the size of the population, it was difficult to 

find the exact figure of the working generation Z, which meant that when it came to 
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sampling method, this research used probability sampling techniques and kept the 

minimum number of 30 samples per each target location (Sekaran, 2003). Concerns on 

the size of the data were compensated by the score of the model’s reliability (AVE) and 

the variety of the observed variables (Cronbach’s Alpha), which would be discussed in the 

next chapter.  

This research implemented control measures meaning that those who were invited to 

participate in this research had to meet the sampling criteria, such as location (residing in 

Indonesian big cities), age (Generation Z cohort with productive age, maximum 25 years 

old), and occupation (entry-level employees within the banking industry). The banking 

was chosen to conduct this research because the practice of transactional leadership was 

allegedly more dominant within this particular industry (J. Tuffour, Gali, & M. Tuffour, 

2022). Additionally, the participants should have spent at least three months working with 

the same manager to ensure that a dyadic relationship between the leaders and the 

subordinates has taken place (Wilson, 2022; Colquitt, et al., 2010). In this research, the 

author considered gender differentiation as irrelevant.  

Out of 210 of the distributed questionnaires, 92 of valid data were extracted and 

processed using Smart-PLS. Given the generational cohort, the dominant age of the 

participants was between 21 to 25 years old (93,5%). As shown on the table below, the 

majority of the participants resided and worked in Jakarta (85,9%), with 94,6% of the total 

sample having a direct supervisor for more than three months (90,2%). The data also 

indicated that the participants as subordinates had sufficient interactions with their 

managers. Thus, they fulfilled the requirements of this research. 

Table 1 : Characteristics of the Participants 
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RESULTS AND DISCUSSION 
Measurement (outer) Model   

Measurement (outer) Model analysis began by calculating the convergent validity 

between the indicators and the measured variables as a construct. From this first 

evaluation, it was found that several indicators measured below the threshold of the 

loading factors (>0,700), namely x1_3b, x1_5c and x1_6 for Benevolent Leadership, x2_3, 

x2_5b and x2_8b for Mediated Communication as well as y2b, y3a, y3b, and y7 for OCBs, 

which were therefore removed. The smaller set of data brought the authors back to the 

concerns pertaining to the possibility of error. However, if the score of the reliability test 

proved that the observed variables indicated strong consistency, then the model has met 

the standard to be a fit model (Kline, 2016).  

With that in mind, the authors conducted a second analysis on the data set and found 

that all indicators of the constructs fulfilled the requirements (SLF>0,700). Accordingly, 

this research continued by looking at the data’s average variance (AVE) for the model's 

validity. Then, followed by a reliability test to figure out the value of the data’s internal 

consistency (Cronbach’s Alpha). In order to qualify as a valid research model, both the 

values of AVE and Cronbach’s Alpha needed to be bigger than 0,50 and 0,70 respectively 

(Chin & Dibbern, 2010). As shown on table two, the research model proved to be valid 

and reliable. On top of that, the figures have eliminated the concerns about the sample’s 

size.  

Table 2 : Factor Loading, Validity & Reliability 
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Structural (inner) Model  

As the research model was deemed valid, the author proceeded with the process of 

testing the research’s hypotheses. The process began with an evaluation on the eligibility 

of the model to interpret the processed data by looking at its explanatory power through 

the value of its determinant coefficient (R²). Based on the sample size (N=92) in this 

particular model, the value of R² was 86,9% (>80,0%), demonstrating that BV, MComm as 

well as the moderating factor of both independent variables (BV_MComm) could be used 

to measure the outcome of OCBs. Secondly, the author looked at the values of path 

coefficient to observe both the direct causal effect (t values) and the interaction (p values) 

between variables. In order to constitute significant correlation, the p values needed to be 

<0,05. Meanwhile the t values should be greater than 1,96. 

Table 3 : Descriptive Statistic & Fitness of the Model (R²) 

 

Path Analysis (t values) 

In this stage of analysis, the findings showed that BV and MComm indicated t values of 

+0,970 and +4,241 respectively. As the number of t values needed to be bigger than 1.96 

to be considered significant, this data demonstrated that MComm yielded a strong 

influence on OCBs. Whilst, BV has a partial or moderate influence on OCBs. Furthermore, 

when combined as a predictor, BV and MComm showed a slight increase of influence, 

albeit insignificant. 

Figure 2 : Path Analysis (t values) 
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Moderated Regression Analysis (p values) 

The final stage of hypothesis testing was to employ moderated regression analysis (MRA). 

