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Individuals born between 1997-2012, known as
Generation Z, are now beginning to enter the professional
realm and assume leadership roles in various institutions.
As a generation that grew up in the digital technology era,
they bring a new leadership approach with emphasis on
teamwork, openness, and adaptability. This research
examines the collaboration-based leadership model
developed by Generation Z, its key characteristics, and its
impact on contemporary work environments. Through
literature review and analysis of current leadership
developments, this research demonstrates that Generation
Z's collaborative leadership approach provides innovative
solutions to organizational challenges in the digital age.
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1. INTRODUCTION

The contemporary business landscape faces unprecedented transformation as
Generation Z emerges as a dominant force in the global workforce. Born between 1997 and
2012, this cohort represents approximately 32% of the global population and is projected to
constitute 27% of the workforce by 2025 (Deloitte, 2023). Unlike their predecessors,
Generation Z brings fundamentally different perspectives on leadership, workplace
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dynamics, and organizational structure, challenging traditional management paradigms that
have dominated business environments for decades.

The emergence of Generation Z in leadership positions coincides with rapid
technological advancement, changing consumer behaviors, and evolving workplace
expectations. These digital natives have grown up in an era of constant connectivity, social
media interaction, and instant access to information, shaping their worldview and leadership
philosophy in profound ways (Seemiller & Grace, 2019). Their approach to leadership
emphasizes horizontal collaboration over vertical hierarchy, transparency over information
hoarding, and adaptability over rigid structure.

This generational shift represents more than mere demographic change; it signifies a
fundamental reimagining of how organizations can be structured, managed, and led to
maximize human potential and organizational effectiveness. Traditional command-and-
control leadership models, characterized by centralized decision-making and hierarchical
communication, are increasingly challenged by Generation Z's preference for distributed
leadership, participatory decision-making, and inclusive organizational cultures (Uhl-Bien
& Arena, 2018).

The collaborative leadership paradigm championed by Generation Z addresses
several critical challenges facing modern organizations. First, the increasing complexity of
business environments requires diverse perspectives and collective intelligence to navigate
effectively. Second, the need for innovation and rapid adaptation demands organizational
agility that traditional hierarchical structures often inhibit. Third, the changing workforce
demographics, with multiple generations working together, necessitates inclusive leadership
approaches that can bridge generational gaps and leverage diverse experiences (Chillakuri
& Mahanandia, 2018).

Furthermore, the COVID-19 pandemic has accelerated the adoption of remote and
hybrid work models, making collaborative leadership skills increasingly crucial for
organizational success. Generation Z leaders have demonstrated particular aptitude in
navigating these digital-first work environments, leveraging technology to maintain team
cohesion, facilitate communication, and drive performance across distributed teams
(Harvard Business Review, 2024).

This research aims to provide a comprehensive analysis of Generation Z
collaborative leadership, examining its distinctive characteristics, implementation strategies,
challenges, and impact on organizational performance. By synthesizing existing literature
and contemporary research findings, this study contributes to the growing body of
knowledge on generational leadership differences and their implications for future
organizational development.

2. METHOD

This study employs a qualitative research design using a literature review approach.
The literature review method was chosen to provide a comprehensive understanding of
Generation Z collaborative leadership by analyzing existing scholarly works, research
findings, and theoretical frameworks. This approach allows for the systematic examination
of current knowledge and identification of patterns, trends, and gaps in the literature
regarding Generation Z leadership characteristics and their impact on modern organizations.
The research adopts a descriptive-analytical approach, which involves describing the
phenomenon of Generation Z collaborative leadership and analyzing its various dimensions
including characteristics, implementation strategies, challenges, and organizational impacts.
This method enables the synthesis of diverse perspectives and findings from multiple sources
to develop a holistic understanding of the topic.
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3. RESULTS AND DISCUSSION

3.1. Characteristics of Generation Z Collaborative Leadership

Generation Z creates collaboration-based leadership models with several distinctive
characteristics that stand out. The first is the emphasis on openness and transparency in
communication. Unlike previous generations who tend to maintain information
hierarchically, Generation Z prioritizes open information sharing to all team members
(Schroth, 2019).

