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 The study concentrates on the work system: humanistic 
leadership principles impact how well a leader can lead 

Generation Z—a highly skilled force in the operation of 
technology and harbor a particular preference for leadership. 
This is important because companies can improve employee 
performance, well-being, and productivity by understanding the 
leadership needs of Gen Z. The problem in this study is that 
there are limitations in understanding the extent to which 
humanistic leadership principles have a significant influence on 
the effectiveness of leadership in leading Generation Z 
employees. This research mostly focuses on ways that can be 
used to implement humanistic leadership to help Gen Z 

employees improve their performance and well-being. This study 
applies a quantitative approach as the main tool in collecting 
information through questionnaires, which are then analyzed 
using statistics. The Quantitative Method is used to measure 
how effective humanistic leadership is in Gen Z employees in 
Karanganyar by testing validity, reliability, normality, 
heterokedasticity, multicollinearity, F test, T test, determination 
coefficient test and multiple linear regression analysis using 
SPSS data processing tool. The results of the study showed that 
the variables of well-being, wisdom, empathy, and responsibility 
did not have a positive and significant impact on the 
effectiveness of leading Gen Z employees. Meanwhile, the 
variables of self-awareness, self-actualization, and fairness have 
a positive and significant impact on the effectiveness of Gen Z 
employees. 
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1. INTRODUCTION 

Generation Z refers to the younger generation known as the Internet Generation or a 

generation that is familiar with technology and has grown up in the digital era (A. Dewi et 

al., 2023). Their preference in leadership style is one that involves inspirational 
communication, intellectual problem-solving, and personal attention to employee 

performance (Hasnawati et al., 2021). Based on BPS cencus in 2023, it is stated that Gen 
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Z, born in the span between 1997 and 2012 outperformed as many as 74.9 million 

people, which is equivalent to 27.9 percent of the entire time. This generation is in the 

stage of new adulthood to pre-adulthood, thus giving birth to the desire for development 

and transformation in the future (Rainer, 2023). 

The role of leadership has a great influence on the effectiveness of individuals in 
achieving organizational goals (Hasnawati et al., 2021). Humanistic leadership practices 

focus on caring for individual needs and development so that they are able to build a 

work environment that supports increased productivity and builds employee motivation. 

The importance of humanistic leadership as a key strategy to improve employee 

performance (P. Dewi & Fitrio, 2022). In the research of Fu et al. (2020) humanistic 
leadership practices in Thailand revealed that a culturally open indigenous approach to 

humanistic leadership is needed. Then in the research of Dewi et al. (2023), it shows that 

Generation Z needs a leadership style that focuses on actions, initiatives, and uses 

different symbols to express organizational goals in a simple way (A. Dewi et al., 2023). 

In-depth research on humanistic leadership principles in leading Generation Z employees 

is not yet available. Although the concept of humanistic leadership and the 
characteristics of Generation Z employees have been discussed separately, there has 

been no specific study linking the two. Previous research has shown that humanistic 

leadership styles have a positive impact on employee well-being and potential. 

Meanwhile, this study pursues the effective application of humanistic leadership 

principles for generation Z employees. This research identifies leadership needs, designs 
strategies, applies humanistic leadership principles, and tests their effectiveness in 

leading employees. The test results are analyzed to provide practical advice for the 

organization and guidance for further research. 

Gen Z, Generation refers to a group of people born in the 1990s to 2000s, who 

grew up with gadgets, social media, online games, and various digital interaction 

platforms (Singh & Dangmei, 2016). Generation Z is known as the "Net Gen" generation 
who have embraced information technology and the internet to the maximum (Rashid et 

al., 2021). Generation Z is known as a true digital user, tech-savvy, and proficient in 

multitasking. This generation values flexibility, quick response, and hands-on feedback 

in their work environment. Generation Z expects their boss to keep promises, be honest, 

and show competence to build trust (Wasiluk & Tomaszuk, 2022). Generation Z has 
unique characteristics, they value ethical actions, trust, respect, teamwork, enthusiasm, 

and optimism in their leaders. They have preferences in leadership styles, such as 

leadership styles that involve inspirational communication, intellectual problem-solving, 

and personal attention to employee performance (A. Dewi et al., 2023). Generation Z 

considers a competitive salary important, expects flexibility in work, emphasizes the 

importance of personal development programs, values good relationships with employers 
and loves face-to-face communication (Dwidienawati & Gandasari, 2018).   

