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Introduction

Ethics is one of the most ancient forms of spiritual
activity. The need for understanding the
relationship of man to man appeared a very long
time ago, at the very dawn of civilization. The
term “ethics” historically comes from the Greek
“ethos,” which means - character, character,
custom, lifestyle, law. The emergence of ethics as
a term and a particular systematic discipline is
associated with Aristotle’s name. Based on the
word “ethos” in the meaning of character,
Aristotle formed the adjective “ethical” to denote
a particular class of human qualities, which he
called ethical virtues. Ethics is often called
“practical philosophy” (Cheney et al., 2011). The
word “ethics” began to denote the field of
philosophical knowledge studying human
virtues, or the doctrine of morality, exploring the
wisdom of life, in which people tried to
understand what happiness is and how to achieve
it (Minkes et al., 1999). Today, researchers have
developed different definitions of ethics which
have different meanings. For example, according
to Paul and Elder (2013), “ethics is a set of
concepts and principles that guide us in
determining what behavior helps or harms
sentient creatures” (Prifti, 2015, p. 55). Williams
(2015) defines ethics as “the set of moral
principles or values that defines right and wrong
for a person or group” (p. 67). According to
Dlabay et al. (2009), “ethics are the principles of
conduct governing an individual or a group” (p.
164). Thus, since ancient times, ethics as a
science has been one of the areas of philosophy,
which is engaged in studying moral and moral

values of various social groups. In the
continuation of the traditions of ancient
philosophers and thinkers, modern ethics is
studying the deeper moral problems of humanity.
Definition of Ethical Leadership

The topic of leadership has always
occupied a special place at all stages of the
development of society. The power and
responsibility of the leader, on the one hand, as
well as recognition and respect for the leader, on
the other hand, are directly interconnected with
the system of values and the moral standard that
exists in a given society (Mitchell & Mitchell,
2009). In any company, fixed capital is a human
resource. The leader is responsible for ensuring
that all employees fully realize their potential and
play an active role in a large corporation's fate.
For this, they should be an example for everyone,
especially in situations where people are led by a
thirst for money, power, and meeting their needs.
A leader should be an ideal of personality
development and translate highly moral behavior
standards, that is, be ethical (Mitchell & Mitchell,
2009). Brown and Trevifio (2006) define ethical
leadership as “the demonstration of normatively
appropriate conduct through personal actions and
interpersonal relationships, and the promotion of
such conduct to followers through two-way
communication, reinforcement, and decision-
making” (p. 596). This definition argues that a
leader fulfills two leading ethical roles: person
and manager. The role of an ethical person means
that a leader has his / her moral values. At the
same time, an ethical manager's role means that
he/she applies these values at work on his / her
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followers. Miheli¢ et al. (2010) argue that
“leader's mission is to serve and support and his
passion for leading comes from compassion” (p.
32). According to De Hoogh and Den Hartog
(2008), ethical leadership is such a role model
consisting of fairness, morality, power-sharing,
and role clarification. Hassan et al. (2014)
support this opinion and believe that ethical
leadership means treating people with morality
and fairness and, at the same time, effectively
manage the company. Shakeel et al. (2019)
proposed a broader definition of ethical
leadership, including several critical points:
Ethical leadership is the implicit and
explicit pursuit of desired ethical
behavior for self and followers through
efforts governed by rules and principles
that advocate learning motivation,
healthy optimism and clarity of purpose
to uphold the values of empowerment,
service to others, concern for human
rights, change for betterment and
fulfilling duties towards society, future
generations, environment and its
sustainability (p. 615).

Ethical leadership has many definitions, but
most claim that it aims to achieve individual goals
through noble means. One of the main tasks of
such leadership is to create conditions for
employees to share a conventional value system
(Mitchell & Mitchell, 2009). An ethical leader's
essential feature is that he or she is guided by
ethical values everywhere: in behavior, when
making decisions, in building relationships. The
true leader is distinguished by the ability to
separate good from evil, fulfill promises, and,
finally, honesty and openness in interpersonal
contacts (Ciulla, 2009). The consistency of the
leader's statements with deeds will be rewarded
with loyalty, trust, and respect from the team.

