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ABSTRACT
This study was conducted to examine the effect of benevolent leadership (ethics sensitivity, spirituality, positive
engagement, and community responses) to organizational citizenship behavior (OCB), either directly, or
through mediation Ethics Climate. The study was based on a survey of 200 respondents. Respondents were used
in this study came from Department of Education and Culture in Kendari. The research data used cross sections
data so it is possible perception of respondents is different because of the time and place, so it is advisable to
research will be able to use time series. Statistical Package for the Social Sciences used to test the hypothesis.
The results showed that ethics sensitivity has significant positive effect on OCB. Ethics Climate mediates the
relationship between ethics sensitivity and OCB. Spirituality has no effect on OCB. Ethics Climate does not
mediate the relationship between spirituality and OCB. Positive engagement does not affect the OCB. Ethics
Climate does not mediate the relationship between positive Positive engagement and OCB. Community response
had no effect on OCB. But Ethics Climate response mediates the relationship between community and OCB.
Ethics Climate has significant and positive effect on OCB.
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I. INTRODUCTION

The government organization formed to provide the public with the best. Efforts of service is
determined by the ability of personnel resources who work in them are leadership skills, professionalism,
insight, experience, and work behavior (Harsono, 2010). In organizations, the problem is always interesting and
never-ending discussion is the ability of leadership (Bass and Riggio, 2006). Leadership skills of a leader is a
key factor to the success of an organization (Luthans, 2011). Strategic and leadership skills are very important
for the achievement of the mission, vision and goals of an organization (Robbins, 2003). The leader is the main
actor black and white defines the organization and members of his subordinate (Nawawi, 2006). The leader's
role is very large in motivating members of the organization as well as enlarges the energy in the act to achieve
group goals (Armstrong, 2010). A wise leader is deemed able to oversee organizational sustainability and the
creation of better welfare (Karakas and Sarigollu, 2012). A leader is not to be served but how to serve, guide,
and create a sense of well-being and justice (Rianse, 2012).

In concept, benevolent leadership is the integration of the four fields of study research organizations:
ethics, spirituality, vitality, and community response. Aspects of morality focus on morals and values and ethics
leaders (Robbins, 2003), the spiritual aspects focus on mysticism and religious values leader (Fry, 2005), the
aspect of vitality focus on how leaders inspire and create positive change in the organization (Scheimann 2010),
aspects of community responses focus on service and contributions leader on social and community issues
(Caracas and Sarigollu, 2012). Benevolent leadership philosophy based on the belief that human nature has the
potential for good that tend to sharing, loving, well behaved and charity. The purpose of integrating morality,
spirituality, vitality, and community responses into one concept in order to create the common good of the
organization, overcoming challenges and crisis-paced competitive world, as well as adapt and react quickly in
the face of change (Gosh, 2015).

Scientifically, according to Karakas and Sarigollu (2012) and Ghosh (2015) elements benevolent
leadership consists of ethics sensitivity, spirituality, positive engagement, and community responses. Research
Karakas and Sarigollu (2012) at 175 business organizations and nonprofit managers in Canada, concluded that
the variable ethics sensitivity, spirituality, positive engagement, and community response has significant and
positive effect on organizational performance, effectiveness of commitment, and organizational citizenship
behavior (OCB). Similarly, research Ghosh (2015) conducted on 200 leaders in eight nonprofit organizations in
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India, concluded that the variable ethics sensitivity, spirituality, positive engagement, and community response
has significant positive effect to OCB, either directly, or through the mediation of Ethics Climate. In this study
the ethics sensitivity, spirituality, positive engagement, and community response is treated as a variable follow
justification of previous researchers.

The role of a leader in an organization can affect climate or culture of ethics organization (Bass, 1985;
Schwepker, Ferrell and Ingram, 1997). The success of leadership will drive the climate and ethical organization
towards better (Schein, 1983). Climate is an indicator of whether the beliefs and expectations will be fulfilled
(Bowditch and Buono, 1990). Ethics refers to the basic rules and moral values that govern the behavior of a
person or group to what is right or wrong (Daft, 2010; Luthans, 2011; Robbins and Coulter, 2012). Ethics
Climate in the organization is a shared perception of what true ethical behavior is and how ethical issues should
be handled (Victor & Cullen, 1987; Luthans 2011; Schwepker, 2001). Several empirical studies prove that
Ethics Climate has significant influence the development of the organization, including the development of
OCB, either directly or through mediation (Huang, 2012; Zehir et. Al., 2014; Shin et.al, 2015).