Elton Mayo's theory of leadership focuses on human relationships, where leaders 

show concern for their subordinates. According to Handoko (1984) and Mayo (1980) in 

Permadi (2019), Hawthorne's experiment or "Human relationship" describes the 

relationship between managers and their subordinates. If the motivation of the work of 
personnel is good, then human relationships in the organization can be said to be 

"healthy" (Permadi, 2019). Humanistic leadership is a human-focused style, prioritizing 

the dignity and well-being of individuals in the organization (Pikonia et al., 2022). His 

leadership concept applies characteristics such as; well-being, self-awareness, wisdom, 

self-actualization, empathy, fairness, and responsibility (Ono & Ikegami, 2020). Broadly 

speaking, a humanistic approach becomes meaningful when it prioritizes human 
morality and then ignores leader-centered (Effendi, 2021). A leader not only gives 

instructions to do this and that, but must also provide guidance to his subordinates so 

that the instructions given can be understood and implemented as they should be 

(Olifiansyah et al., 2020). 
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Quality of life and overall health, which includes physical, mental, and emotional 

health, is called well-being (X1) (Wahdiniawati et al., 2024). Well-being is a term that 

refers to a comfortable, healthy, or happy state that includes physical, mental, and 

emotional health, and contributes to a person's overall quality of life (Handayani et al., 

2021; Ono & Ikegami, 2020). The goal is to create a supportive work environment so as to 
encourage employee engagement and performance in order to meet the overall physical 

and psychological needs of employees (Handayani et al., 2021). The results of the study 

stated that if the principle of welfare in leadership has an influence on leading employees, 

the hypothesis is compiled as follows: Hypothesis 1: Well-being has a positive and 

significant effect on the effectiveness of leading Gen Z employees. 
The ability to recognize and understand a person's thoughts, feelings, and 

behaviors is known as self-awareness (X2) (Roessler et al., 2024). The concept of self-

awareness refers to a leader's ability to understand emotions, strengths, weaknesses, 

values, and how their behavior impacts others (Syahputra, Dwi & Aslami, 2023). The 

ability of a leader to understand emotions, strengths, weaknesses, values, and how their 

behavior impacts others is called self-awareness (Mardizal et al., 2023). Self-aware 
leaders better understand how their behavior impacts others and change their behavior 

to create a better work environment (Aditya et al., 2022). Leadership effectiveness is 

influenced by self-awareness that encourages transparency, responsibility and positive 

feedback thereby improving team performance (Prastyo & Nawawi, 2023). From the 

results of previous research, it is stated that the principle of self-awareness in leadership 
has an influence on leading employees, the hypothesis is as follows: Hypothesis 2: Self-

awareness has a positive and significant effect on the effectiveness of leading Gen Z 

employees 

Wisdom (X3) is the ability to make the right decisions based on knowledge, 

experience, and considering the consequences of actions taken in the long term (Arifin, 

2023; Jakubik, 2021). Wise leaders can read the situation thoroughly and make the best 
decisions so as to generate respect and trust from followers (Arifin, 2023). According to 

Al-Ghazali in Wan Razali et al. (2020), wisdom is defined as a noble value that helps 

leaders make logical, ethical choices, create justice, and support society (Wan Razali et 

al., 2020). Wisdom in leadership shapes the culture of the organization, ensures that 

policies are implemented properly and encourages inclusive decisions and cooperation 
(Siregar, 2022). From the results of previous research, it is stated that the principle of 

wisdom in leadership has an influence on leading employees, here are the hypothesis 

proposals: Hypothesis 3: Wisdom has a positive and significant effect on the effectiveness 

of leading gen Z employees 

Abraham Maslow originated a theory of personality that includes the theory of 

needs and the theory of self-actualization. This theory argues that individuals are driven 
by needs and can achieve self-actualization (X4), where self-actualization is the highest 

level after meeting basic needs according to the hierarchy of needs (Hadori, 2015). Self-

actualization is the process of becoming what a person is capable of achieving, in their 

potential, and becoming the best version of their unique self (Bigelow, 2024). A leader 

who has the principle of self-actualized refers to a leader who is highly self-aware who 
successfully engages followers in a collaborative effort to achieve team goals (Pieri, 2022). 