The Development of Ethical Leadership
In modern management, the leader's role is no
longer limited solely to the main functions of

management: planning, organization, motivation,
and control. Modern leadership has no less
important tasks: to lead, to be an assistant for their
subordinates, and to establish moral guidelines,
that is, to be an ethical leader (Mitchell &
Mitchell, 2009). The concept of ethical leadership
developed against the background of various
tasks based on research on leadership theories.
The processes of globalization and border erasure
created new conditions for most companies'
work, which required managers of a completely
different type (Ciulla, 2009). According to
Alshammari et al. (2015), ethical leadership
development began in the 20th century due to
increased competition in the labor market. The
organizational success of the company was a
fundamental factor in the development of such
leadership. Researchers emphasized that since the
mid-20th century, managers have redefined the
role of employees and realized that they should
value them since if they feel they are essential,
they help increase labor productivity (Nelson et
al., 2012). At that time, the integrative approach
of Eisenbeiss also gained popularity, which
identified four main dimensions (central
orientations) of the ethical leader, formulated as a
result of the analysis of ancient and modern
Western philosophical thought, Eastern moral
philosophy, and world religions. They include
human orientation, which means respect and
recognition of others; justice, expressed in
decision-making without discrimination on
various grounds; responsibility, characterized by
a long-term view of success and concern for the
well-being of the environment; moderation,
manifested in modesty and restraint (Eisenbeiss,
2012). That means that an ethical leader serves as
a role model and represents the image of the
organization. Avolio et al. (2009) point out that
ethical leaders embodied the values, ideas, vision,
and goals of the company throughout the
development. Their mission was to connect both
employees and customers and other interested
parties while acting morally and ethically. Thus,
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since the mid-20th century, researchers have
examined an ethical leader's role as a model of
behavior for any organization.

Patterns of Ethical Leadership

The modern world is characterized by constantly
changing conditions that affect the behavior of
leaders. Therefore, until today, researchers have
developed many patterns of ethical leadership
that exist as role models. In understanding ethical
leadership, two key elements must be taken into
account: the qualities of the leader himself and
the characteristics of his / her behavior, including
the leader's morality, honesty, ethical
consciousness, as well as the ability to interact
without violating ethical principles, and to
introduce the ethical aspect into the activities of
the team and organization. Werner Webb defines
ethical leadership as demonstrating good
normative behavior through personal actions and
interpersonal relationships and promoting such
behavior among followers through two-way
communication, reinforcement, and decision-
making (Farazmand, 2018). Ethical leadership is
seen as an ethical act that inspires others to make
positive changes by achieving a common goal.
Ciulla and Forsyth (2011) believe that an ethical
leader is a person who not only perfectly
performs the right actions but performs them
correctly and for reasonable goals and thus
transforms moral goals into ethical actions.
However, owning qualities does not mean
realizing one's intentions in actions and
relationships. Therefore, the next critical
component of ethical leadership is proper
behavior, the implementation of the right actions
correctly, and reasonable goals.

Gomez-Mejia et al. (2008) believe that
ethical leadership's main pattern is to follow the
company's values and mission. As a result,
leaders must manage the organization to achieve
goals and not violate ethical conduct standards.
American sociologists, Kouzes, and Posner
(2000) have shown that only four distinctive

features are common to established leaders today:
honesty, ability to predict, ability to inspire
people, and competence. So, based on the theory
of the environment, we can conclude that these
qualities are in demand by modern society. These
qualities can cause what is called influence, and
this is the social and ethical significance of
leadership. A person's image plays a vital role in
the perception by other people of his/her
personality's ethical side. It was found that this
fact regarding the leader's ethics is actual both for
the workplace and outside the work environment
(Lewis, 2016). For example, if an employee
witnesses how his leader, while on vacation,
shows unethical behavior, the employee is likely
to perceive this leader as unethical in general,
despite his behavior in the workplace. It indicates
that leaders who want to maintain their reputation
as an ethical person should behave appropriately
both at work and outside.