Focusing the observation on the p values, the data showed that BV didn’t indicate a 

significant influence on OCBs both as an independent predictor and as a combined 

variable with MComm (p values > 0,05). The result concluded that mediated 

communication played an independent role towards the incremental change in OCBs. 

However, it didn’t have any significant impact in increasing the influence of benevolent 

leadership on OCBs.  

Table 4 : Relationships between Variables based on MRA 

 

 

Table 5 : Hypotheses Conclusion 

 

This research revealed several findings that were pivotal in understanding Generation Z as 

employees particularly in the context of Indonesia. First, this research found that 

benevolent leadership had a partial influence on employee’s OCBs suggesting that 

implementing benevolent leadership as a strategy to manage Generation Z might lead to a 

result with varying degrees. For instance, when observed as a sole predictor, benevolent 

leadership qualities did not necessarily influence organizational citizenship behaviors of 

the Generation Z as employees. This finding was particularly relevant when it came to 

their organizational loyalty, where the majority of participants disagreed to work outside 

working hours without any compensation. However, when observed as a process of 

communication, there was a slight increase in the influence of benevolent leadership 

notably on the followers’ perception of their surroundings. This argument could be 

justified by the data, which generally showed participants’ favorable image towards their 

managers and therefore, their peers (y_8 : I believe that my managers and my peers are 
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good people). This finding also suggested that human tendency to reciprocate goodness 

as proposed by the theory of social theory merely created an effect to the extent of good 

intention. Meanwhile, a stronger prompt might be required to trigger a real action. It is 

important to note, however, that this data only represented the Generation Z, which was 

considered as a unique generational cohort.  

The second finding demonstrated that digital media could deliver the expectation of 

effective communication between the managers and the subordinates. In fact, the 

findings showed that mediated communication, where the followers had a balanced 

power and control in the leaders and followers' dyadic relationship, proved to be a 

significant influence on OCBs. According to this research data, Generation Z did not have 

any problem in building good communication with their managers. As an example, the 

participants did not think that using digital media was a problem to understand 

organizational messages. The data also showcased that they could understand multiple 

cues through emojis and experienced the notion of social presence through mediated 

communication. Based on these findings the author argued that being digital media-savvy 

eliminated the pre-assumed challenges concerning mediated communication. As 

mentioned in the literature review, concerns on the quality of mediated communication 

allegedly distorted the potential of effective communication between the sender and the 

receiver. Yet, as the second hypothesis was proven to be true, this research maintained its 

stand on the capability of digital media to facilitate effective communication. 

Nevertheless, this research should emphasize that the result was only relevant to one 

generational cohort and did not include other generations, such as the Generation X or 

the Millennials. 

Finally, the third insightful finding of this research, as shown by the moderated regression 

analysis, demonstrated that mediated communication, despite its positive correlation 

with OCBs, did not play a significant role when it came to increasing the capacity of 

benevolent leadership’s influence on employees’ positive attitude and good behaviors. 

Putting it another way, the third hypothesis was proven to be false. In the attempt to 

understand the result, the author proposed two arguments, starting by suggesting that 

Generation Z, who were born in the era of media convergence, perceived communication 

through digital media as normality. Accordingly, managing Generation Z through digital 

media would generate a similar impact as when it was carried through direct 

communication, regardless of the leadership style involved. The second argument was the 

author supposed that other elements of organizational behaviors, such as motivations 

and rewards, could have been a more relevant catalyst to increase the influence of 

benevolent leadership on OCBs, which was also implied in the work of Thang et.al. (2022). 

The latter argument was based on this research data indicating that Indonesian 

Generation Z as employees scored high in general altruism, sportsmanship, and self-

development but low in organizational loyalty.  
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CONCLUSION 
Overall, this study concluded that benevolent leadership as a contemporary concept of 

management style could be implemented to influence a certain degree of OCBs among 

Generation Z employees in Indonesia, despite the socio-cultural background that was 

more lenient to the Asian culture. Employers, be it national or international companies 

that aimed to increase their organizational performance through OCBs, were 

recommended to pay attention to this particular leadership style. However, paying 

attention to the method of communication could lead to more significant results. As 

suggested, mediated communication provided a familiar platform for Generation Z to 

navigate their work-related interactions, while also implying that remote working or a 

hybrid working type could be a more suitable work environment to their needs as 

employees. At the same time, relying on benevolent leadership and mediated 

communication as a strategy to prompt good behaviors and attitude among employees at 

work would require further scrutiny. Adding another relevant aspect concerning 

organizational behaviors to increase OCBs should be considered. 

