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Abstract: Workforce management has always been an essential consideration by businesses world-
wide to improve organizational efficiency. The measurement of diversified labor present in modern
Philippine companies has never been viable as generational and cultural differences shape and influ-
ences one’s leadership behavior, decision-making, and style. Employee motivation, multigenerational
cohort, interpersonal skills, work values, and organizational culture significantly affect company
leaders’ perceived effectiveness, resulting in varying management styles and approaches applicable
to service companies. This study aimed to determine significant variables affecting the perceived
leadership effectiveness and metacognition between multigenerational management clusters among
service companies integrating behavioral theories such as Generational Cohort Theory (GCT) and
Theory of Planned Behavior (TPB). Through self-administered questionnaires, data was utilized
for multivariate analysis through structural equation modeling using the SPSS statistical software
and SPSS AMOS 29 software and random forest classifier utilizing Python 5.1. Results showed
that Motivation, Managerial Cohort, Organizational Culture, and Work values have a high-level
relationship with Perceived Behavioral Control, Attitude Towards Behavior, and Social Norms. The
results presented could be utilized in evaluating the management sector in service industries to
provide and develop an optimum approach to leadership management. Managerial insights and
suggestions are shown in the study.

Keywords: workforce management; leadership; Generational Cohort Theory; theory of planned
behavior; service industry

1. Introduction

Global business organizations of all sizes have always considered workforce man-
agement essential in improving organizational efficiency [1,2]. Efficiency in the sense of
positive output relating to work performance poses a significant challenge for leaders
to determine the fitted labor to meet organizational demands [3]. Given the positive im-
pacts of the utilization of workforce management to business organizations, the global
workforce management market is forecasted to grow by at least 8.49% annually over the
years 2020–2026. As growth percentage leads to the rising demand for workforce ana-
lytics, improving operational competence and reducing labor costs are currently being
considered [4]. In addition, experiences mold workforce employees through diversified edu-
cational and cultural values. Organizational leaders must consider contributing factors that
affect employee satisfaction such as self-fulfillment, professional development, favorable
environment, fair wages, attractive benefits, and professional management [5]. Accord-
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ing to Panuwatwanich et al. [6], Association of Southeast Asian Nations (ASEAN)-based
organizations consider management styles a core factor for culturally diversified workers.

Management styles are vital in the emergence of Industry 4.0, considering that the
ASEAN region, such as the Philippines, has been at the center of labor-intensive, export-led
growth and is home to globally impactful companies [7]. The ASEAN economy, with a
GDP of 5.0%, constantly outperforms the global economy with an average of 4.0% GDP
in 2011 [8]. In 2016, the ASEAN service sector accounted for 53.1% of the region’s GDP in
the last decade, with rapid growth of 7% per annum [9]. The emerging Philippine service
sector also plays a significant role because of its distinct competitive advantage within the
ASEAN region. The Philippines has an above-average quality Filipino workforce, which is
based on the high level of tertiary education with over 500,000 university graduates every
year, a stock of 3.2 licensed professionals, with consideration of the young and growing
population of the country, and a median age of 23.1 [10].

Throughout 2017, the Manufacturing, Trade, Real Estate, Renting, and Business Activ-
ities areas were the main drivers of growth in the Philippines. These sectors contributed to
the growth with Manufacturing developed by 8.4%, Land, Renting, and Business Activities
by 7.4%, and Trade by 7.3%. The service sector contributes the most to the nation’s gross do-
mestic product (GDP) with 57.5%, making it the country’s primary economic growth driver
and the most significant component of the Philippines’ GDP [11]. According to Salvosa
and Hechanova [12], studies reported two-generation cohorts under political and techno-
logical aspects. The political generation considered itself work-centered, family-oriented,
traditional, seasoned, decisive, and multi-tasking.

Nevertheless, the technology generation labeled themselves as tech-savvy, carefree,
laid-back, proud, individualistic, self-centered, arrogant, energetic, and adventurous [12].
The Filipino workforce may have unique attributes that make them progress in the local
setting and interest multinational corporations to invest in their labor efforts. In terms of or-
ganizational practices in the Philippines, Wandud [13] found that most Filipino companies
are hierarchically structured, and local employees look for and consider a strong hierarchy.

The workforce orientation in these modern times is primarily composed of the four
generational cohorts: Baby Boomers, Generation X, Generation Y, and Generation Z. A
projected percentage analysis of generational cohorts in the workforce has shown that the
population is comprised of 66% of Baby boomers, 79% of Generation X, 71% of Generation
Y, and 62% of Generation Z starting in the year 2018 [14]. With this given diversity in the
current workforce, it can be considered that variations of different minds, workplace cul-
tures, and management approaches are evident. This creates a notion that various leaders
are present in the current workforce. According to Dimock [15], studies have claimed that
different generations have distinct characteristics, values, differences, and attitudes.

Another study on the four generational cohorts indicated that workers belonging to
Baby Boomers and Generation X believe more in the significance of work and time manage-
ment compared to Generations Y and Z [16]. In addition, researchers from the Philippines
by Salvosa and Hechanova [12] determined that Baby Boomers and Generation X leader-
ship traits, control, delegates, care, and trust people, are higher than those in Generation Y
and Z. Members of the previous stated generations rated the following exemplary leader-
ship schemas as significantly more important compared to the older generation: promotes
good relationships, responsible, listens, recognizes people, understanding, approachable,
gives clear instructions, and good coach [12]. Their study considered a mix of survey and
interview questions to determine the different factors. Based on various works of literature,
there is a need to evaluate the factors affecting multigenerational management leadership
among service industry companies in the Philippines. In addition, metacognition should
also be assessed according to their generalizability since the current workforce employs
different generations in leadership positions. Metacognition in this study pertains to the
thought process among individuals in the diverse generational cohorts.

To assess the leadership and metacognition, the Generational Cohort Theory (GCT)
and Theory of Planned Behavior may be utilized. The GCT is utilized to consider the
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differences between generations regarding an individual’s attitude, values, beliefs, and
disposition [17]. GCT has been utilized to evaluate work design [18], leadership values and
behaviors [19], work values [20,21], satisfaction in the workplace [22], and even consumer
culture and behavior [23–25]. Eger et al. [23] suggested considering people’s habits and
behavior. This study integrated the Theory of Planned Behavior.

