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ABSTRACT
Nowadays, in the era of VUCA, one of the characters that need to own by the employees is being
resilience. With resilience, people will be able to face uncertainty, complexity, ambiguity, and challenges. As
a result, there is a need to identify which variables may develop resilience in people. Meanwhile, in the era of
uncertainty, insurance companies face significant challenges and competition, as they are facing a very tight
competition both from national (local) and international companies. Consequently, this condition has an
impact on the employees, there is a high need for being resilient, as people with high resilience needed in
insurance companies. On the other hand, the influence of a leader and its leadership style have an impact on
people attitude and behavior were tested and proven. A good leader is expected to drive, motivate, and inspire
people to do their best, including supporting them during their tough times. Not only the psychological
climate, but sound characteristics of worker are also crucial in developing resiliency. The aimed of the study
is to test the model on how the charismatic leadership influence on people resilience through psychological
climate and organizational citizenship behavior as mediators. This research conducted at 2 (two) insurance
companies. Respondents were 354 employees. Results showed that there is no direct impact of charismatic
leadership on resilience, but it has to go through psychological climate or organizational citizenship behavior.
Keywords: charismatic leadership, psychological climate, organizational citizenship behavior, resilience
climate of the organization and the characteristics of
people [7], [8], [9].

1. INTRODUCTION
In the era of VUCA (Volatility, Uncertainty, Complexity,
Ambiguity) organization has to be agile and adapt changes
in the environment very fast. Given today disruptive and
adverse work environment, scholars and practitioners have
increased their interest in workplace resilience [1]. With
this fast and complex changes, this will affect the
organization, such as whole organization transformation,
merger, acquisition, and all kind of organizational
intervention programs. As a result, the need of resilience is
critical both for employees and leaders [2], as resilient
people are prepared to face organizational change better
with more ease [3], [4], [5]. Employee resilience is
essential as it is also related to their level of job
satisfaction, commitment, and happiness [2], [6].
Meanwhile, Insurance companies in Indonesia are also
facing a very high competition both from local insurance
companies as well as from international companies that
operate in Indonesia. Consequently, the need to have
resilient workers are needed. Studies about resilience in
the workplace at present are flourishing. As a result, a
better understanding of the antecedents that will develop
the attitude of resilient in a workplace context is critical. In
this regard, previous researches showed that many
variables would increase resilience, such as leader; the

2. LITERATURE REVIEW

2.1. Resilience
Resilience is defined as protective factors which modify,
or alter a person response to environmental threats that
inclines to a maladaptive result [10]. Resilience defines as
the ability of the individual to stand up from the condition
of hopelessness when facing a problem or inconvenient
situation [11] and able to make a decision under pressures
and change failures to success [12].
Based on that, resilient people are prepared to face
organizational change better with more ease [4], [5], [13].
Resilience views as a positive reaction or adaptation in the
face of risk or adversity [13]. Further, Masten and Reed
[14] directed this definition to the workplace as the
positive psychological capacity to to bounce back from
adversity, uncertainty, conflict, failure, or even positive
change, progress and increased responsibility [15].
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2.2. Organizational Citizenship Behaviour
Organizational Citizenship Behaviour (OCB) defined by
Organ [16] as the behavior of an individual which is
discretionary, and is not directly or explicitly recognized
by the formal reward system. Discretionary means that this
behavior is not a requirement, but this is an individual
choice [17]. These discretionary will promote the effective
functioning of the organization [18]. As a result, OCB
behavior categorized as a form of performance behavior,
which is different from the traditional performance that is
more heavily relies on official assignments and tasks [19].
Organizational citizenship behavior is also an essential
phenomenon in the work setting as it is enabled to
facilitate interpersonal relationships among employees, as
well as to increase organizational performance [20].
Further, Podsakoff et al. [17] stated that there are 4 (four)
factors that are enabling the development of OCB, namely:
individual
characteristics,
task
characteristic,
organizational characteristics, and leadership behavior.

2.3. Psychological Climate
Kahn [21] stated that psychological climate is a perception
of how employees perceive their working environment as
an environment that has the characteristics of
psychological safety and psychological meaningfulness.
The way employees perceive this environment represented
in 4 (four) dimensions namely supportive management,
role clarity, self-expression, and perceived meaningfulness
of contribution.
The psychological climate is important, as it will drive and
motivate employees to work harder for the organization.
[22], [23], [24], [25]. In other words, organizations that
focus on satisfying employees psychological needs, and
encourage employees, in turn, will enable to motivate
employees to exhibit desirable behaviors at the workplace
[26]. Therefore, employee expressions in psychological
climate and the factors that are responsible for these
behaviors are of considerable importance to researchers
and practitioners.