In regards to the limitation of this study, the research approached benevolent leadership 

as a construct through the communication perspective. That said, this study did not 

discuss other factors that might have contributed to a significant influence of this 

leadership style as a management strategy. Furthermore, this study narrowed down its 

focus on a particular generational cohort. Therefore, this study did not represent other 

cohorts that could also be a relevant subject of interest. Overall, this study contributed to 

the discourse of leadership study and organizational communication where Generation Z 

was involved. Additionally, this research has initiated a preliminary investigation for future 

research on the influence of benevolent leadership as a contemporary leadership style in 

different contexts.  

 
ACKNOWLEDGMENT 
This research was conducted in consultation with Dr. A. Rahmawati, SE., M.Si. Dr. 
Rahmawati is a lecturer and department head of management studies at STIE Tri Dharma 
Nusantara.  

 

REFERENCES 
Adisa, T. A., Ogbonnaya, C., & Adekoya, O. D. (2021). Remote working and employee 

engagement: A qualitative study of British workers during the pandemic. 
Information Technology & People. https://doi.org/10.1108/itp-12-2020-0850 

Aldunate, N., & González-Ibáñez, R. (2017). An integrated review of Emoticons in 
computer-mediated communication. Frontiers in Psychology, 7. 
https://doi.org/10.3389/fpsyg.2016.02061 

Anderson, T., Rourke, L., Garrison, R., & Archer, W. (2019). Assessing teaching presence in 
a computer conferencing context. Online Learning, 5(2). 
https://doi.org/10.24059/olj.v5i2.1875 



 214                                                                                          Jurnal Ultimacomm Vol. 15 No. 2, Dec 2023 
 
Barrero, J. M., N. Bloom, and S. J. Davis 2021. Why Working from Home Will Stick. 

National Bureau of Economic Research Working Paper Series. Retrieved from: 
https://www.nber.org/papers/w28731 Accessed on May 9 

Becker, J.-M., Cheah, J.-H., Gholamzade, R., Ringle, C.M. and Sarstedt, M. (2023), "PLS-
SEM’s most wanted guidance", International Journal of Contemporary Hospitality 
Management, Vol. 35 No. 1, pp. 321-346. https://doi.org/10.1108/IJCHM-04-2022-
0474 

Blau, P. (1986). Exchange and Power in Social Life (2nd ed.). New York: Routledge. 
https://doi.org/10.4324/9780203792643  

Brinkley, I., Willmott, B., Beatson, M., & Davies, G. (2020). Embedding new ways of 
working post-pandemic: Reports. CIPD. (n.d.). Retrieved from 
https://www.cipd.co.uk/knowledge/work/trends/working-post-pandemic#gref 
Accessed on May 10    

Bresman, H., & Rao, V. (2018) Building Leaders for the Next Decade: How to Support the 
Workplace Goals of Generation X, Y and Z. Universum, INSEAD Emerging Markets 
Institute, MIT Leadership Center, & The HEAD Foundation. Retrieved from 
https://www.insead.edu/sites/default/files/assets/dept/centres/emi/docs/generat
ions-series-building-leaders-for-the-next-decade.pdf Accessed on January 18. 

Brown, O., Paz-Aparicio, C., Revilla, A. J., (2019). Leader’s communication style, LMX and 
organizational commitment: A study of employee perceptions in Peru. Leadership 
& Organization Development Journal, 40(2), 230-258. 
https://doi.org/10.1108/LODJ-03-2018-0129 

Chan, S. C., & Mak, W. M. (2011). Benevolent leadership and follower performance: The 
mediating role of leader–member exchange (LMX). Asia Pacific Journal of 
Management, 29(2), 285–301. https://doi.org/10.1007/s10490-011-9275-3 

Chan, S. C., Huang, X., Snape, E., & Lam, C. K. (2012). The janus face of paternalistic 
leaders: Authoritarianism, benevolence, subordinates' organization-based self-
esteem, and performance. Journal of Organizational Behavior, 34(1), 108–128. 
https://doi.org/10.1002/job.1797 

Cheng, B.-S., Chou, L.-F., Wu, T.-Y., Huang, M.-P., & Farh, J.-L. (2004). Paternalistic 
leadership and subordinate responses: Establishing a leadership model in Chinese 
organizations. Asian Journal of Social Psychology, 7(1), 89–117. 
https://doi.org/10.1111/j.1467-839x.2004.00137.x  

Chin, W. W., & Dibbern, J. (2010). An Introduction to a Permutation Based Procedure for 
Multi-Group PLS Analysis: Results of Tests of Differences on Simulated Data and a 
Cross Cultural Analysis of the Sourcing of Information System Services between 
Germany and the USA. In Handbook of Partial Least Squares (pp. 171-193). Berlin: 
Springer. https://doi.org/10.1007/978-3-540-32827-8_8 

Colquitt, J., Colquitt, J. A., Lepine, J. A., & Wesson, M. J. (2011). Organisational behaviour: 
Improving performance and commitment in the Workplace. Mcgraw hill higher 
education.  