The Theory of Planned Behavior (TPB) is a theory utilized to measure the action,
motives, and context of an individual [26]. Ong et al. [27] stated that TPB is a theory for
behavioral prediction. In the workplace, TPB has been utilized to evaluate employee deci-
sions about new technology [28], environmental behavior [29], organizational change [30],
employee behavior [31], and occupational intentions [32]. The application of TPB has been
widely utilized in the workplace, however, it was stated that only an individual’s control,
attitude, and subjective norms are measured. Thus, the need to holistically extend this the-
ory to cover an individual’s intention and behavior in the workplace should be considered,
especially with the difference between generations and work circumstances [32].

This study aimed to determine significant variables affecting the perceived leader-
ship effectiveness and metacognition between multigenerational management clusters
among service companies integrating the Generational Cohort Theory (GCT) and Theory
of Planned Behavior (TPB). Specifically, this study employed structural equation modeling
and random forest classifier in evaluating the different factors under the integrated GCT
and TPB. This study is considered the first that integrated GCT and TPB in evaluating
the perceived effectiveness of multigenerational leadership management in the Philippine
service industries using structural equation modeling and random forest classifier. The
integrated theory and tool could be utilized to measure the management sector in service
industries holistically. Moreover, the approach and tool can be used to evaluate managerial
divisions for other industrial sectors worldwide through the application.

2. Theoretical Research Framework

The theoretical research framework of this study is shown in Figure 1. This study inte-
grated the Generational Cohort Theory (GCT) and extended Theory of Planned Behavior
(TPB) to evaluate the significant causal relationships and the latent variables for perceived
effectiveness and metacognition in the service industry. This study mainly focused on
factors contributing to the perceived effectiveness of multigenerational management lead-
ership among organizations in the Philippine Service Industry.
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The GCT proposes that individuals are shaped by their early experiences, such as
political, social, and economic events in their life. It is suggested that individuals with the
same experiences also share the same beliefs and behavior [12,33,34]. Primary factors that
affect the perceived generational differences in the multigenerational workforce include
motivation, interpersonal skills, and organizational culture [33,35,36]. Wiedmer [37] added
that evaluating a workforce should consider different values which would increase morale,
job satisfaction, and productivity. Since each cohort has other generational skills and
motivators, it would be best to evaluate the different relationships of multigenerational
cohorts [38]. Thus, it was hypothesized that:

Ha. Multigenerational cohorts have a significant direct relationship on motivation.

Hb. Multigenerational cohorts have a significant direct relationship on interpersonal skills.

Hc. Multigenerational cohorts have a significant direct relationship on work values.

Hd. Multigenerational cohorts have a significant direct relationship on organizational culture.

Multiple studies suggested that motivation is related to multigenerational differences
and multigenerational management [33,34,39]. Using the lens of GCT and TPB, it was
identified that factors such as perceived behavioral control, attitude towards behavior, and
perceived social norms presents a relationship to further examine the significance of moti-
vation to the specific characteristics. The association was made based on the distinction that
TPB alone cannot measure the work circumstances [32], and GCT alone cannot holistically
measure people’s habits and behavior [23]. Guerrero et al. [40] explained how different
motivation, behavior, and attitude, together with the influence of the environment, requires
better evaluation to create better strategic management and configure the organization’s
performance. Thus, the following were hypothesized:

H1. Motivation has a significant direct relationship with perceived behavioral control.

H2. Motivation has a significant direct relationship with attitude toward behavior.

H3. Motivation has a significant direct relationship with perceived social norms.

Interpersonal skills are considered essential to a leader of an organization because of
the benefits it creates, such as a significant impact on negotiation, influence on employees,
and conflict management [35,41,42]. Edge [43] emphasized the different perspectives and
skills of the multigenerational cohort, which affects their collaboration, careers, authority,
and work. This leads to different behaviors and attitudes which are also affected by their
environment. It was suggested to evaluate the new implications of the relationship of skills
among the various aspects of behaviors in a multigenerational cohort [43]. For the factor of
interpersonal skills, the following were hypothesized:

H4. Interpersonal skills have a significant direct relationship with perceived behavioral control.

H5. Interpersonal skills have a significant direct relationship with attitude toward behavior.

H6. Interpersonal skills have a significant direct relationship with perceived social norms.

As defined in a study conducted by Hansen and Leuty [44], work values are the
generations’ differences in the current workplace in terms of attitude towards authority,
preferred methods for learning new skills, preferred development areas, and preferred
leadership qualities. It was explained that a different multigenerational cohort possesses a
different perspective, and prefers different work design, incentives, and job satisfaction [40].
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Evaluation of the relationship between the multigenerational cohort’s work values may
have significance in their behavioral control, attitude, and social norms [40]. Thus, it was
hypothesized that:

H7. Work values have a significant direct relationship with perceived behavioral control.

H8. Work values have a significant direct relationship with attitude toward behavior.

H9. Work values have a significant direct relationship with perceived social norms.

Employee behavior correlates with organizational culture, including symbols, rituals,
and values [45]. Moreover, organizational culture is a significant factor in creating an effi-
cient, productive, and cohesive business organization. An effective organizational culture
is leverage through organizational diversity [35,46]. Srinivasan [47] explored the different
organizational cultures and their relationship to the workplace. They deduced that different
practices and leadership styles should be considered based on the multigenerational cohort
behaviors and attitudes. With the integration of GCT and TPB, it was hypothesized that:

H10. Organizational culture has a significant direct relationship with perceived behavioral control.

H11. Organizational culture has a significant direct relationship with attitude toward behavior.

H12. Organizational culture has a significant direct relationship with perceived social norms.

Kan and Fabrigar [48] stated that the TPB is used to comprehend behaviors, suggest-
ing that behaviors are propounded by behavioral intentions and sometimes perceived
behavioral control. Moreover, it is mentioned that behavioral intentions include three
components such as attitudes toward the behavior, subjective norms, and perceived behav-
ioral control. In addition, attitude towards behavior pertains to the person’s response to a
situation [48]. Lastly, social norms are the quality of attitudes and behavior that characterize
a social group [49]. Manchester et al. [50] presented how practice alone does not bridge the
gap for better workplace practices. Evidence was said to be made before implementation
could be successful. Thus, knowing the behavior of the different multigenerational co-
horts would propose a positive performance of action plans [51]. Therefore, the following
were hypothesized:

H13. Perceived behavioral control has a significant direct relationship on intention to follow.

H14. Attitude toward behavior has a significant direct relationship on intention to follow.

H15. Social norms have a significant direct relationship on intention to follow.