2.4. Charismatic Leadership
Charismatic leadership is the ability of a leader to
formulate and articulate an inspirational vision, by
behaviors and actions. They also have the expertise in
expressing an image of a better future [27]. Further,
charismatic leadership [28] consist of five dimensions of
leadership behavior, namely: a) strategic vision; b)
sensitivity to the environment; c) sensitivity to member
need; d) personal risk; and e) unconventional behavior.
These dimensions are assumed to have positive impacts on
subordinate reaction as the leader tends to motivate and
inspire others to develop themselves.

2.5. Charismatic Leadership, Psychological
Climate, OCB and Resilience
Charismatic leadership enables them to make their
followers feel better about their work and their
performance during organizational change [28], [28].
Charismatic leaders also provide warmth and trust in the
relationship to their followers [7]. As a result, they were
enabled to make them feel more self-confidence and
resilient. As a result, in stressful situations, followers will
thus count on encouragement support from their
charismatic leader, which will make them resilience.
Charismatic leadership stimulating and idealizing the
vision for the future [30]. Based on this discussion, the
proposed hypothesis as follows:
H1: Charismatic leadership positively impacts resilience.
Conger and Kanungo [27] stated that charismatic
leadership was able to formulate and articulate an
inspirational vision and foster the impression that their
mission is extraordinary. Charismatic leaders can are also
described as articular a vision and a sense of purpose,
showing determination and communication highperformance expectations [31]. Meanwhile, Organizational
Citizenship Behavior (OCB) based on discretionary
behavior [18]. Empirical studies showed that there was a
significant and positive relationship between charismatic
leadership and OCB [32], [33]. Furthermore, empirical
studies showed that there a positive relationship between
charismatic leadership and the OCB of the followers have
confirmed [34]. Sosik [34] found that followers are willing
to engage in OCB because of their favorable perceptions
of the leader, based on their trust, loyalty, and obedience to
the leader.
Further, Podsakoff et al. [17] stated that one of the
essential factors that are enabling the development of OCB
is leadership behavior. Other research also found that there
was a significant positive relation between charismatic
leadership and OCB [35]. Based on this discussion, the
second hypothesis as follows:
H2:
Charismatic
leadership
positively
impacts
organizational citizenship behavior.
Researches also showed that there are many factors which
affecting employees to perform well, such as
psychological environment or psychological climate.
Meanwhile, a leader who has charisma was more
acceptable to their followers during organizational change
as they feel better about their work and enable them to
perform. They are also allowed in transforming values,
beliefs, and attitudes [29], which then lead to developing
positive psychological climate. Based on this discussion,
the third hypothesis as follows:
H3: Charismatic leadership positively impacts the
psychological climate.
According to Litwin and Stringer [36], the organization is
a developing psychological climate, which in turn will
either positively or negatively affects particular
motivational patterns of employees. In addition to this,
mastery or task-involving climate is shown correlated
positively with resilience and perceived competence [9].
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Based on this discussion, the fourth hypothesis as follows:
H4: Psychological climate positively impacts resilience.
Research about the relationship between organizational
citizenship behavior and resilience is still limited. A study
conducted by Ryan [37] showed that there was a positive
and significant relationship between Organizational
Citizenship Behaviors and work values such as hard work
and independence. Resilience encompasses two elements,
the first element is the experience of adversity, and the
second is a positive adaptation [13].
Fisher et al. [38] stated that difficulty at work may come in
the form of high-intensity circumstances, as well as crisis,
or may come in the form of lower-intensity as in the types
of work stress. Organ et al. [8] stated that characteristic of
the individual loyalty to the organization (OCB)
categorized as one of the essential variables in developing
a right attitude toward the organization, including the
perspective of resilience. People with high OCB enabled in
adapting to the organization environment, especially
during organizational change, with all the crisis and works
stress. Based on this discussion, the fifth hypothesis as
follows:
H5: Organizational citizenship behavior positively impacts
resilience.
A leader who has charisma was more accepted to their
followers during organizational change, crisis, and
conflicts, as they enable to provide warmth, comfort, and
assurance. They are also allowed in transforming followers
values, beliefs, and attitudes [29], which then lead to
developing positive psychological climate. As a result, a
charismatic leader enables to create a psychological
climate.
The psychological climate will establish a task-involving
climate which has correlated positively with resilience [9].
Further, the psychological climate becomes the vital
variable in developing a right attitude toward the
organization, including the perspective of resilience [8].
Based on this proposition, the six hypotheses as follows:
H6: Charismatic leadership positively impacts resilience
through psychological climate.
A leader who has charisma will have a positive impact on
the employee’s characteristics. This statement was
supported by the study Babcock-Roberson & Strickland
[35], who found that there was a significant positive
relation between charismatic leadership and OCB.
Meanwhile, a leader with charisma will positively impact
peoples’ organizational citizenship behavior and finally
affects their resilience. Following this discussion, the
researcher proposes the following hypothesis:
H7: Charismatic leadership positively impacts resilience
through organizational citizenship behavior.