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed methods 
approaches (3rd ed.). London: Sage Publications, Inc. 



Syafruddin — Understanding Generation Z at Workplace                                                                    215 
 
Daft, R. L., & Lengel, R. H. (1986). Organizational Information Requirements, media 

richness and structural design. Management Science, 32(5), 554–571. 
https://doi.org/10.1287/mnsc.32.5.554 

Derks, D., Bos, A. E., & von Grumbkow, J. (2008). Emoticons in computer-mediated 
communication: Social motives and social context. CyberPsychology & Behavior, 
11(1), 99–101. https://doi.org/10.1089/cpb.2007.9926 

de Vries, R., Bakker-Pieper, A., & Oostenveld, W. (2010). Leadership = Communication? 
The Relations of Leaders’ Communication Styles with Leadership Styles, Knowledge 
Sharing and Leadership Outcomes. Journal of Business and Psychology, 25(3), 367-
380. https://doi.org/10.1007/s10869-009-9140-2 

 Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytic findings and 
implications for research and practice. Journal of Applied Psychology, 87(4), 611–
628. https://doi.org/10.1037/0021-9010.87.4.611 

Ferry, D. L., Kydd, C. T., & Sawyer, J. E. (2001) Measuring Facts of Media Richness. Journal 
of Computer Information Systems, 41(4), 69–78. 
https://doi.org/10.1080/08874417.2001.11647026 

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly, 14(6), 
693–727. https://doi.org/10.1016/j.leaqua.2003.09.001 

Fulk, J., Steinfield, C. W., Schmitz, J., & Power, J. G. (1987). A social information processing 
model of media use in organisations. Communication Research, 14(5), 529–552. 
https://doi.org/10.1177/009365087014005005 

Gabrielova, K., & Buchko, A. A. (2021). Here comes generation Z: Millennials as managers. 
Business Horizons, 64(4), 489–499. https://doi.org/10.1016/j.bushor.2021.02.013 

George, G., & Sleeth, R. G. (2000). Leadership in Computer-Mediated Communication: 
Implications and Research Directions. Journal of Business and Psychology, 15(2), 
287–310. https://doi.org/10.1023/a:1007872002139 

Ghosh, K. (2015). Benevolent leadership in not-for-profit organizations: Welfare 
orientation measures, ethical climate and organizational citizenship behaviour", 
Leadership & Organization Development Journal, Vol. 36 No. 5, pp. 592-611. 
https://doi.org/10.1108/LODJ-12-2013-0164 

Golden, T. D., Veiga, J. F., & Dino, R. N. (2008). The impact of professional isolation on 
teleworker job performance and turnover intentions: Does time spent teleworking, 
interacting face-to-face, or having access to communication-enhancing technology 
matter? Journal of Applied Psychology, 93(6), 1412–1421. 
https://doi.org/10.1037/a0012722 

Grego-Planer, D. (2022). The relationship between benevolent leadership and affective 
commitment from an employee perspective. PLOS ONE, 17(3). 
https://doi.org/10.1371/journal.pone.0264142 

Guinibert, M. (2021) Defining digital media as a professional practice in New Zealand, 
Kōtuitui: New Zealand Journal of Social Sciences Online, 17(2) 185-205. 
https://doi.org/10.1080/1177083X.2021.1960571 

Hall, S. (1980). Encoding/Decoding. In: Durham, G.M and Kellner. M. D. Media and 
Cultural Studies: KeyWorks. Oxford: Blackwell Publishing Ltd. pp.163-174.  



 216                                                                                          Jurnal Ultimacomm Vol. 15 No. 2, Dec 2023 
 
Harris, A., Leithwood, K., Day, C., Sammons, P., & Hopkins, D. (2007). Distributed 

leadership and organizational change: Reviewing the evidence. Journal of 
Educational Change, 8(4), 337–347. https://doi.org/10.1007/s10833-007-9048-4 

Heisler, J. & Crabill, S. (2006). Who are “Stinkybug” and “packerfan4”? email pseudonyms 
and participants’ perceptions of demography, productivity, and personality. Journal 
of Computer-Mediated Communication, Vol. 12 (1). 
https://doi.org/10.1111/j.1083-6101.2006.00317.x 

Hofstede, G. (1980) Culture’s Consequence: International Differences in Work-Related 
Values. Beverly Hills: Sage. 