Under the TPB, the factor of intention is assumed to predict one’s behavior to the
extent that an individual is capable and has actual control in performing said behavior [52].
On the other hand, adapted behavior is learned to achieve the community standards
of the same generational cohort [53]. Evaluating what motivates the intention of the
different multigenerational cohorts would lead to positive adapted behavior and present
effectiveness in an organization. In this study, perceived effectiveness pertains to leaders’
ability and perception of handling people bringing a positive or persuasive impact. Thus,
it was hypothesized that:

H16. Intention to follow has a significant direct relationship with adapted behavior.

H17. Adapted behavior has a significant direct relationship with perceived effectiveness.
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3. Methodology
3.1. Participants

A total of five hundred twelve (512) individuals serving as leaders in organizations
belonging to the Philippine service industry were evaluated. Specifically, four Generational
cohorts (Baby boomers, Generation X, Generation Y, and Generation Z) took part voluntarily
to answer the survey questionnaire. Due to the COVID-19 pandemic, a purposive and
convenience sampling method (ensuring that respondents are or have experiences being
leaders) through online distribution was utilized. The questionnaire was distributed from
July 2021 until September 2021. It was stated by Ong et al. [27] that this sampling, as long
as the demographics of the study are covered, could be an acceptable sampling method
during the COVID-19 pandemic. In addition, it was indicated that frameworks with eight
latent variables or more should have at least 500 respondents to cover the generalizability
of the study [54–57]. The descriptive statistics of the respondents are presented in Table 1.
Since the Philippines is composed of 62.6 million Filipinos, the Yamane Taro with 95%
confidence (Equation (1)) was used following the study of German et al. [58]. The results
indicated 400 respondents would suffice the generalizability, and this study was able to
consider 512 respondents who were deemed fit. The study targeted as many respondents as
possible, with 550 respondents, but only 512 were acceptable, with a 93.09% response rate.

n =
N

1 + N e2 (1)

Table 1. Respondents’ descriptive statistics (n = 512).

Characteristics Category %

Gender
Male 39.40%

Female 60.60%

Generation

Baby Boomers 4.30%
Generation X 31.20%
Generation Y 53.60%
Generation Z 10.90%

Educational Attainment

Elementary Graduate 0.20%
Secondary Graduate 2.20%

Diploma/Trade Certificate Graduate 2.90%
Bachelor’s Graduate 85.30%

Master’s Degree Holder 8.70%
Ph.D. Degree Holder 0.70%

College Organization Membership Yes 73.40%
No 26.60%

College Organization Officers/Leaders Yes 61.00%
No 39.00%

Employment Status

Employed Full-Time 87.40%
Employed Part-Time 2.20%

Self-Employed 7.50%
Unemployed 1.20%

Retired 1.70%

Marital Status

Single 49.30%
Married 47.60%

Widowed 0.70%
Living Together 1.90%

Divorced 0.20%
Others 0.30%
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Table 1. Cont.

Characteristics Category %

Number of Children

0 45.40%
1 16.20%
2 19.80%
3 13.80%
4 3.40%
5 1.40%

Regional Location of Organization

NCR–National Capital Region 82.00%
Cordillera Administrative Region 1.70%

Region I–Ilocos Region 0.20%
Region III–Central Luzon 2.70%
Region IVA–Calabarzon 8.30%
Region IVB–Mimaropa 0.20%
Region V–Bicol Region 0.20%

Region VII–Central Visayas 0.20%
Region VIII–Eastern Visayas 0.20%

Region XII–Soccsksargen Region 2.20%
Bangsamoro (BARMM) 1.90%

Leadership Position
Operational Level 47.00%
Managerial Level 48.40%
Executive Level 4.60%

From the collected data, it was seen that Females (60.60%) and Males (39.40%) com-
prised the demographics which are of different generations: Baby Boomers (4.30%), Gener-
ation X (31.20%), Generation Y (53.60%), and Generation Z (10.90%). In addition, most of
the respondents have at least a bachelor’s degree (85.30%), who experienced leadership
in college (61.00%), or who were part of an organization (73.40%). On another note, the
respondents were asked about their employment status—giving responses that they are
either full-time (87.40%), part-time (2.20%), self-employed (7.50%), retired (1.70%), or unem-
ployed (1.20%). From this note, the proponents ensured that they have at least experienced
being part of the managing team or are leaders. Unfortunately, not all respondents are
still practicing (the unemployed respondents) due to the COVID-19 pandemic. However,
their responses were still vital for consideration since they were laid-off recently due to
the pandemic, which still fits the study’s criteria. To justify this, their leadership positions
were asked to show 47.00% in the Operational, 48.40% in the Managerial, and 4.60% in the
Executive levels—considered in the higher-ups and leadership positions in the Philippines.
Moreover, most are single (49.30%) or married (47.60%) with no children (45.40%) or have
children (54.60%), and mostly living in the Capital of the country—NCR (82.00%).

3.2. Questionnaire

A self-administered questionnaire was developed to identify the significant factors
affecting the perceived effectiveness of multigenerational management leadership and
metacognition adapted from related studies. The self-administered questionnaire entails
twelve sections: (1) Demographic information (gender, generation, highest educational
attainment, college organization membership, organization officers/leaders, employment
status, marital status, number of children, regional location of organization, and managerial
position), (2) Multigenerational cohorts, (3) Motivation, (4) Interpersonal Skills, (5) Work
Values, (6) Organizational Culture, (7) Perceived Behavioral Control, (8) Attitude Towards
Behavior, (9) Social Norms, (10) Intention to Follow, (11) Adapted Behavior, and (12) Per-
ceived Effectiveness. The 46 indicators and 10 latent variables were identified based on the
supporting references and measured using a 5-point Likert scale ranging from strongly
disagree (1) to strongly agree (5). Presented in the Appendix A section (Table A1) are
the items and constructs utilized in this study. Based on the collected data, the test for
common method bias was conducted to ensure that the items are distinct measures of the
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latent variable. Using the Harman’s Single Factor test, Kurata et al. [26] highlighted the
50% threshold. The study’s results showed 34.12% total variance, which is considered
acceptable. In this case, the dataset was utilized with no common method bias [58].