The issue of leadership and the behavior of employees in the above becomes urgent to be studied,
particularly benevolent leadership that has to do with the behavior of OCB. Leadership is key in the
management and strategic play an important role in the survival of an organization (Luthans, 2011; Bass, 1985).
The leader is the originator of interest, plan, organize, mobilize and control all available resources so that
organizational goals can be achieved effectively and efficiently (Certo and Certo, 2012), therefore the leader of
an organization is required to always be able to create satisfactory conditions of employees in work that earned
by the employees who are not only able to work but are also willing to work toward the achievement of
organizational goals (Robbins-Judge, 2013). The success or failure of most organizations is determined by the
quality of leadership that is inherent in the people who occupy a position of leadership in the organization
(Siagian, 1995). Leadership qualities can improve the effectiveness and performance of organizations (Organ et.
Al, 2006).

Theoretical arguments and empirical above becomes the starting point of the development of research
forms with the aim to examine the relationship model benevolent leadership; ethics sensitivity, spirituality,
positive engagement, and community response to OCB, either directly, or through the mediation of the Ethics
Climate and confidence in Department of Education and Culture in Kendari.

Il. LITERATURE REVIEW

Benevolent leadership

According to the dictionary definition benevolent leadership has similarities with wise leadership
(Echols and Shadily, 2010). Benevolent leadership pleased with authenticity, dignity and the common good
(Karakas & Sarigollu, 2012). Scholars in China align the concept of benevolent with the teachings of Confucius,
which the leaders must be able to demonstrate the behavior of caring for the welfare of subordinates (Niu et al.,
2009; Wang & Cheng, 2010). Benevolent leadership is an expression of benevolence, the will and good
intentions, and the actions taken by the leader for the greater good (Ghosh, 2015). Benevolent leadership not to
be served but rather how to serve, guide, and create a sense of well-being and justice (Rianse, 2012).

Benevolent leadership philosophy based on a belief in which a natural human instinct contain the
potential for good that tends to love one another, do good, and charity (Ghosh, 2015). Furthermore Karakas and
Sarigollu (2012) stated that the benevolent leadership is the idea of a model of leadership for the common good
premises integrating four broad areas of research organizations, namely morality, spirituality, vitality, and
community response. Each field has its own focus, scope and benefits of its application in the organization.
Effective Benevolent leadership to overcome the crisis of leadership, overcoming the turbulence organizations
and businesses, facing the fast-paced changes (Ghosh, 2015). The scope of the benevolent leadership as well as
the benefits of its application in the organization is as follows:

a. The sensitivity of the ethical use of the paradigm of morality that comes from business ethics, values and
ethical leadership, ethical decision-making as well as literature (focus on the ethics and values of the
leader);

b. Spirituality using spiritual paradigm that comes from spirituality in the workplace and spiritual leadership
literature (focus on mysticism and the spiritual leader of action);

c. Positive engagement is constituted by positive science and strength-based approach (focus on how leaders
create positive change in the organization and the world);

d. Community response based on corporate social responsibility and corporate citizenship literature (focus on
service and contributions leader on social and community issues).
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Ethics Climate

Ethics refers to the basic rules and moral values that govern the behavior of a person or group to what
is right or wrong (Daft, 2010). Ethics involves moral issues and choices in the face of behavior are right and
wrong (Luthans, 2011). Ethics are the principles, values, and beliefs that determine the behavior and decisions
of right and wrong (Robbins and Coulter, 2012). While the climate is an indicator of whether the beliefs and
expectations will be fulfilled (Bowditch and Buono, 1990).

Ethics Climate in the organization is a shared perception of what true ethical behavior is and how
ethical issues should be handled (Victor & Cullen, 1987). Factors forming the ethical behavior of the
organization come from the code of ethics, role models, regulatory practices, as well as the system of reward
and punishment (Luthans, 2011). Furthermore, Victor and Cullen (2008) states there are five dimensions to
measure the organizational Ethics Climate that is; caring, law and legislation, rules, instrumental, independence.
a. Concern; ethical standards based on the virtues of caring for others;

b. Law and legislation; decision should be based on ethical standards, laws and professional codes of conduct
c. rules; a standard ethical principles such as the code of ethics

d. Instrumental; a decision made for the interests of the organization or for personal gain

e. self-reliance; individual action on their own moral convictions based on principles that are considered good.