The principle of self-actualized leadership encourages the development of individual 

potential and creates a work ecosystem that respects, supports, and recognizes 

subordinates (Cissna, 2020). From the results of previous research stating that the 

principle of self-actualization in leadership has an influence on leading employees, the 

hypothesis proposed is as follows: Hypothesis 4: Self-Actualization has a positive and 
significant effect on the effectiveness of leading Gen Z employees. 

Empathy (X5) is a fundamental behavior for building trust and social interaction. 

The principle of empathy increases job satisfaction, motivation, and creativity through 

the understanding and support of leaders (Kock et al., 2019). Empathy refers to the 
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ability to understand the feelings of others, helping leaders build trust, relationships and 

a healthy company culture (Pandey et al., 2023). Empathy has a broad impact on 

leadership effectiveness that goes through three levels of empathy, namely the leader 

level, the follower level and the organizational level (Zivkovic, 2022). From the results of 

the above research, it is stated that the principle of empathy in leadership has an 
influence on leading employees, the hypothesis is set as follows: Hypothesis 5: Empathy 

has a positive and significant effect on the effectiveness of leading Gen Z employees. 

The principle of fairness (X6) refers to the commitment of leaders to support 

fairness, equity, and inclusion within the organizational environment (Ayanoğlu & 

Arastaman, 2023). The concept of fairness includes equality and equal treatment of 
employees (Mulang, 2022). Based on the concepts of Al-'adl and al-qist, the principle of 

fairness guides leaders to treat all parties equally and uphold the truth in making 

decisions (Kamil et al., 2023). The principle of fairness ensures respectful and dignified 

treatment for all people. Fair leaders challenge hegemonic systems, expose injustices, 

and dismantle oppressive practices (Graeber M & Alkalah, 2022). From the results of 

previous research stating that the principle of fairness in leadership has an influence on 
leading employees, the proposed hypothesis can be described as follows: Hypothesis 6: 

Fairness has a positive and significant effect on the effectiveness in leading Gen Z 

employees. 

The principle of responsibility (X7) emphasizes the obligation of leaders to act 

ethically, accountably, and in the best interests of the team and organization (Muktamar 
et al., 2024). Leaders must guide the team effectively and ethically and make decisions 

and take actions that are aligned with the organization's goals while being accountable 

for the results of those decisions (Aulia et al., 2024). Responsibility is a person's moral 

and ethical obligation to fulfill the duties, roles, or mandates given and accept the 

consequences of their choices or actions (Cahyani & Zahwa, 2024). The principle of 

responsibility emphasizes that employees must understand and adhere to organizational 
ethics and morals (Jumiarti, 2024). The principle of responsibility ensures leaders 

understand the impact of their decisions on the team, organization, employees, 

customers, and community in the long run (Muktamar & Yassir, 2024). From the results 

of the above research stating that the principle of responsibility in leadership has an 

influence on leading employees, the hypothesis proposed can be summarized as follows: 
Hypothesis 7: Responsibility has a positive and significant effect on the effectiveness of 

leading Gen Z employees. 

This study aims to measure the influence of humanistic leadership principles on 

leadership effectiveness in leading Generation Z employees. Leadership effectiveness is 

defined as how a leader determines and evaluates ideas based on what they do for 

members of the organization and shows how effective their leadership is (Sari, 2012). 
Leadership effectiveness refers to a leader's ability to influence, guide, and mobilize 

individuals to achieve organizational goals. The goal of leadership effectiveness is to 

ensure the successful achievement of tasks, the achievement of goals on time, the active 

participation of subordinates, and the alignment of actual results with planned outcomes 

(Tampubolon, 2020). Leadership style, skills, motivation, understanding, leader behavior, 
organizational culture, and working conditions are some of the components of leadership 

effectiveness (Agazu & Debela, 2024). 

 

2. RESEARCH METHOD 
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Figure 1. Thinking Framework Model 
Sources: Researcher data processing, 2024 

The community decided as the population is Gen Z employees in Karanganyar. As 

for the sample, some Gen Z employees are domiciled in Karanganyar. The respondent 

criteria were 17-27 years old, had been or were interning or working, domiciled in 
Karanganyar. Data collection was conducted using questionnaires distributed online with 

a filling duration of about 5 – 10 minutes with response rates ranging from very agreeable 

to very disagreeable. This study applies a probability sampling method that refers to 

simple random sampling tactics (Sugiyono, 2019). The sample size is calculated by the 

Lemeshow formula: n = Z2 × p (1 - p) / d2. 