3.3. Structural Equation Modeling

Structural Equation Modeling (SEM) is a multivariate tool utilized to establish the
causal relationship among latent considered in a framework [54]. This powerful statistical
tool has been used in different studies to evaluate workplace behavior and management.
Harger and Lingham [55] used SEM to evaluate work-life fusion at work. Their results
indicated that further analysis of multigenerational cohort should be explored. The study of
Jelenko [56] evaluated employees’ satisfaction and engagement using SEM. It was seen that
the difference in generation played a significant role in the satisfaction and engagement.
Urick et al. [57] considered the conflict among different generations in the workplace using
SEM. With that in consideration, SEM was considered one of this study’s tools. However,
Keith [59] criticized SEM as being a tool that evaluates the path of the variables. With
the moderating aspects in place, other factors that may be deemed as highly significant
may turn out to only be limited. Moreover, Keith [58] added that some factors may be
removed to highlight the model fit of this study. Therefore, the utilization of a random
forest classifier was employed following the study of Oyewola et al. [60].

3.4. Random Forest Classifier

Random forest classifier (RFC) is a machine learning algorithm to classify variables in
determining their relationship to a dependent variable. RFC has been utilized in evaluating
software engineering teamwork [61]. Their study presented a high accuracy of prediction
when considering factors affecting human behavior. Singh and Misra [62] utilized RFC for
employee perception of safety in the workplace. Brandmeier et al. [63] conceptualized the
integration of SEM and RFC as a tool to highly classify different variables for better model
creation. Therefore, this study employed the integration of SEM and RFC to evaluate the
perceived effectiveness multigenerational management leadership and metacognition in a
service industry.

Data cleaning utilizing correlation analysis was done before running the RFC. From
a total of 35,328 datasets, indicators were correlated to the perceived effectiveness latent,
and p-value results greater than 0.05 were removed as deemed insignificant. Moreover, low
correlation values of 0.20 were also removed. After which, data aggregation was done to
focus on the different latent considered from the theoretical framework. Python 5.1 was
utilized to run the RFC. Data normalization was employed before the initial optimization
run. The different training and testing ratio (60:40, 70:30, 80:20, and 90:10), the criterion
(entropy and gini), splitter (best and random), and the depth (4–7) were considered. Each
combination was run 100 times to determine the average accuracy for the optimum tree. A
total of 6400 runs were done for the optimization process.

4. Results
4.1. Structural Equation Modeling

The initial SEM model for the perceived effectiveness of multigenerational manage-
ment leadership and metacognition among the service industry in the Philippines is shown
in Figure 2. As shown in the model, several hypotheses were determined to be insignificant,
namely, Managerial Cohort (Ha to Hd), Motivation to Subjective Norm (H3), Interpersonal
skills to Perceived Behavioral Control (H4), Attitude toward Behavior (H5), Perceived
Behavioral Control to Intention to Follow (H13), and Attitude toward Behavior to Intention
to Follow (H14). The above hypotheses were removed (p-value > 0.50; indicator < 0.50)
from the revised Structural Equation Model, being insignificant from the model following
the suggestion of Hair [64].

Presented in Table 2 are the descriptive statistics of the indicators together with the
initial and final factor loading. Moreover, Figure 3 presents the final SEM for the perceived
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effectiveness of multigenerational management leadership and metacognition among the
service industry in the Philippines.
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IS6 4.13 0.699 0.488 0.841 0.888
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Table 2. Cont.

Item Mean StDev Variance
Factor Loading

Initial Final

Work Values

WV1 3.85 0.925 0.856 0.840 0.857
WV2 4.33 0.735 0.540 0.725 0.884
WV3 3.91 0.867 0.752 0.325 -
WV4 4.37 0.701 0.491 0.649 0.886
WV5 3.92 0.817 0.667 0.367 -
WV6 4.57 0.606 0.367 0.811 -
WV7 4.46 0.658 0.433 0.810 0.889
WV8 4.56 0.579 0.335 0.835 0.850
WV9 3.93 0.804 0.647 0.366 -

Organizational Culture

OC1 3.91 0.748 0.559 0.507 0.511
OC2 4.16 0.687 0.472 0.690 0.685
OC3 3.98 0.697 0.486 0.700 0.729
OC4 4.00 0.725 0.525 0.840 0.825
OC5 4.08 0.695 0.482 0.840 0.845
OC6 4.04 0.745 0.555 0.796 0.809
OC7 4.07 0.737 0.543 0.772 0.783
OC8 4.08 0.671 0.450 0.741 0.718

Perceived Behavioral Control

PBC1 4.08 0.605 0.366 0.620 0.640
PBC2 4.16 0.620 0.385 0.764 0.790
PBC3 4.16 0.627 0.393 0.602 0.616
PBC4 4.23 0.607 0.369 0.846 0.888

Attitude toward Behavior

ATB1 4.14 0.649 0.421 0.697 0.767
ATB2 3.18 1.095 1.198 0.108 -
ATB3 4.46 0.608 0.370 0.402 -
ATB4 4.33 0.564 0.318 0.602 0.663
ATB5 4.23 0.608 0.370 0.869 0.872

Social Norms

SN1 4.13 0.729 0.531 0.715 0.795
SN2 4.24 0.687 0.472 0.644 0.705
SN3 4.57 0.538 0.289 0.624 0.652
SN4 4.22 0.646 0.418 0.704 0.745

Intention to Follow

IF1 4.28 0.659 0.435 0.646 0.564
IF2 4.50 0.585 0.343 0.674 0.729
IF3 4.38 0.629 0.396 0.755 0.843
IF4 4.14 0.754 0.568 0.718 0.764
IF5 4.10 0.767 0.588 0.668 0.636

Adapted Behavior

AB1 4.45 0.754 0.568 0.548 0.563
AB2 4.32 0.599 0.359 0.884 0.829
AB3 4.34 0.566 0.320 0.902 0.952
AB4 4.30 0.615 0.379 0.784 0.887
AB5 4.32 0.569 0.324 0.786 0.886

Perceived Effectiveness

PE1 4.41 0.599 0.358 0.724 0.669
PE2 4.50 0.560 0.314 0.824 0.803
PE3 4.51 0.581 0.338 0.840 0.860
PE4 4.51 0.577 0.333 0.874 0.850
PE5 4.51 0.589 0.347 0.767 0.742

The indices for the model fit for the final SEM are presented in Table 3. All values
met the minimum cutoff greater than 0.80, reflecting a good model fit [65]. Likewise, the
RMSEA has a value of 0.068, less than the minimum cutoff value, which signifies a good
model fitness [66].