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (2004). Culture, 
Leadership, and Organizations: The GLOBE Study of 62 Societies. Thousand Oaks, 
CA: Sage. 

     
Homans, G. (1961). Social Behavior: Its Elementary Forms. New York: Harcourt Brace & 

World 
Irawanto, D. W., Ramsey, P. L., & Ryan, J. C. (2011). Tailoring leadership theory to 

Indonesian culture. Global Business Review, 12(3), 355–366. 
https://doi.org/10.1177/097215091101200301 

Kanungo, R. N., & Mendonca, M. (1996). Ethical dimensions of leadership. Thousand 
Oaks: SAGE Publications, Inc. 

Kanwal, F., Rathore, K., & Qaisar, A. (2019). Relationship of Benevolent Leadership and 
Organizational Citizenship Behavior: Interactional Effect of Perceived 
Organizational Support and Perceived Organizational Politics. Pakistan Journal of 
Commerce and Social Sciences. 13(2),  283-310. 
https://www.econstor.eu/handle/10419/200993 

Karakas, F., & Sarigollu, E. (2011). Benevolent leadership: Conceptualization and construct 
development. Journal of Business Ethics, 108(4), 537–553. 
https://doi.org/10.1007/s10551-011-1109-1 

Kline, R. B. (2016). Principles and Practice of Structural Equation Modeling. 4th(Ed). New 
York: The Guilford Press.  

Lavelle, J.J., Rupp, D.E., & Brockner, J. (2007). Taking a Multifoci Approach to the Study of 
Justice, Social Exchange, and Citizenship Behavior: The Target Similarity Model†. 
Journal of Management, 33, 841 - 866. 

Li, G., Lin, W., & Chen, X. (2016). Benevolent leadership and Team Performance: The 
moderating role of Team Commitment. Academy of Management Proceedings, 
2016(1), 10755. https://doi.org/10.5465/ambpp.2016.10755abstract 

Madlock, P. E. (2008). The link between leadership style, Communicator Competence, and 
employee satisfaction. Journal of Business Communication, 45(1), 61–78. 
https://doi.org/10.1177/0021943607309351 

Meyer, J., Stanley, D., Herscovitch, L. & Topolnytsky, L. (2002). Affective, Continuance, 
and Normative Commitment to the Organization: A Meta-analysis of Antecedents, 
Correlates, and Consequences. Journal of Vocational Behavior. 61. 20-52. 
https://doi.org/10.1006/jvbe.2001.1842 

Miller, K. & Barbour, J. (2012) Organizational Communication: Approaches and Processes. 
7th(Ed). USA: Wadsworth, Cengage Learning 



Syafruddin — Understanding Generation Z at Workplace                                                                    217 
 
Murthy, U. S., & Kerr, D. S. (2003). Decision making performance of interacting groups: An 

experimental investigation of the effects of task type and Communication Mode. 
Information & Management, 40(5), 351–360. https://doi.org/10.1016/s0378-
7206(02)00017-4 

Nguyen, P. D., Khoi, N. H., Le, A. N., & Ho, H. X. (2022). Benevolent leadership and 
organizational citizenship behaviors in a higher education context: A moderated 
mediation model. Personnel Review. https://doi.org/10.1108/pr-04-2021-0234 

Organ, D. W. 1988. Organizational citizenship behavior: The good soldier syndrome. 
Lexington: Lexington Books. 

Phillips, D. C., & Burbules, N. C. (2000). Postpositivism and educational research. Lanham: 
Rowman & Littlefield Publisher, Inc. 

Pusat Data Ekonomi dan Bisnis Indonesia. (2021). Proporsi Populasi Generasi Z dan 
Milenial Terbesar di Indonesia: Databoks, May 24,  Retrieved from 
https://databoks.katadata.co.id/datapublish/2021/05/24/proporsi-populasi-
generasi-z-dan-milenial-terbesar-di-indonesia Accessed on June 4th  

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational 
citizenship behaviors: A critical review of the theoretical and empirical literature 
and suggestions for future research. Journal of Management, 26(3), 513–563. 
https://doi.org/10.1177/014920630002600307 

Rayburn, D. (2007). Streaming and Digital Media Understanding the Business and 
Technology. Oxford: Focal Press. 