This transparency not only covers information dissemination but also openness
regarding decision-making processes, obstacles faced by the organization, and even failures
experienced. Generation Z leaders believe that this transparency builds stronger trust and
engagement among team members.

To understand the differences in leadership characteristics between generations, please see
Table 3.1 below:
Tabel 3.1 Comparison of Leadership Characteristics Between Generations

Leadership . Generation Y .
e Generation X (Millennials) Generation Z
Communication Formal, Informal. digital Transparent,
Style hierarchical > 418 multi-platform
.. . . Participative,
Decision Making Top-down Consultative :
collaborative
Organizational Traditional Simple matrix Flat, team
Structure hierarchical p network
Technology AIDS Integral to work WEES AR BLET, LA
ready
Diversity Tolerance Inclusive Equity-focused
Approach quity

Source: Adapted from Schroth (2019) and Seemiller & Grace (2019)

Based on Table 3.1, it can be seen that Generation Z has a significantly different
approach compared to previous generations. The second prominent characteristic is an
inclusive attitude. Generation Z has high sensitivity to diversity and strives to ensure that
every opinion in the team is heard and respected. They tend to build work environments that
accept various perspectives and diverse backgrounds (Chillakuri & Mahanandia, 2018).

The third characteristic is flexibility and adaptability. Generation Z leaders tend not
to be bound by rigid structures and processes. They prefer to adopt agile approaches that can
adapt to rapid changes in the business environment (Deloitte, 2020).

Technology utilization becomes the fourth characteristic that distinguishes
Generation Z leadership. They naturally integrate digital technology into their leadership
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processes, from team communication, project management, to data-driven decision making
(Seemiller & Grace, 2019).

3.2. Implementation of Collaborative Leadership in Organizations

The implementation of Generation Z collaborative leadership in organizations
involves several key strategies. Cross-functional team formation becomes one of the
frequently used approaches. Generation Z leaders tend to from teams consisting of
individuals with diverse expertise to complete projects or achieve specific goals.

This cross-functional team formation not only enables the utilization of various skills
but also creates learning opportunities for all team members. Generation Z leaders often use
matrix organization approaches or project-based team structures that allow flexibility in
resource allocation.

Various strategies for implementing collaborative leadership can be seen Table 3.2:

Table 3.2 Collaborative Leadership Implementation Strategy

o Level of
Strategy Description Tools/Platform Effectiveness
Cross- Formation of a team Asana. Trello
Functional with diverse ’ ’ Tinggi (85%)
X Monday.com
Team expertise
Virtual . .
Digital Platform  Communication and SIS le:rosoft Vel;y High
s Teams, Discord (92%)
Collaboration
Pa“?c.lp atory 1nv01v1ng. the team Miro, Mentimeter, Moderate
Decision In strategic Zoom (78%)
Making decisions °
Real-time Continuous 15Five, Lattice, . o
Feedback feedback system Culture Amp g (%)
Collaborative Sharing knowledge Notion,
. g g Confluence, Medium (75%)
Learning between teams .
SharePoint

Source: Primary data from collaborative leadership implementation survey (2024)

The data in Table 3.2, shows that digital platforms have the highest effectiveness rate
(92%) in implementing collaborative leadership. The utilization of digital platforms for
collaboration also becomes a characteristic feature of Generation Z leadership
implementation. They leverage various digital tools such as Slack, Microsoft Teams, or
project management platforms to facilitate team communication and coordination
(Westerman et al., 2018).
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Participatory decision-making processes become another important element.
Generation Z leaders tend to involve teams in decision-making processes, even for strategic
decisions. This is done through open discussions, brainstorming sessions, and digital voting.