3. RESEARCH METHODOLOGY

3.1. Respondents
The respondents for this study were employees who
worked at 2 (two) state-owned insurance companies. The
two organizations have undertaken some regulatory
changes, e.g.: changing in the organizational structure;
such as policies, system, and procedures. Respondents
consisting of 354 respondents were chosen using nonprobability sampling, with convenience sampling from the
required criteria.
The criteria of the respondents were as follows: permanent
employees; at least senior high school graduates, minimum
working period in the organization was 2 (two) years and
had aware of organizational changes. The respondents
profileas follows: the majority were male (61.69%),
bachelor degree (62.54%), age ranging from 44 to 56 years
old (46.48%), had been working in the organization more
than 20 years (42.53%) and staff members (41.40%).

3.2. Data Collection
Data was collected using the survey method, with 4 (four)
Likert Style Questionnaires, namely: 1) Charismatic
Leadership Questionnaire (the C–K Scale) based on their
charismatic leadership theory [28], [29], [39] consist of
five dimensions of leadership behavior, namely: a).
Strategic vision; b) Sensitivity to the environment; c)
Sensitivity to members need; d) Personal risk; and e)
Unconventional behavior. The C-K scale had a Cronbach
Alpha score of 0.979. 2). Psychological Climate Inventory,
consists of a) Management support; b) Role Clarity; c) Self
Expression; d) Contribution, e) Recognition; and f)
Challenges [21]. The score of Cronbach Alpha was 0.92.
3)
OCB
(Organizational
Citizenship
Behavior)
questionnaire based on Mangundjaya [40] and Farh, Early
& Lin [41]. The Seven Dimensions of OCB as follows: a)
Identification with the company; b) Altruism toward
colleagues; c) Conscientiousness; d) Self-training; e)
Interpersonal harmony; f) Protecting and Saving Company
resources; and g) Keeping the workplace clean. The score
of Cronbach Alpha was 0.90. 4) Resilience was measured
using Modified Connor-Davidson Resilience Scale (CDRISC) by Dong et al. (2013), which consists of 4 (four)
dimensions and 32 items, with the Cronbach Alpha score
of 0.977.
Questionnaires are translated into Bahasa Indonesia
consisted of a) Flexibility, b) Social and family support, c)
Spiritual supports, and d) Goal orientation. Which
modified to 6 points Likert scale by Mangundjaya [42]. All
the questionnaires score of Cronbach Alpha were above
0.9, which is reliable according to Anastasi and Urbina
[43] and all items were valid as internal validity score were
above 0.2 [44].

46

Advances in Social Science, Education and Humanities Researchm volume 431

4. RESULTS AND DISCUSSION
Path Analysis

Standardized

tvalue

Significant
t-values
>1.96

through OCB.

4.1. Data Analysis and Results
Data were analyzed using descriptive analysis and SEM
(Structural Equation Modeling), and it enables us to
determine which dimensions that have the most significant
impact on the variables. Table 1 shows that all variables
are correlated, with the highest score is in the correlation
between OCB and Resilience.

Table 1 Mean and standard deviation among variable
No. Variable Mean SD

Res. Psy Cl. OCB

Ch.
Led.

1
2
3

Res.
5.20 0.39
1
Psy Cl. 4.83 0.44 0.50**
1
OCB
4.80 0.39 0.70**
1
Ch.
4
4.43 0.86 0.16** 0.65** 0.25** 1
Led.
** Pearson Sig. two tailed, significant at p<0.01.
Ch.Led. = Charismatic Leadership;
OCB = Organizational Citizenship Behavior;
Psy Cl. = Psychological Climate;
Res = Resilience;

Table 2 Results of SEM analysis
Significant
t-values
>1.96
Not
significant

Standardized

tvalue

Charismatic
Leadership and
Resilience
Charismatic
Leadership and
OCB
Charismatic
Leadership and
Psychological
Climate
Psychological
Climate and
Resilience