Organizational Citizenship Behavior (OCB)

Organizational citizenship behavior (OCB) is the individual contribution that exceeds the demands of
the role in the workplace (Podsakoff et al, 2000). Individuals not only complete the main task (in-role), but also
willing and able to complete tasks outside its core functions (extra-role) (Pearce, 1991). Extra-role effort as a
form of employee loyalty to achievement the maximum organization (Katz, 1964). Also describe the added
value of employees as a form of prosocial behaviors that are positive, constructive and meaningful help (Brief
and Motowildo, 1992). Including behaviors like helping others, volunteering for extra duties, adherence to the
rules and procedures in the workplace (Organ 1988). Furthermore, Organ et. al, (2006) defines OCB as a free
individual behavior, not directly or explicitly associated with the reward system and can increase the effective
functioning of the organization. OCB does not require that the requirements of the role or job description, which
clearly required under the contract with the organization, but as a personal choice. The point is voluntary
behavior rather than coercion as a form of satisfaction based on performance (Borman and Motowildo, 1993;
Organ et. al., 2006).

Benevolent Leadership and Organization Citizenship Behavior

First study that tested the benevolent leadership and organization citizenship behavior is Karakas and
Sarigollu (2012) entitled "Benevolent Leadership: conceptualization And Construct Development”. In this study
the concept of benevolent leadership built using arguments DeVellis (1991), Walumbwa et al. (2008),
Schriesheim et al. (1993), and Suddaby (2010). Elements forming the benevolent leadership exploratory then
factor analysis and confirmatory factor analysis on 175 business organizations and nonprofit managers in
Canada. From the analysis found elements forming the benevolent leadership, namely, ethical sensitivity,
spiritual depth, positive engagement, and community responsiveness. Further elements forming the Benevolent
Leadership used variable to be associated with an organization's performance, effectiveness commitments, and
OCB by using structural equation modeling. The results showed that the benevolent leadership (sensitivity of
ethics, spirituality, positive engagement, community response) significantly to the positive performance of the
organization, the effectiveness of the commitment, and organization citizenship behavior.
Climate Benevolent Leadership and Ethics

Research is seen to contribute to the leadership of benevolent and Ethics Climate is Shin et al. (2015),
about the ethics of the leadership of top management and company performance through the Ethics Climate
with the title of "Top Management Ethical Leadership and Firm Performance: mediating Role of Ethical and
Procedural Justice Climate ". Variable ethical leadership is measured using the Likert Scale developed by
Brown et al. (2005), the Ethics Climate using a scale developed by Trevino et al. (1998) and Victor and Cullen
(1988), procedural Climate Justice using a scale developed Ehrhart (2004) and Walumbwa et al. (2010), firm-
level organization citizenship behavior using a scale developed Ehrhart (2004); Mayer et al. (2009); Walumbwa
et al. (2010); Financial Performance using a scale developed by Chun et al. (2013). This study uses 4468
employees working in 147 companies in Korea. The analytical method used is structural equation modeling. The
results showed that ethical leadership of top management has significant positive in organizational results, top
management leadership ethics has positively realsionship with Ethics Climate, ethical leadership of top
management in enterprise-level organization citizenship behavior and financial performance significantly
mediated by Ethics Climate and climate procedural fairness.
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111. CONCEPTUAL FRAMEWORK

BENEVOLENT
LEADERSHIP

Communitys’
response

Positive
engagement

Research hypothesis

Based on evidence from previous studies between variables as well as the conceptual framework proposed, the
hypothesis is formulated as follows:

H1 (a): Ethics Sensitivity has positive effect on OCB;

H1 (b): Ethics Climate mediating influence between the ethical sensitivity of the OCB;
H2 (a): Spirituality has positive effect on OCB;

H2 (b): Ethics Climate mediates the influence of spirituality on OCB,;

H3 (a): Positive engagement has positive affects on OCB;

H3 (b): Ethics Climate mediating influence between positive engagement on OCB;

H4 (a): Communitys’ response has positive effect on OCB,;

H4 (b): Ethics Climate mediating influence between the community's response on OCB;
H5: Ethics Climate has positive effect on OCB;

IV. METHODOLOGY
Population is a complete collection of all elements of similar but can be distinguished due to its
characteristics (Supranto, 2010). Elements of the population are every member of the population was observed
(Ferdinand, 2006). The population is all principals at various levels in Department of Education and Culture in
Kendari totaling 200 employees. Collecting data in this study done by the census, not by means of sampling.
Sensus is a data collection method in which all elements of the population studied one by one (Supranto, 2010).
The method of data analysis used is Path Analysis.
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V. RESULT AND DISCUSSION
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Hypothesis 1 (a): The Effect of ethics sensitivity on OCB

Testing the hypothesis with the analytical approach track to generate the path coefficient direct
influence ethics sensitivity on OCB to the value of 0.115 with p-value = 0.000. Because p-value <0.05, then the
hypothesis that the ethics sensitivity has significant and positive effect on OCB acceptable. The coefficient of
0,115 lines with significant of 0.00 indicates a direct influence ethical sensitivity has significant positive towards
OCB and unidirectional, meaning that the higher the ethics sensitivity, the higher ethics OCB. So it can be said
that the direct effect of ethical sensitivity has significant positive and direction on OCB Department of
Education and Culture in Kendari .