Description:  

Z : benchmark value = 1.96  

n : sample size needed  

p : max estimate = 50% = 0.5  

d : alpha/sampling error = 10% = 0.1  

Based on the formula, a sample of gen Z employees was taken in Karanganyar 
with the calculation: n = 1.962 × 0.5 (1 - 0.5) / 0.12 = 96.04 samples (Jasaputra et al., 

2008). 

The indicators of each variable are well-being (increased productivity, benefits for 

mental health, positive work environment, and long-term organizational success) 

(Handayani et al., 2021; Wahdiniawati et al., 2024). Self-awareness (self-awareness, 

feedback, and leader's self-assessment) (Mardizal et al., 2023; Prastyo & Nawawi, 2023). 
Wisdom (long-term vision, experience, and understanding of context) (Arifin, 2023; Wan 

Razali et al., 2020). Self-actualization (employee development facilities, motivation to 

achieve goals, supportive work environment, and appreciation for individual 

contributions) (Bigelow, 2024; Cissna, 2020). Empathy (intelligence emotional, employee 

retention, and employee innovation) (Pandey et al., 2023; Zivkovic, 2022). Fairness (fair 
treatment of each member, stable work environment, and moral authority of the leader) 

(Kamil et al., 2023; Mulang, 2022). Responsibility (employee performance, organizational 

culture, and employee attachment) (Cahyani & Zahwa, 2024; Jumiarti, 2024). And the 

effectiveness of leading generation Z employees (organizational performance and growth, 

readiness to face challenges, follower satisfaction with leaders, organizational 

commitment, and motivation of inspiration) (Ali & Anwar, 2021; Lone & Lone, 2018; 
Luria et al., 2019).  
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The study utilized multiple linear regression calculations through the IBM SPSS 

Statistics 23 application with several tests such as test validity (valid if the correlation of 

rcal > rtable), reliability (Reliable if > 0.60 Cronbach's Alpha), normality (If the significance 

value > 0.05 hypothesis is accepted), heterokedasticity (If the sig. value > 0.05 acceptance 

of the hypothesis), multicollinearity (The tolerance price must be > 0.1 and the VIF must 
be < 10.00 then the multicollinearity is zero), F test (Fcal must < Ftable value and 

significance > 0.05), T test (The value of the tcal < ttable is also the weight of sig. > 0.05), 

determination coefficient test (The value has increased by almost 100%, as a result of 

which the effect from the independent variable to the linked variable is also greater) 

(Pasaribu et al., 2022; Rodliyah, 2021; Sahir, 2021; Sihabudin et al., 2021; Suryana, 
2017).   

The multiple linear regression analysis with formula: Y = α+ β₁X₁ + β₂X₂ + β₃X₃ + 

β₄X₄ + β₅X₅ + β₆X₆ + β₇X₇ + e 
Note:  

Y = Effectiveness in leading Z generation employees  

α = Constant  

β = Regression coefficient  

X₁ = Well-being variable  

X₂ = Self-awareness variable  

X₃ = Wisdom variable  

X₄ = Self-actualization variable  

X₅ = Empathy variable  

X₆ = Fairness variable  
X7 = Responsibility variable  

e   = error  

3. RESULTS AND DISCUSSIONS 

The target respondents of this study are some Gen Z employees in Karanganyar Regency. 

Based on the results of questionnaire data processing, 135 respondents were collected 

from various ages, genders, sub-districts, occupations and work histories. All 135 data 

were used in the data processing process in this study.  

Table 1. Characteristics of Responden Based on Age and Gender 
Group Subgroups Frequency Percentage 

Age 

17 – 19 years old 9 6.7% 

20 – 22 years old 61 45.2% 
23 – 25 years old 44 32.6% 
26 – 27 years old 21 15.6% 

 Total 135 100.0% 

Gender 
Male 40 29.6% 

Female 95 70.4% 
 Total 135 100.0% 

Data processed by researchers, 2025 

The data collection showed a total of 135 respondents with the majority of people 

aged 20-22 years old (45.2%) and dominated by female (70.4%) So it can be concluded 
that the people involved in this research are mostly people aged 20-22 years old and they 

are female. 