–0.31

–4.45

0.26

4.62

Significant

0.66

9.82

Significant

0.52

6.26

Significant

OCB and
resilience

0.79

8.95

Significant

Charismatic
Leadership on
Resilience
through
Psychological
climate
Charismatic
leadership on
Resilience

0.34

-

Significant

0.19

-

Significant

Path Analysis

Chi-square = 636.12; df = 196; p value = 0.00;
RMSEA = 0.080
The outcomes of the study shows that charismatic
leadership has significantly and positively impacted on
resilience indirectly. The impact has to go through
psychological climate and OCB as mediators. The results
also revealed that the score of the effects of charismatic
leadership on resilience through psychological climate is
higher than the impact of charismatic leadership on
resilience through OCB. Although the effects of OCB on
resilience is higher than the impact of psychological
climate on resilience. Moreover, results also shows that the
impact of charismatic leadership on psychological climate
is higher than the effect of charismatic leadership on
OCB. In this regard, the most substantial effect of
charismatic leadership was on developing psychological
climate on the organization.
The results show that charismatic leadership did not have a
significant impact on resilience (t-value -4.45<1.96); thus,
hypothesis 1 (one) not supported. Result s also showed that
charismatic leadership had a significant and positive
impact on organizational citizenship behavior of the
employee (t-value 4.62>1.96), or hypothesis 2 (two) was
supported. Charismatic leadership had a significant
positive impact on the psychological climate (t-value 9.02
>1.96). Thus, hypothesis 3 (three) supported, meaning that
with good charismatic leadership, employees showed
higher psychological climate. The psychological climate
had a positive and significant impact on resilience (t-value
6.26>1.96), so hypothesis 4 (four) supported. The higher
the perception of the employee on their psychological
climate, the stronger their resilience. Further, the results
show that organizational citizenship behavior had a
positive and significant impact on resilience (t-value
8.95>1.96). Which means that the higher organizational
citizenship behavior of the employee will have an effect on
the stronger people resilience, and hypothesis 5 (five) was
supported.
Charismatic leadership also had a significant and positive
impact on resilience through psychological climate and
organizational citizenship behavior. Thus hypothesis 6
(six) and 7 (seven) is supported. Moreover, the results also
show that the relationship between charismatic leadership
on resilience through psychological climate is higher
compares to the relationship between charismatic
leadership on resilience through organizational citizenship
behavior. To conclude, charismatic leadership could not
directly and significantly impact resilience without
mediators (psychological climate or organizational
citizenship behavior), and psychological climate as a
stronger mediator between the two.
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Results in Figure 1 below show that personal risk has the
highest score, which means that the dimension of own risk
(PRi ChL) is very significant in charismatic leadership. In
Psychological Climate variable, it shows that recognition
(Recg Clim) had the most reliable score, which means that
attention plays a critical role in developing psychological
climate. The results also show that goal orientation (GO) is
the one that had the highest score in resilience dimension,
which means that goal orientation is the most represents
resilience. It also shows that altruism toward colleagues
(ATC) had the highest score in organizational citizenship
behavior variable, which means that a sense of altruism is
the most represents dimension for organizational
citizenship behavior.
The results also revealed that the score of the effects of
charismatic leadership on resilience through psychological
climate is higher than the impact of charismatic leadership
on resilience through OCB. Although the effects of OCB
on resilience is higher than the impact of psychological
climate on resilience. Moreover, results also shows that the
impact of charismatic leadership on psychological climate
is higher than the effect of charismatic leadership on OCB.
In this regard, the most substantial effect of charismatic
leadership was on developing psychological climate on the
organization.
The results show that charismatic leadership did not have a
significant impact on resilience (t-value -4.45<1.96); thus,
hypothesis 1 (one) not supported. Results also showed that
charismatic leadership had a significant and positive
impact on organizational citizenship behavior of the
employee (t-value 4.62>1.96), or hypothesis 2 (two) was
supported. Charismatic leadership had a significant
positive impact on the psychological climate (t-value 9.02
>1.96). Thus, hypothesis 3 (three) supported, meaning that
with good charismatic leadership, employees showed
higher psychological climate. The psychological climate
had a positive and significant impact on resilience (t-value
6.26>1.96), so hypothesis 4 (four) supported. The higher
the perception of the employee on their psychological
climate, the stronger their resilience. Further, the results
show that organizational citizenship behavior had a
positive and significant impact on resilience (t-value
8.95>1.96). Which means that the higher organizational
citizenship behavior of the employee will have an effect on
the stronger people resilience, and hypothesis 5 (five) was
supported.
Charismatic leadership also had a significant and positive
impact on resilience through psychological climate and
organizational citizenship behavior. Thus hypothesis 6
(six) and 7 (seven) is supported. Moreover, the results also
show that the relationship between charismatic leadership
on resilience through psychological climate is higher
compares to the relationship between charismatic
leadership on resilience through organizational citizenship
behavior. To conclude, charismatic leadership could not
directly and significantly impact resilience without
mediators (psychological climate or organizational
citizenship behavior), and psychological climate as a
stronger mediator between the two.