To further evaluate the internal validity and reliability, Cronbach’s alpha, Average
Variance Extracted (AVE), and Composite Reliability (CR) were calculated. As seen in
Table 4, the Cronbach’s alpha and CR had values greater than 0.7, indicating internal
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validity and reliability [64]. Moreover, Hair [64] included that the AVE should have values
greater than 0.5 to justify the result of variance due to measurement errors. Furthermore, the
Common Method Bias (CMB) utilizing the Harman’s Single Factor Test resulted in 42.35%,
lower than the threshold of 50% [67,68]. This presents no CMB among the indicators and
latent for this study. Lastly, Table 5 shows the relationship among direct, indirect, and total
relationships of the different latent considered in this study. To which, 12 hypotheses were
considered significant.
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Table 3. Model fit indices.

Goodness of Fit Measures Parameter Estimates Minimum Cutoff Suggested by

Incremental Fit Index (IFI) 0.881 >0.800 Gefen et al. [65]
Tucker Lewis Index (TLI) 0.860 >0.800 Gefen et al. [65]
Comparative Fit Index (CFI) 0.879 >0.800 Gefen et al. [65]
Goodness of Fit Index (GFI) 0.835 >0.800 Gefen et al. [65]
Adjusted Goodness of Fit Index (AGFI) 0.861 >0.800 Gefen et al. [65]
Root Mean Square Error of Approximation (RMSEA) 0.068 <0.07 Steiger [66]

Table 4. Composite reliability.

Factor Cronbach’s α Average Variance Extracted (AVE) Composite Reliability (CR)

Multigenerational Cohort 0.807 - -
Motivation 0.837 0.644 0.915
Interpersonal Skills 0.824 0.684 0.915
Work Values 0.724 0.763 0.941
Organizational Culture 0.903 0.555 0.907
Perceived Behavioral Control 0.787 0.550 0.827
Attitude toward Behavior 0.735 0.596 0.814
Social Norms 0.716 0.527 0.816
Intention to Follow 0.806 0.510 0.836
Adapted Behavior 0.862 0.696 0.918
Perceived Effectiveness 0.905 0.621 0.890

4.2. Random Forest Classifier

The summary of the results is presented in Table 6. Applying the Analysis of Variance
to the results showed no significant difference. Therefore, the optimum combination to
generate the classification tree was considered the highest accuracy (93.00%) with the lowest
standard deviation (0.000). Presented in Figure 4 is the optimum tree for this study.

As presented in Figure 4, motivation (X1) will be set as the parent node. This implies
that X1 dictates the relationship for perceived effectiveness. When the value is set to have
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less than or equal to 0.048, it may consider a multigenerational cohort (X0) with a value less
than or equal to 1.752. Satisfying this will consider the lower value and work values (X3)
with less than or equal to 1.201. X1 will lead to remarkably high perceived effectiveness.
Otherwise, X0 from the child node will consider similar findings.

Table 5. Direct, indirect, and total relationship.

No. Variable Direct
Relationship p-Value Indirect

Relationship p-Value Total
Relationship p-Value

1 OC→SN 0.394 0.016 - - 0.394 0.016
2 OC→ATB 0.266 0.011 - - 0.266 0.011
3 OC→PBC 0.320 0.007 - - 0.320 0.007
4 WV→SN 0.514 0.020 - - 0.514 0.020
5 WV→ATB 0.362 0.007 - - 0.362 0.007
6 WV→PBC 0.526 0.003 - - 0.526 0.003
7 M→ATB 0.343 0.008 - - 0.343 0.008
8 M→PBC 0.162 0.048 - - 0.162 0.048
9 IS→SN 0.272 0.006 - - 0.272 0.006
10 SN→IF 0.899 0.006 - - 0.899 0.006
11 IF→AB 0.768 0.009 - - 0.768 0.009
12 AB→PE 0.670 0.010 - - 0.670 0.010
13 OC→IF - - 0.354 0.013 0.354 0.013
14 OC→AB - - 0.272 0.010 0.272 0.010
15 OC→PE - - 0.182 0.009 0.182 0.009
16 WV→IF - - 0.462 0.013 0.462 0.013
17 WV→AB - - 0.355 0.011 0.355 0.011
18 WV→PE - - 0.237 0.010 0.237 0.010
19 IS→IF - - 0.245 0.005 0.245 0.005
20 IS→AB - - 0.188 0.003 0.188 0.003
21 IS→PE - - 0.126 0.003 0.126 0.003
22 SN→AB - - 0.690 0.006 0.690 0.006
23 SN→PE - - 0.462 0.005 0.462 0.005
24 IF→PE - - 0.514 0.009 0.514 0.009

Table 6. Decision tree mean accuracy (Depth = 6).

Category 60:40 70:30 80:20 90:10

Random

Gini 86.74 86.92 86.78 84.64
Std. Dev. 4.654 4.512 5.015 6.611

Entropy 86.72 87.10 86.38 84.80
Std. Dev. 4.969 4.621 5.402 8.061

Best

Gini 88.00 88.20 90.00 88.00
Std. Dev. 0.000 0.404 0.000 0.000

Entropy 91.00 93.00 89.80 86.80
Std. Dev. 0.000 0.000 1.262 1.485

On the other hand, if the parent condition is insufficient, X0 will be considered leading
to X1 with a value less than or equal to 0.519. If not satisfied, X0 and Interpersonal skills
(X2) will be considered with values less than or equal to 1.526 and 0.539, respectively. Not
satisfying both will lead to high perceived effectiveness but fulfilling the condition will
lead to high perceived effectiveness. On another note, if X1 will be satisfied, X0 and X3
will be considered with high perceived effectiveness when values are less than or equal to
1.53 and 1.143, respectively. Otherwise, very high perceived effectiveness will be achieved.

From the result, it can be seen that motivation (X1) leads to a multigenerational
cohort (X0) to result in high and very high perceived effectiveness on multigenerational
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management leadership and metacognition among service industry companies in the
Philippines. Interpersonal skills (X2) and work values (X3) were also significant variables
that led to high or very high perceived effectiveness. The parent and majority of branching
led to classifying motivation and a multigenerational cohort as the most important factors
for very high perceived effectivity in management leadership among service industries
with 93.0% prediction accuracy.
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5. Discussion

The management sector in businesses worldwide considers the improvement of effi-
ciency important. This has been a challenge among industry leaders to attain the demands
from administrators. SEM and RFC were utilized in this study to evaluate factors affecting
perceived effectiveness on multigenerational management leadership and metacognition
among service industry companies in the Philippines.