Table 2. Respondents' Domicile Data 
District Frequency Percentage 

Jatipuro 9 6.7% 
Jatiyoso 6 4.4% 

Jumapolo 8 5.9% 
Jumantono 6 4.4% 
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Tawangmangu 7 5.2% 

Ngargoyoso 4 3.0% 
Karangpandan 5 3.7% 

Jaten 6 4.4% 
Kebakkramat 5 3.7% 

Gondangrejo 6 4.4% 
Mojogedang 10 7.4% 

Matesih 6 4.4% 
Karanganyar 15 11.1% 

Tasikmadu 22 16.3% 
Kerjo 6 4.4% 

Jenawi 5 3.7% 
Colomadu 9 6.7% 

Total 135 100.0% 

Data processed by researchers, 2025 

Sourced from the table, it is known that the majority of respondents' residences 

are in Tasikmadu District with a total of 22 respondents (16.3%). So it can be concluded 

that the majority of the people who participated in this exploration were people living in 

Tasikmadu District. 

Table 3. Respondents' profession and work history data 
Group Subgroups Frequency Percentage 

Profession  

Student/College Student 41 30.4% 
Civil Servant 2 1.5% 

Private Company Employees 54 40.0% 
Self employed 11 8.1% 

Freelancer 10 7.4% 
Part-Time 11 8.1% 

Other 6 4.4% 
 Total 135 100.0% 

Work History 
Currently At Work 72 53.3% 

Internship 18 13.3% 

Have Worked / Interned 45 33.3% 
 Total  135 100.0% 

Data processed by researchers, 2025 

The table above shows the dominating jobs in Karanganyar Regency, namely 
private company employees/laborers with a frequency of 54 people (40.0%) and 

respondents who were working dominated 72 people (53.3%). So it is generalized that the 

majority of people who participate in this observation who are working and work as 

private company employees/laborers. 

3.1 Validity and Reliability Test 

Testing the Validity of Questions on a questionnaire can be identified as valid if 

they are able to show something measurable (Ghozali, 2021). Based on the SPSS data 

output obtained by the calculation of > rtable (0.168), all questions for each indicator on 

the variables of well-being, self-awareness, wisdom, self-actualization, empathy, fairness, 
responsibility and effectiveness of leading Gen Z are affirmed to be valid and suitable for 

use in this research. Questionnaire Reliability Testing is claimed to be reliable if the 

response to continuous questionnaire questions and the results of Cronbach's alpha 

score > a level of significance (Ghozali, 2021). The results of the data processing showed 

that all variables, namely well-being, self-awareness, wisdom, self-actualization, 

empathy, fairness, responsibility and effectiveness in leading Gen Z, resulted in a 
Cronbach's alpha weight of > 0.60 as a result that could be used in research and could 

be confirmed as reliable. 
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Table 4. Normality Test 
One sample Kolmogorov Smirnov UResid 

Asymp. Sig (2 tailed) 0,052 c 
Exact Sig (2 tiled) 0,390 

Data processed by researchers, 2025 

Based on the data, the exact value of sig. (2-tailed) which is 0.390 as a result of 
which it is declared a residual element with a normal distribution pattern. 

Table 5. heterokedasticity and multicollinearity 
Model Sig. Tolerance  VIF 

Well-being (X1) 0,882 0,302 3,311 
Self-awareness (X2) 0,534 0,295 3,394 

Wisdom (X3) 0,070 0,360 2,778 

Self-actualization (X4) 0,173 0,243 4,120 
Empathy (X5) 0,202 0,215 4,646 
Fairness (X6) 0,140 0,188 5,317 

Responsibility (X7) 0,446 0,317 3,153 

Data processed by researchers, 2025 

The output displays an entire variable of value sig. > 0.05 as a result, it was 

stated that there were no signs of heterokedasticity. Also data showed the overall value 
tolerance of the variables > 0.10 and VIF < 10, so that it was declared free of signs of 

multicollinearity. 

Table 6. F Test 
Model F Sig. 

Regression Res Total 75,461 0,000b 

Data processed by researchers, 2025 

The SPSS output above shows Fcal > Ftabel which is 75.461 > 2.01 and sig 

weight. that is 0.000 < 0.005 so that the independent variables simultaneously affect the 

dependent variables. 

Table 7. Determination Coefficient Test 
R R Square Adj. R Square Std. Error of the Estimate 

0,898a 0,806 0,795 1,745 

Data processed by researchers, 2025 

The Adjusted R Square was 0.795, meaning that 79.5% indicated the ability of the 

variables of well-being, self-awareness, wisdom, self-actualization, empathy, fairness, and 

responsibility in describing the effectiveness of leading Gen Z. The remaining 20.5% was 
influenced by other variables beyond the scope of the study. 