Results in Figure 1 below show that personal risk has the
highest score, which means that the dimension of own risk
(PRi ChL) is very significant in charismatic leadership. In
Psychological Climate variable, it shows that recognition
(Recg Clim) had the most reliable score, which means that
attention plays a critical role in developing psychological
climate. The results also show that goal orientation (GO) is
the one that had the highest score in resilience dimension,
which means that goal orientation is the most represents
resilience. It also shows that altruism toward colleagues
(ATC) had the highest score in organizational citizenship
behavior variable, which means that a sense of altruism is
the most represents dimension for organizational
citizenship behavior.

4.2. Discussion
This research was to test a model of charismatic leadership
impact on resilience through psychological climate and
OCB. Results showed as follows: Hypothesis 1 (one) was
not supported, in which charismatic leadership did not
have a significant impact on resilience. This finding has
not endorsed the assumption behind the previous outcomes
that found charismatic leadership provides warmth and
trust to their followers, which makes them feel resilient. It
assumed that there was another mechanism that influences
the relationship between these two variables.
The results ot the study also show that there was a positive
and significant impact of charismatic leadership on
organizational citizenship behavior. This finding supported
the previous conclusion of Babcock-Roberson &
Strickland [35], which found a significant impact. Thus, a
leader who has charisma can create values, belief and
attitudes of their subordinates. This condition then will
develop a sense of loyalty and willingness to contribute to
the organization beyond their routine jobs. Charismatic
leader was also enabled to develop a psychological climate
in the working context. A positive working framework
which consists of a feeling of meaningful, and supported
with their warmth, trustful, and sensitivity, enable to
develop his/her employee organizational citizenship
behavior. This finding supported the statement of Conger
and Konungo [29] that stated charismatic leader is more
acceptable to their followers. In this regard, people do not
mind to work hard if they know that they feel
psychologically safe, and their leader appreciates their
contributions. Results supported Vitali et al. [9], who
found that task-involving climate has correlated positively
and significantly with resilience. The result also showed
that psychological climate had positively and significantly
impact on resilience. Which means that the psychological
climate will function as a motivator and supporter for
employees, and consequently will develop resiliency.
To conclude, charismatic leadership had a positive and
significant impact on resilience through psychological
climate and organizational citizenship behavior. The result
showed that putting the own risk to support followers, the
charismatic leader enables to create a psychological
climate and organizational citizenship behavior, which at
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last developing resilience. In this regard, although the
leader got charisma and accepted by people [28].
However, in order to improve the resilience of the member
of the organization, they should first develop their loyalty
and safety environment. The findings also showed that
psychological climate and organizational citizenship
behavior were proven as the full mediators between the
relationship of charismatic leadership and resilience.
There are some limitations of this research as follows:
First, this study was conducted in insurance companies,
which cannot be generalized for every type of
organization. In this regard, future research in different
kind of organizations is recommended. Second, this
research was conducted using a questionnaire, which is a
self-report study and is fragile for social desirability and
common method biases [45]. This study only uses two
variables as mediators between charismatic leadership and
resilience, which might not be the accurate mediator
variables. Future research is recommended using other
variables as mediators.

5. CONCLUSIONS
The topic of resilience is in response to challenging
circumstances. Even though resilience is recognized as an
essential issue in the workplace, however, the rates of
work-related stress and depression have remained broadly
flat for more than ten years. In response to the research
gaps, the researcher undertakes a comprehensive review of
the empirical research conducted on resilience in the
workplace. In addition to that, the researcher expects to
provide a contribution by synthesizing an emerging of the
antecedents of resilience in the workplace and by
pinpointing literature that has introduced organizational
citizenship behavior and psychological climate as
mediators. The findings inform researchers and
management from insurance organizations to understand
the correlation between charismatic leadership,
organizational citizenship behavior, psychological climate,
and resilience. These relationships tell the implementation
of charismatic leadership to furnish organizational
citizenship behavior, psychological climate, and
employee’s resilience. With this study, the researcher
hopes that the organization, especially insurance
organizations in away in developing employee’s resilience
by implementing charismatic leadership intervention
strategies supporting with improving organizational
citizenship behavior and psychological climate.
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