The results from RFC presented that motivation and a multigenerational cohort (MC)
were significant variables that affected perceived effectiveness (PE). For a multigenerational
cohort, it could be deduced that the key indicators involved the feeling of independence,
not concerned with material possession, not bound to actions, respect for authority in the
workplace, ability to share ideas, learn and productivity, adaptability and team player,
and develop experience. This will lead to high or very high perceived effectiveness on
multigenerational management leadership and metacognition among service industry
companies. Stark and Poppler [69] and Baker Rosa and Hastings [70] suggested that
leaders may consider implementing practices for different generations in the workplace
as they have different attitudes and perspectives. In addition, they explained how each
generation possesses an attribute that can contribute to a company’s success. Thus, the need
to distinguish the perspective difference may result in higher effectivity in the industry or
business. Thus, different approaches and understandings among different generations may
bring effective communication that may enhance an individual’s retention and motivation
in the workplace.
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It could be inferred that job pay, satisfaction, productivity, interest, enjoyability, and
fairness in a workplace are key indicators for increasing employee motivation that led to
high or very high perceived effectiveness. Heyns and Kerr [71] explained a significant
relationship between motivation and MC. In relation to this study, it can be seen that
motivation and MC are aligned with leading for high or very high perceived effectiveness.
There are similarities in motivation in different generations [71]. However, they explained
that the management should consider the generations separately to promote motivation,
rather than considering the team as one type of generational cohort. Chi et al. [72] suggested
including openness in the workplace to promote coherence among different generations.
Different generations may find it easier to work together through effective communication
and increase productivity. As one of the indicators, productivity will then lead to the high
or very high perceived effectiveness of multigenerational management leadership.

Utilizing SEM, it was seen that Social Norms (SN) latent variable significantly affects
an individual’s Intention to Follow (IF) (β: 0.899; p = 0.006) and is the most significant factor
in Perceived Effectiveness (PE). It also showed that valuable skills, task appropriateness,
open communication, and team dynamics are substantial indicators that a leader should
possess to be effective. Generational workforce management presents a different challenge
to leaders and employers because of the different attitudes, habits, belief systems, and
expectations toward the organization of each generational cohort [39]. Knowing that
generational stereotypes are present in our society today, there are specific roles that
the generations present in the workplace. The different generations present themselves
differently in the workplace. Knowing the variations in the qualities of the generations,
attitude, and abilities would lead to high effectivity and productivity in the workplace [73].
This justifies the high indirect relationship of SN to AB (β: 0.690; p = 0.006) and PE (β: 0.462;
p = 0.002).

Team dynamics is one of the crucial indicators of SN functions because it serves as
a factor in transformational leadership because it is a key element for the success of any
organization. According to Black et al. [74], as a leader, one needs to maintain factors
such as open communication which is also part of the metacognitive skills. Communica-
tion, another essential indicator of SN, is a critical factor in maintaining a positive work
performance between employees as it encourages interaction between employees. It also
creates positive feedback towards the organization, and promotes employees to share their
thoughts in the workplace rather than being private about their ideas in a group in the
workforce [75]. Given that 73.40% of the respondent population of this study were a part of
organizations during their college years, they have developed their ability to work within
groups to express their ideas and opinions, which leads to organizational advancement [76].
One of a leader’s most valuable skills is influencing other people and facilitating their
teams in achieving their organizational goals [77].

Second, Intention to Follow (IF) significantly affects Adapted Behavior (AB) (β: 0.768;
p = 0.009). The results showed that Authority, Trust in Leadership, Conformity, Competence,
and Hierarchical Structure affect people’s behavior in the workplace. As a determinant of
a person’s behavioral intention, the following factors affect one’s attitude depending on
the benefit of the situation [52]. Due to the intention of an individual being a particular
response to a certain behavior, AB tends to be the predictor of how an individual perceives
having control over one’s performance or its significant impact on one’s behavior. Thus, IF
was seen to have an indirect relationship to PE (β: 0.514; p = 0.009).

Third, it was seen that there is a significant positive relationship between AB and PE
(β: 0.670; p = 0.010). The results showed that people’s Satisfaction, Work Environment,
Demands, Personal and Social Responsibility, and Work beliefs significantly affect how
they interpret a message. As AB depends on one’s knowledge about the community and
social responsibility [52], it substantially affects the impact that a specific message has
on the receiver, which is their PE to perform a task [78]. According to Jomah [79], the
following message and leader style of a person in charge indeed has a close and significant
relationship to how a person will interpret and learn the following message.
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Fourth, Work values (WV) significantly affected SN (β: 0.514; p = 0.020) and Perceived
Behavioral Control (PBC) (β: 0.526; p = 0.003). Based on its indicators, job rewards and
recognition, social interactivity, work ethics, work relationships, and personal development
substantially affect the attitudes and behaviors that characterize a leader’s quality. Different
generations have diverse preferences in terms of the workplace, such as the attitude to
authority, the scheme for learning new skills, and ideal leadership qualities, as evident
in the study of Hansen and Leuty [44]. This also justifies the indirect relationship of
WV to IF (β: 0.462; p = 0.013) and AB (β: 0.355; p = 0.011). The WV indicators also
emphasized that the behavioral perspective of leaders towards their approach in their
respective jobs in the organizations is affected by job satisfaction and work motivation. In
relation to this, the study’s results showed that the indicators of work values significantly
influence a leader’s decision-making process and intention. This is similar to the findings of
Cemalcilar et al. [80], wherein it is determined that work values serve as a guiding principle
of the work-related behavior of a leader. This is supported by the evidence from this study
that WV had a significant direct relationship on ATB (β: 0.362; p = 0.007) and PBC (β: 0.260;
p = 0.008) and an indirect relationship to PE (β: 0.237; p = 0.010).

Results showed the Organization culture (OC) presented a significant direct relation-
ship PBC (β: 0.320; p = 0.007). Likewise, OC was also perceived to significantly affect
Attitude towards behavior (ATB) (β: 0.266; p = 0.011). Based on PBC indicators, as people
know what factors affect their decision-making skills, it regulates their response toward
one’s behavioral intentions [48,52]. As evident in the study of Conner [52], he stated
that the perception of an individual response controls the performance of their behavior.
Schwieger [81] and Ajzen [82] mentioned that as leaders become aware and knowledgeable
of their decision-making skills, it possibly shows how leaders develop the importance of
having confidence, availability of time, and resources. In relation, it was seen that OC
had a significant direct relationship with SN (β: 0.394; p = 0.016). It conveys that the
latent variables of SN, namely valuable skills, task appropriateness, open communication,
and team dynamics, affect the present OC perception in one’s workplace. The following
values, beliefs, and unparalleled views that affect the organizational culture are influential
in developing the norms in the organization [83]. This led to the indirect effect of OC to AB
(β: 0.272; p = 0.010) and IF (β: 0.354; p = 0.013).