Table 8. T Test 
Model B tcal Sig. ttable Information 

Constant 1,104     
Well-being (X1) 0,112 1,130 0,261 1,978 rejected 

Self-awareness (X2) 0,413 3,922 0,000 1,978 accepted 

Wisdom (X3) 0,036 0,358 0,721 1,978 rejected 
Self-actualization (X4) 0,332 3,282 0,001 1,978 accepted 

Empathy (X5) 0,160 1,289 0,200 1,978 rejected 
Fairness (X6) 0,305 2,161 0,033 1,978 accepted 

Responsibility (X7) 0,099 0,853 0,395 1,978 rejected 

Data processed by researchers, 2025 

Referring to the data above, it is obtained:  
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Y = 1.104 + 0.112X1 + 0.413X2 + 0.036X3 + 0.332X4 + 0.160X5 + 0.305X6 + 0.099X7 + 

e 

3.2 Description of the results: 

Well-being (X1) contains a tcal weight (1.130) < ttable (1.978) as well as a sig. of 

0.261 > 0.05 as a result of H0 acceptance and Hα rejection. The well-being variable had 

no effect on the leadership effectiveness of gen Z employees because it showed an 

insignificant value of 0.261 > 0.05. This means that well-being is not the main 

determining factor in the effectiveness of leading Gen Z employees. This is due to other 
components that are more dominant such as leadership style, communication or 

individual characteristics of Gen Z employees. Laras Internusa shows that welfare has no 

direct influence on the effectiveness of leading employees (Wulandari, 2024). The study 

did not show any effect of well-being on employee leadership effectiveness, so it does not 

match the Handayani et al. (2021) study which found that well-being is predicted to have 

an impact on employee leadership effectiveness. Hypothesis 1 is rejected. 
Self-Awareness (X2) has a tcal weight (3.922) > ttable (1.978) and sig. 0.000 < 

0.05 as a result H0 is rejected and Hα is accepted. The self-awareness variable has been 

shown to affect the effectiveness of leading Gen Z employees. Simply put, the greater the 

self-awareness of a leader, the more effective the leader is in leading Gen Z employees. 

This statement reinforces that self-awareness can affect effectiveness in leading. Previous 
research also had a similar impact like the actions taken by Aditya et al. (2022), Prastyo 

& Nawawi (2023) and Syahputra, Dwi & Aslami (2023). Hypothesis 2 is accepted. 

Wisdom (X3) has a tcal value (0.359) < ttable (1.978) as well as a sig. of 0.721 > 

0.05 as a result of the acceptance of H0 and the rejection of Hα. One of the reasons is 

that wisdom has not been internalized enough in daily leadership practices to be able to 

have a direct impact on effectiveness. In addition, the effectiveness of leading gen Z 
employees tends to be more influenced by other factors such as self-awareness, 

communication or understanding of the unique characteristics of gen Z. Generally, 

wisdom refers to a leader's ability to make the right decisions (Waedoloh et al., 2021). 

Research on BTPN employees of the Manado branch office by Sormin (2023) shows that 

not all aspects of leadership, including wisdom, are relevant to work effectiveness. This 
aspect does not agree with Arifin (2023), Jakubik (2021) and Siregar (2022) who stated 

that wisdom affects the effectiveness of leading gen Z employees. Hypothesis 3 is rejected. 

Self-actualization (X4) has a tcal price (3,282) > ttable (1,978) and sig. 0.001 < 

0.05 as a result H0 is rejected and Hα is accepted. The element of self-actualization has 

been proven to have a positive and significant impact on the effectiveness of leading Gen 

Z employees. This means that the higher the level of Self-actualization of the leader, the 
more effective it is to lead Gen Z employees. The results of this study are in sync with the 

research of Oktapianingsih et al. (2024) which explores how self-management can help a 

person improve self-actualization which ultimately contributes to leadership 

effectiveness. Research on employees at SMK Bina Mandiri Multimedia by Supriatal & 

Mulyanto (2023) states that self-actualization is able to increase employee motivation, 

loyalty and integrity so that self-actualization affects the effectiveness of leading 
members. This is in line with the research of Cissna (2020 and Pieri (2022) who stated 

that Self-actualization has an impact on the effectiveness of leading employees. 

Hypothesis 4 is accepted.  

mpathy (X5) has a tcal value (1.289) < ttable (1.978) and a sig. of 0.200 > 0.05 

then H0 is accepted and Hα is rejected. The element of empathy does not result in a 
change in the effectiveness of leading Gen Z employees. Gen Z has unique characteristics 

that require a strong leadership approach, technology literacy or managerial strategy. 