Racolta-Paina, N. D., & Madularu, A. E., (2022). Perspectives on workforce age diversity in 
nowdayas teams. Studia UBB Negotia, 67(4), pp. 23-44. 
https://doi.org/10.24193/subbnegotia.2022.4.02 

Reddin, W.J. (1967) The 3-D Management Style Theory. Training and Development 
Journal, 21, 8-17. 

Rost, J. C. (1993). Leadership for the twenty-First Century. Praeger Publisher.  
Sarkar, A., Garg, N., & Palo, S. (2022). Workplace spirituality and Psychological Capital 

(psycap) of the employees: A cross-sectional study. Global Business Review, 
097215092211114. https://doi.org/10.1177/09721509221111445 

Sekaran, U. (2003). Research Methods for Business: A Skill Building Approach (4th Ed.). 
Hoboken: John Wiley & Sons, Ltd. 

Scholz, C. (2019). The generations Z in Europe – an introduction. Generations Z in Europe, 
3–31. https://doi.org/10.1108/978-1-78973-491-120191001 

Schroth, H. (2019). Are you ready for Gen Z in the workplace? California Management 
Review, 61(3), 5–18. https://doi.org/10.1177/0008125619841006 

Short, J., Williams, E., & Christie, B. (1976). The social psychology of telecommunications. 
London: Wiley. 

Snyder, M. & Swann, W. (1978). Behavioral Confirmation in Social Interaction: From Social 
Perception to Social Reality. Journal of Experimental Social Psychology. 14. 148-
162. https://doi.org/10.1016/0022-1031(78)90021-5 

Suryani, A. O., Van de Vijver, F. J., Poortinga, Y. H., & Setiadi, B. N. (2012). Indonesian 
leadership styles: A mixed-methods approach. Asian Journal of Social Psychology, 
15(4), 290–303. https://doi.org/10.1111/j.1467-839x.2012.01384.x  



 218                                                                                          Jurnal Ultimacomm Vol. 15 No. 2, Dec 2023 
 
Straus, S. G., & Olivera, F. (2000). Knowledge acquisition in virtual teams. Research on 

Managing Groups and Teams, 257–282. https://doi.org/10.1016/s1534-
0856(00)03013-9 

Tang, C., & Naumann, S. (2015). Paternalistic leadership, subordinate perceived leader–
member exchange and organizational citizenship behavior. Journal of Management 
& Organization, 21(3), 291-306.  https://doi.org/10.1017/jmo.2014.84 

Thang, N. N, Dung, M. V., Rowley, C., & Bach, M. P. (2022). Generation Z job seekers’ 
expectations and their job pursuit intention: Evidence from transition and emerging 
economy. International Journal of Engineering Business Management, 14, 
184797902211125. https://doi.org/10.1177/18479790221112548 

Tuffour, J. K., Gali, A. M., & Tuffour, M. K. (2019). Managerial leadership style and 
employee commitment: Evidence from the financial sector. Global Business 
Review, 23(3), 543–560. https://doi.org/10.1177/0972150919874170 

Turner, J. W., & Foss, S. K. (2018). Options for the construction of attentional social 
presence in a digitally enhanced multicommunicative environment. 
Communication Theory, 28(1), 22–45. https://doi.org/10.1093/ct/qty002  

Twenge, J. M. (2017). Igen: Why Today's super-connected kids are growing up less 
rebellious, more tolerant, less happy - and completely unprepared for adulthood. 
New York: Atria.  

Van Zoonen, W., Sivunen, A., Rice, R. E., & Treem, J. W. (2021). Organizational 
Information and Communication Technologies and their influence on 
communication visibility and perceived proximity. International Journal of Business 
Communication, 0(0), 1-23. https://doi.org/10.1177/23294884211050068 

Wilson, J. (2022). Dyadic relationship quality (DRQ) – describing the development of 
Leader-Follower Relationship Quality: A qualitative, Longitudinal Study. Business, 
Management and Economics. https://doi.org/10.5772/intechopen.108458 

Yukl, G. A. (2013). Leadership in organizations (8th ed.). New Jersey: Pearson Education 
Inc. 

Yulk, G. A. & Lepsinger, R. (2005). Why integrating the leading and managing roles is 
essential for organizational effectiveness. Organizational Dynamics, 34(4), 361–375. 
https://doi.org/10.1016/j.orgdyn.2005.08.004 

 