Interestingly, interpersonal skills (IS) had a significant direct relationship on SN
(β: 0.272; p = 0.006) and an indirect relationship to AB (β: 0.188; p = 0.003) and IF (β: 0.245;
p = 0.005). Several indicators, including work interactivity, transparency, empathy at the
workplace, personal feedback, and assertiveness, contribute to the quality of behavior that
characterizes the social group of the respondents, influencing other individuals within
that specific group. This is attributed to SN being a motivating factor for an individual to
act, as supported by the study of Conner [52]. As most respondents agreed, due to their
experiences as leaders of developing generationally imposed norms with the group they
worked with from their respective organizations. Beenen et al. [41] and Jiri [35] mentioned
that interpersonal skills are goal-directed behaviors that can accomplish organizational
goals anchored on human interactivity. This justifies the results of the study.

The SEM results have shown that motivation significantly affects PBC (β: 0.162;
p = 0.048). Highly motivated people, based on motivation indicators, job satisfaction, self-
complacency, job attraction, job engagement, and job contentment, tend to dedicate such
energy accompanied by a motivation-induced desire to accomplish a task, at the same time
convinced that their efforts would yield relevant outcomes for themselves [84]. Moreover,
it supports how such motivation relationships can directly impact one’s PBC. Conner [52]
and Kurata et al. [85] described PBC as the “control over the performance of their own
behavior” associated with how a motivated person can control their motivation-induced
desires to accomplish work-related goals. In addition, all these can support how motivation
has a significant direct relationship with ATB (β: 0.343; p = 0.008), given that PBC tends to
moderate how ATB influences an individual’s intention [82], although this can also support
why there is a significant indirect relationship between motivation and intention to follow.
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5.1. Theoretical Implications

Service industries could utilize the integrated theories of Generational Cohort Theory
and Theory of Planned Behavior to measure their management aspect holistically; thus, it
can be extended to evaluate managerial divisions for other industrial sectors worldwide.
As mentioned earlier, it is challenging for service industry leaders to maintain all factors
when presented with different belief systems, attitudes, and behaviors demonstrated by
different generational cohorts [17]. In this study, it was seen that motivation, multigen-
erational cohort, interpersonal skills, and work values significantly led to high and very
high perceived effectiveness. Corporate leaders should plan, develop, or modify existing
multigenerational leadership management practices that moderate social norm influences
among organizational members, as evident in the study of Conner [52]. In addition, Lide-
gaard et al. [86] highlighted that not evaluating changing demographics would cause a
significance negative workplace output.

5.2. Practical Implications

Organizational culture (OC) was also significantly influential to the effectiveness of
multigenerational management leadership and metacognition. Variables such as values,
beliefs, and exceptional views affect organizational cultures and are considered effective in
corporate norms development, as evident in Brown’s study [83]. The employees’ socially
constructed and subconscious behavior shows how they interact in the workplace, further
developing and directing the organizational culture [87]. Evaluating factors such as the
behavior, attitude, skills, and perspective of the different multigenerational cohort should
be considered. This will heighten to a favorable managerial implication, create workplace
strategies, and develop high job satisfaction among the other generation. Thus, considering
the skills, culture, motivation, and work values would highlight the proper evaluation for
collaboration, careers, authority, and productivity in a workplace.

5.3. Limitations

As powerful as the results presented are, the authors recognize its limitations. First,
the Philippines has strictly implemented its guidelines on restrictions and movement of
people due to the rising COVID-19 cases, which resulted in limiting the data gathering
to the distribution of self-administered questionnaires online. Given that all businesses,
institutions, and establishments are slowly adjusting to the effects of the pandemic, further
research may also consider exploring the utilization of focus group interviews to acquire a
greater extent of understanding of the ratings that the participants of the study provided.
Moreover, in the distribution and selection process of the respondents, the approach that the
researchers utilized was convenience sampling. In effect, each generational classification
cohort was not equally distributed, leaving the significant bulk of Generation Y more
dominant across the generational groups, which amounted to 53.60% of the sample size.
In terms of reliability measures of the study, scales and subscales indicate good reliability;
however, results may differ for equal subgroups. This should be highlighted and explored
by future researchers. Additionally, causal inferences may be employed with the study
utilizing higher calculation complexity of different tools such as machine learning algorithm
(i.e., Artificial Neural Network, K-Nearest Neighbor, Naïve Bayes) and even clustering
(e.g., K-Means, C-Means, Fuzzy analysis) to provide distinction among generational cohort,
indicators, and latent variable [88]. In addition, this would suffice and justify the findings
when SEM disadvantages would be recognized.

5.4. Managerial Insights

Based on the findings, the service industry may capitalize on the different genera-
tional cohorts under their management. Motivation, Multigenerational Cohort, Interper-
sonal Skills, Work Values, Organizational Culture, Social Norms, Intention to Follow, and
Adapted Behavior were highly significant. It could be deduced that if the leaders are
motivated, efficiency among processes will be positive. In addition, the leader’s adapted be-
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havior may be considered advantageous. Since different generational cohorts have several
advantages on skills and attitude in the workplace, these may be applied and highlighted
to build a backbone management and leadership team as a whole. Involving the discussion
of Manioudis and Meramveliotakis [89], it could be seen that industries should consider
the multilayered historical legacy from classical political, environmental, and economic
political aspects of an industry. It was also suggested that their findings revealed that
integrating classical and modern sustainable perspectives in management styles would
lead to development for business. In addition, Klarin [90] highlighted the progression of
the classical or traditional sustainable business development throughout the years, but the
goal remains the same. Concerning this study, it could be posited that factors that affect
these changes are affected by the socio-economic, political, cultural, and environmental
development throughout the years. Therefore, the support of the socio-economic and
cultural aspects has been achieved with the findings of this study. Service industries or
other industries may also apply the study results to create a sustainable business model
that incorporates the adaptive behavior, pro-activity, and valued skills of leaders among
different generational cohorts.