Therefore, empathy in the absence of other supporting factors is not enough to increase 

the effectiveness of leadership for this generation. In general, empathy is needed to 

prevent unethical and repressive actions. But excessive empathy in leadership also has a 



    ISSN 2685-4236 (Online) 

Mantik Journal, Vol.9, No.1, May 2025: pp 111-123  

120 

bad impact. In the study of (Holt & Marques, 2012) it has not been specifically stated 

that empathy has an effect or not on the effectiveness of leading employees. In an article 

by Whitford (2024) states that emotions and empathy can result in burnout. This 

signifies that empathy has no effect on the effectiveness of leading employees. Hypothesis 

5 is rejected. 
Fairness (X6) has a tcal price (2,161) > ttable (1,978) and sig. 0.033 < 0.05 then 

the rejection of H0 and the acceptance of Hα. The fairness variable has been proven to 

have a good effect on the effectiveness of leading Gen Z workers. This means that the 

fairer the leader is in decision-making, responsibility sharing, and treatment of 

employees, the more effective his leadership will be in leading Gen Z. Gen Z is known to 
value equality and integrity, and tends to give a positive response to fair leadership. This 

emphasizes that fairness is an important factor in realizing a work ecosystem that 

supports productivity and harmonious bonds between leaders and subordinates. 

Fairness is basically the act of responding to other individuals according to their rights 

and obligations. A just leader is expected to treat his followers on an equal footing with 

(Sumadiyah & Damanhuri, 2024). The output of this study is coherent with the study of 
Irpan et al. (2022) at PT. X in East Kutai Regency who revealed that fairness in leadership 

has a real impact on employee performance so that it is considered to function well. The 

statement supports the study of Graeber M & Alkalah (2022) which explains that fairness 

affects the effectiveness of employee leading. Hypothesis 6 is accepted. 

Responsibility (X7) has a tcal value of (0.853) < ttable (1.978) and sig. 0.395 > 
0.05 then H0 is accepted and Hα is rejected. The responsibility variable proved to have a 

positive and significant effect regarding the effectiveness of leading Gen Z employees was 

nil. This proves the value of responsibility is not a major factor in leadership 

effectiveness. Generation Z values leadership that focuses on innovation and other 

factors such as a collaborative approach or clarity of vision. Meanwhile, responsibility is 

only considered a general prerequisite of a leader without a significant impact on 
leadership effectiveness. Although responsibility is often associated with leadership 

actions such as decision-making and in the search for solutions. According to Nurhayuni 

et al. (2023), it is stated that responsibility does not have much effect on the effectiveness 

of leading employees. As a result, this is not in sync with the findings by (Aulia et al., 

2024; Muktamar et al., 2024; Muktamar & Yassir, 2024) which states that responsibility 
affects the effectiveness of leading employees. Hypothesis 7 is rejected. 

4. CONCLUSION 

This research was carried out in order to confirm the hypothesis that has been presented 

regarding the effects of humanistic leadership principles on the effectiveness of leading 

generation Z employees in Karanganyar Regency. The conclusion of this study stated: 

The welfare principle (X1) does not affect the effectiveness in leading generation Z. H1 is 
rejected. The principle of self-awareness (X2) affects effectiveness in leading generation Z. 

H2 is Accepted. The principle of wisdom (X3) does not affect effectiveness in leading 

generation Z. H3 is rejected. The principle of self-actualization (X4) affects effectiveness in 

leading the Z generation. H4 is accepted. The principle of empathy (X5) does not affect 

effectiveness in leading generation Z. H5 is rejected. The principle of fairness (X6) affects 
effectiveness in leading generation Z. H6 is accepted. The principle of responsibility (X7) 

does not affect the effectiveness of leading generation Z. H7 is rejected. 

This research contributes to the development of humanistic leadership theories in 

Generation Z, helps organizations formulate more effective leadership strategies, and 

encourages the creation of an inclusive and empowered work environment to support 

individual well-being and economic growth. This research also has limitations in the 
geographical scope that only covers the Karanganyar area, so it is recommended that 

further research be carried out in a wider area and consider different analyses and 
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approaches such as qualitative or mixed to gain a deeper understanding of the dynamics 

of humanistic leadership towards Generation Z. 
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