3.3. Challenges in Generation Z Collaborative Leadership

Despite having many advantages, Generation Z collaborative leadership also faces
various challenges. Inter-generational challenges become a major issue when Generation Z
must lead teams consisting of various generations with different expectations and work
styles (Uhl-Bien & Arena, 2018).
As can be seen in Table 3.3, Generation Z collaborative leadership also faces various
challenges:

Table 3 .3 Analysis of Collaborative Leadership Challenges

Types of Difficulty

Potential Solutions
Level

Description

Challenges

Differences in

Interg.eneratlonal expectations and Tall Brl.d.ge generathn
Conflict training, mentoring
work styles
Decision T:rltlii_iczrtlgummg Currentl Decision framework,
Complexity p patoty y Al assistance
process
. leﬁcu} t}.] Clear role definition,
Accountability determining Tall .
oy ere tracking system
responsibility
. o h
Resistance to Rejection of the € ange management,
Currently effective
Change new model .
communication
Information Too much input in Information filtering,
- Currently o
Overload decisions clear priorities

Source: Analysis based on Uhl-Bien & Arena (2018) and Pearce & Conger (2017)

Inter-generational challenges include various aspects, from different communication
styles to unequal expectations regarding work-life balance. Senior generations may feel
uncomfortable with high levels of transparency or overly participatory decision-making
processes.

Complexity in decision-making also becomes a challenge. Although participatory
processes can increase team support, they can also slow down decision-making processes,
especially in situations requiring quick responses.
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This complexity increases when involving many stakeholders with different
interests. The process of reaching consensus can become time and resource-consuming.
Additionally, paralysis in decision-making can occur when too many options are considered
or when there are conflicting opinions that are difficult to reconcile.

The need for accountability becomes the third challenge. In collaborative leadership
models, it is sometimes difficult to determine who is responsible for certain outcomes, which
can create accountability issues (Pearce & Conger, 2017).

3.4. Impact of Collaborative Leadership on Organizational Performance

Research shows that Generation Z collaborative leadership has positive impacts on
various aspects of organizational performance. Increased employee engagement becomes
one of the most visible impacts. When employees feel involved in decision-making
processes and feel their opinions are heard, their engagement levels tend to increase
(Deloitte, 2020).

This increased engagement is not only reflected in engagement survey scores but also
in concrete behaviors such as reduced turnover rates, increased voluntary effort, and higher
levels of organizational commitment.

Innovation and creativity also experience increases in organizations implementing
collaborative leadership. Open and inclusive environments encourage the emergence of new
ideas and creative solutions to various business challenges (Schroth, 2019).

Organizational flexibility increases due to flatter structures and more agile processes.
Organizations become more responsive to market changes and can quickly adapt to new
challenges.

4. CONCLUSION

The collaborative leadership developed by Generation Z offers a new paradigm for
leading organizations in the digital age. This model prioritizes transparency, inclusivity,
flexibility, and the use of technology to create a more engaging and productive work
environment.
To analyze the impact comprehensively, comparative data on organizational performance
before and after the implementation of collaborative leadership is presented in Table 3.4:

Table 3.4 Impact of Collaborative Leadership on Organizational Performance

Performance Before After Increase
Indicators Implementation Implementation (%)
Employee 0 0 0
Engagement 65% 82% +26%
Innovation Level 45% 71% +58%
Team Productivity 72% 89% +24%
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Table 3.4 Impact of Collaborative Leadership on Organizational Performance

Performance Before After Increase
Indicators Implementation Implementation (%)
Job satisfaction 68% 85% +25%
Turnover Rate 18% 12% -33%

Source: Comparative study of organizations with collaborative leadership (Deloitte, 2020)

The data in Table 3.4 shows significant improvements in all performance indicators.
The most dramatic increase occurred in the innovation level (58%), indicating that the
collaborative approach is effective in fostering team creativity. This paradigm represents a
fundamental shift from the traditional leadership approach that has been dominant for
decades. This shift is not simply about changing leadership styles, but about reimagining
how organizations can be structured and operated to maximize human potential and
organizational effectiveness.
Despite facing various challenges, Generation Z's collaborative leadership has been shown
to improve organizational performance by increasing employee engagement, innovation,
and organizational flexibility. Successful implementation requires support from all levels
of the organization and investment in technology and capability development.
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