Hypothesis 1 (b): Thw Effect of Ethics Climate mediation between ethics sensitivity on OCB

Hypothesis testing is done through the mediation causal procedure steps and Sobel test. Procedure
causal steps performed by estimating three regression equations, first, regression direct influence of independent
variables / ethics sensitivity (X1a) to variable mediation / Ethics Climate (Y1), second, dependent variable (Y2)
to independent variable / ethics sensitivity (X1a) third, the dependent variable / OCB (Y2) on two independent
variables / ethics sensitivity (X1a) and mediation / Ethics Climate (Y1). If the independent variable / ethics
sensitivity (X1a) on the dependent / OCB (Y2) was lower in the third equation compared to the second
equation, then there has been a mediation (Baron and Kenny, 1986).

Sobel test is done by testing the strength of the indirect influence of independent variables / ethics
sensitivity (X1a) to the dependent variable / OCB (Y2) through the mediation of Ethics Climate variables (Y1).
The indirect effect (X1a) to (Y2) through (Y1) is calculated by multiplying the track (X1a) — (Y1) (a) with
lines (Y1) — Y (Y2) or ab. So coefficients ab = (c - ¢ '), where c is the influence (X1a) to (Y2) without control
(Y1), whereas c¢' is the coefficient of influence (X1a) to (Y2) after control (Y1). Further test results Sobel
included to the value of the coefficient ab t significant test indirect effect.

The result of the calculation of causal steps third equation regression dependent variable / OCB (Y2)
on two independent variables / ethics sensitivity (X1a) and mediation / Ethics Climate (Y1) of (0.053) is lower
than the second equation the dependent variable / OCB (Y2) against independent variable / ethics sensitivity
(X1a) of (0.115), it was concluded there has been a mediation ethics sensitivity on OCB through Ethics Climate
(causal test steps attached). Sobel test values obtained z (6.289) > t table value (1.972), meaning that there is no
direct influence between ethics sensitivity (X1a) of the OCB (Y2) through Ethics Climate (Y1). Taking into
account the results of the calculation of causal steps and the Sobel test, the research hypothesis which states the
Ethics Climate mediates the relationship between the sensitivity of conduct with OCB acceptable. That is a
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strong Ethics Climate mediates the relationship between ethics sensitivity on OCB in Department of Education
and Culture in Kendari.

Hypothesis 2 (a): The influence of spirituality on OCB

Testing the hypothesis with the approach path analysis coefficient spiritualism track direct influence on
OCB with a value of 0.036 with a p-value = 0.415 suggests the hypothesis that states spirituality has positive
effect on OCB rejected. Path coefficient value of 0.036 with 0.415 significant figures show the direct influence
on OCB spiritualism is not significant, which means that changes in value occurred in spiritualism that does not
affect the value of OCB. So it can be said that the direct effect ethics sensitivity on OCB in Department of
Education and Culture in Kendari insignificant.

Hypothesis 2 (b): Effect of Ethics Climate mediation between spirituality on OCB

Sobel test is done by testing the strength of the indirect influence of independent variables / spirituality
(X2a) to the dependent variable / OCB (Y2) through the mediation of Ethics Climate variables (Y1). The
indirect effect (X1a) to (Y2) through (Y1) is calculated by multiplying the track (X2a) — (Y1) (a) with lines
(Y1) — Y (Y2) or ab. So coefficients ab = (c - ¢ '), where c is the influence (X2a) to (Y2) without control (Y1),
whereas c' is the coefficient of influence (X2a) to (Y2) after control (Y1). Further test Sobel results included to
the value of the coefficient ab t significant test indirect effect. Statistically, test Sobel have more power than the
more formal methods (Preacher and Hayes, 2004).

Sobel test results obtained by the z score (0.896) > t table (1.972), meaning that there is no indirect
effect of spirituality on OCB through Ethics Climate. Taking into account the results of the test Sobel, the
research hypothesis which states the Ethics Climate mediates the relationship between the sensitivity of conduct
with OCB unacceptable. That is a strong Ethics Climate does not mediate the relationship between spirituality
on OCB in Department of Education and Culture in Kendari.