6. Conclusions

The service industries are considered the most substantial factor in the economic
growth of the Philippines, holding the most significant proportion of employed individuals
by major industry groups. Up to present times, industry experts are constantly pursuing
management-related studies given the critical trend of workforce operations. These studies
also aim to determine the effective measures in managing human resources. However,
despite its notable implications to the economy, there has been limited academic research
about said industry, especially regarding multigenerational management leadership effec-
tiveness in the context of the Philippine service industries. This study aimed to analyze
the factors affecting the perceived effectiveness of management leadership among Filipino
service industry leaders through the integration of the Generational Cohort Theory (GCT)
and Theory of Planned Behavior (TPB).

Factors including motivation, multigenerational cohort, interpersonal skills, work val-
ues, and organizational culture were simultaneously assessed through structural equation
modeling (SEM) and random forest classifier (RFC). Furthermore, the results of this study
revealed that Motivation, Multigenerational Cohort, Interpersonal Skills, Work Values,
Organizational Culture, Social Norms, Intention to Follow, and Adapted Behavior have
a significant relationship leading to a high and very high perceived effectiveness of the
leadership management of Philippine service industries. Ultimately, the constructed SEM
model and RFC can be of further use by adapting the said model to leadership management
applicable in other sectors, namely the agricultural and industrial sectors, even in other
countries worldwide.
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Appendix A

Table A1. Table of constructs and measurement items.

Construct Items Measures Supporting
References

Multigenerational Cohort

MC1 I think that I am not bound to what kind of action I should possess. [91]

MC2 I think that I am not concerned or preoccupied with
material possessions. [91]

MC3 I believe that I am independent. [91]
MC4 I think that I respect the authority in my organization. [92]
MC5 I believe I like to share innovative ideas with my colleagues. [92]
MC6 I am willing to work harder to achieve good results in the workplace. [92]

MC7 I believe that learning is associated with being capable of
being productive. [92]

MC8 I believe I can quickly adapt to changes in the workplace. [92]

MC9 I believe that I can perform better when working in teams/groups to
accomplish tasks. [92]

MC10 I think I have sufficient experience as a manager in my field of work. [93]

MC11 I think what I do in my field of work as my experiences shape
a manager. [93]

MC12 I believe that my experiences shape my professional values as a leader. [93]

Motivation

M1 I think that I prefer to work in an interactive work environment. [35]
M2 I think I value transparency between individuals in the workplace. [35]
M3 I think I am performing well by being productive in my job. [5,39]
M4 I believe my tasks are engaging. [5,39]
M5 I believe that my job is enjoyable. [5,39]
M6 I think my job is fair and just. [5,39]

Interpersonal Skills

IS1 I think that I prefer to work in an interactive work environment. [35]
IS2 I think I value transparency between individuals in the workplace. [35]
IS3 I think I empathize with other individuals in the workplace. [35]

IS4 I think personal feedback on my performance in the workplace
is essential. [35]

IS5 I think I can communicate effectively. [35]
IS6 I think I have the quality of being assertive. [35]

Work Values

WV1 I think that my salary is what drives me to do better in my
work performance. [36,94]

WV2 I enjoy rewards and recognition in my job. [36]
WV3 I think I am motivated to do my job because of the work compensation. [36]
WV4 I prefer social interactions at my workplace. [36]
WV5 I think I prefer challenging assignments. [36]
WV6 I think work ethics are essential when it comes to performing my job. [36]
WV7 I believe that substantial relationships in work are most effective. [36]
WV8 I value my learning and development in the workplace. [36]
WV9 I prefer to lead a work task. [36]
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Table A1. Cont.

Construct Items Measures Supporting
References

Organizational Culture

OC1 I think that the organization I work in is a very personal place. [95]
OC2 I think that the organization that I work in is very result oriented. [95]
OC3 I think the organization I work in is very controlled and structured. [95]

OC4 I think that the organization I work in promotes acquiring
new resources. [95]

OC5 I think the organization I work in creates new challenges for
its employees. [95]

OC6 I think that the organization I work in emphasizes competitive actions
to motivate achievement. [95]

OC7 I think that the organization I work in emphasizes permanence
and stability. [95]

OC8 I think the organization I work in defines success based on efficiency. [95]

Perceived Behavioral Control

PBC1 I am confident in terms of my decision-making skills. [81,82,94]
PBC2 I think the availability of time is a factor in decision-making. [81,82,94]

PBC3 I think the availability of monetary and other needed resources is
essential in my decision-making process. [81,82,94]

PBC4 I think that cooperation with my other co-workers is significant to my
decision-making process. [81,82]

Attitude Toward Behavior

ATB1 I am loyal to my employers. [33]
ATB2 I feel anxious waiting for someone to give feedback. [96]
ATB3 I am determined and passionate about success in my career. [97]
ATB4 I am ready and able to respond well to contingencies in the workplace. [97]
ATB5 I am well committed to my organization. [97]

Social Norms

SN1 Most people know what skills are valuable to the company. [98]
SN2 Most people I know can execute the tasks assigned to them.

SN3 I believe open communication can improve relationships
and transparency. [99]

SN4 I have experienced developing generationally imposed norms with a
group that helped me to work together. [100]

Intention to Follow

IF1 I believe that authority should be respected as a top value. [34]

IF2 I prefer having leaders who can be trusted, dependable, and listen
well for me to have the conviction to follow them. [34]

IF3 I value conformity towards how the management impacts the
employees’ intention to follow. [34]

IF4 I prefer to follow my sense of right and wrong in the workplace. [34,39]
IF5 I believe that a hierarchical structure is effective in the workplace. [34]

Adapted Behavior

AB1 I am looking for a job that can satisfy my needs. [98]

AB2 I can cope with the natural and social demands in my
work environment. [53]

AB3 I can function and maintain myself amidst present demands. [53]

AB4 I can satisfactorily meet culturally imposed demands of personal and
social responsibility. [53]

AB5 I adapt accordingly to the changes in the standard work beliefs
expected for my age and cultural group. [53,98]

Perceived Effectiveness

PE1 I think that metacognition can be taught and developed. [101]

PE2 I believe developing management styles will help to have culturally
diversified workers. [6]

PE3 I believe in a leadership approach that finds strength in generational
differences instead of taking them as a weakness. [102]

PE4 I prefer and advocate for mentorships to achieve as a leader or
acknowledge as an employee perceived effectiveness. [97,102,103]

PE5 I believe that leaders who prioritize team growth are the ones relative
to have a persuasive impact. [103,104]
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