Hypothesis 3 (a): The Effect of positive engagement on OCB

Testing the hypothesis with the analytical approach track to generate the path coefficient direct
influence positive engagement on OCB with a value of 0.036 with a p-value = 0.464 shows the hypothesis
stating that positive engagement has affects OCB rejected. Path coefficient value of 0.036 with 0.464
significant figures show the direct influence of the OCB positive engagement is not significant, meaning that the
value changes that occur in positive engagement does not affect the value of OCB. So it can be said that the
direct effect positive engagement on OCB in Department of Education and Culture in Kendari has not
significant.

Hypothesis 3 (b): Effect of Ethics Climate mediation between positive engagement on OCB

Sobel test is done by testing the strength of the indirect influence of independent variables positive
engagement (X3b) to the dependent variable / OCB (Y2) through the mediation of Ethics Climate variables
(Y1). The indirect effect (X3b) to (Y2) through (Y1) is calculated by multiplying the track (X3b) — (Y1) (a)
with lines (Y1) — Y (Y2) or ab. So coefficients ab = (c - ¢ '), where ¢ is the influence (X3b) to (Y2) without
control (Y1), whereas c' is the coefficient of influence (X2a) to (Y2) after control (Y1). Furthermore Sobel test
results included in the calculations to obtain the value of the coefficient ab t significant test indirect effect.
Statistically, test Sobel have more power than the more formal methods

Sobel test results obtained by the z score (-1.385) > t table (-1.972), meaning that there is no direct
effect between positive engagement on OCB through Ethics Climate (Y1). Taking into account the results of
the Sobel test, the research hypothesis which states the Ethics Climate mediates the relationship between
positive engagement with the OCB is not accepted. That is a strong Ethics Climate does not mediate the
relationship between positive engagement on OCB in Department of Education and Culture in Kendari.

Hypothesis 4 (a): The Effect of community response to OCB

Testing the hypothesis with the analytical approach track to generate the path coefficient direct influence
community response to OCB the value of -0.020 with p-value = 0.722 shows the hypothesis community
Response has positive effect on OCB rejected. The coefficient of -0.020 paths with significant of = 0.722 figure
shows the direct influence of the community response to OCB is not significant, meaning that the value changes
that occur in community response does not affect the value of OCB. So it can be said that the direct effect on the
community response to OCB not significant.

Hypothesis 4 (b): Effect of Ethics Climate mediation between community response on OCB
Sobel test is done by testing the strength of the indirect influence of independent variable / community
response (X4b) to the dependent variable / OCB ('Y2) through the mediation of Ethics Climate variables (Y1).
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The indirect effect (X4b) to (Y2) through (Y1) is calculated by multiplying the track (X3b) — (Y1) (a) with
lines (Y1) — Y (Y2) or ab. So coefficients ab = (c - ¢ '), where c is the influence (X4b) to (Y2) without control
(Y1), whereas c' is the coefficient of influence (X4b) to (Y2) after control (Y1). Furthermore Sobel test results
included in the calculations to obtain the value of the coefficient ab t significant test indirect effect.

Sobel test results obtained by the z score (5,580) > nilai t table (1.972), meaning that there is an indirect
effect of the community response to OCB through Ethics Climate. Taking into account the results of the test
Sobel, the research hypothesis which states Ethics Climate mediates the relationship between the community
response to OCB acceptable. That is a strong Ethics Climate mediates the relationship between a community's
response to the OCB in Department of Education and Culture in Kendari.

Hypothesis 5: The Effect of Ethics Climate on OCB

Testing the hypothesis with the analytical approach track to generate the path coefficient direct
influence Ethics Climate on OCB with a value of 0.426 with a p-value = 0.000. Because p-value <0.05, then the
hypothesis that Ethics Climate has significant positive effect on OCB acceptable. The coefficient of 0,462 lines
with significant numbers of 0.00 indicates a direct influence on OCB positive Ethics Climate significantly and
unidirectional, meaning that the higher of Ethics Climate the higher of OCB. So it can be said that the direct
effect of Ethics Climate has positive and significant on OCB in Department of Education and Culture in
Kendari.

V1. CONSLUSSION

Ethics sensitivity has significant and positive effect on OCB. Ethics Climate mediates the relationship
between ethics sensitivity and OCB. Spirituality has no effect on OCB. Ethics Climate does not mediate the
relationship between spirituality and OCB. Positive engagement does not affect the OCB. Ethics Climate does
not mediate the relationship between Positive engagement and OCB. Community response had no effect on
OCB. But Ethics Climate mediates the relationship between community response and OCB. Ethics Climate has
significant and positive effect on OCB.
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