Downe et al. (2016) point out that ethical
leadership is much more than just adhering to the
rules, as leaders' actions can be necessary for
promoting good behavior and building an ethical
culture. The personal moral values of leaders,
which serve as role models, are crucial. Effective
leaders should be prepared to informally
intervene to manage behavior in their
organizations and solve problems, rather than
rely on formal regulatory mechanisms (Downe et
al., 2016). Of course, an ethical leader, in addition
to demonstrating the best patterns of behavior,
should inspire, motivate, organize the actions of
followers, and be the initiator of ethically sound
group interactions, besides the fact that he is a
moral person, he must be an ethical manager. In
this context, Brown and Trevifio (2006) note that
a moral manager is designed to deliberately
influence employee behavior through deliberate
and visible role modeling of ethical actions, as
well as using organizational rewards and
punishments to make people accountable for their
actions. Based on this, firstly, ethical leaders set
standards and serve as role models in ethical
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conduct. Secondly, they determine ethical
decisions in the organization. Third, how leaders
respond to unethical behavior (through rewards,
assistance, sanctioning, approving, or even
ignoring) indicates whether it is acceptable. Thus,
ethical leadership is not a type of leadership, but
a particular facet of it - focusing on its moral,
ethical components, which are meaning-forming
for leadership. Ethical leadership is the key to
building respect between people. Adhering to the
principles of responsible and ethical leadership, a
person can achieve the best results and change for
the better the business environment and the whole
world. A leader is, first of all, a person with a
particular character and own goals. Like any
person, a manager has individual ethical views
that he or she has formed based on his own
experience throughout the life.

Ethical Sensitivity

Entering into interaction with each other, people,
depending on the orientation on the values of
coercion or non-violence, can occupy different
positions. We can distinguish several factors that
have the most significant impact on people taking
one or another position of interaction. They
include stereotyping, accepting another person, a
tolerant attitude, egocentrism or lack thereof,
level of trust in others and oneself, specific
sensitivity to a person, and others. The
phenomenon of sensitivity to a person plays a
unique role in the adoption of his / her position by
an individual, that is, the ability to distinguish
other people as significant subjects of interaction,
to make them an object of their attention, without
experiencing antipathy or indifference to them
(Patterson, 2001). The concept of ethical
sensitivity was introduced into psychological use
by J. Rest (Rest, 1987). The author defines it as a
person's awareness of how their actions can affect
other people. This “awareness” includes knowing
who is involved in a moral choice situation,
constructing possible behaviors in this situation,
and an idea of what impact the actions are taken

will have on different actors in the situation (Rest,
1987). The construct “ethical sensitivity” is
widely used in modern research. For example, in
the 1992 year, Dr. Dennis Wittmer conducted an
experiment where he analyzed how ethical
sensitivity affects managerial decision-making.
He concluded that different actions of employees
are related to the manager's ethical sensitivity.
Therefore, ethical sensitivity is quite essential for
any leader.

Ethical Leadership Dimensions

Ethical leadership is based on three
interdependent aspects of ethics, which include
the concepts of critique, care, and justice.
Together, these concepts form the tridimensional
model, formulated by Starratt in 1991.

Critique. In his work, Starratt (1991) describes a
tridimensional model starting with the ethics of
critigue  because he believes that any
transformations and transitions are followed by it.
Under this dimension, he examines the injustice
that exists in any social relations. This injustice is
formed by laws or through the use of language. In
his article, Starratt (1991) describes several issues
that are confronted by this ethical dimension. For
example, they include “sexism language and
structured bias in the workplace,” “racial bias,”
“the preservation of powerful groups'
hegemony,” and others (Starratt, 1991, p. 189). In
general, ethics of critique describes actions that
benefit one, but at the same time harm others.
When people see this injustice, they seek to
increase the awareness of all people, which will
contribute to a better and more honest distribution
of social benefits. The same applies to ethical
leaders. Starratt (1991) believes that “their basic
stance is ethical for they are dealing with
guestions of social justice and human dignity,
although not with individual choices” (p. 189).
According to Vogel (2012), “the ethic of critique
is rooted in critical theory and emphasizes ethical
behavior as that which addresses inequities
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among individuals and groups, related to social
class and other factors which impact one’s power
and voice, as well as the ensuing treatment,
resources, and other benefits” (p. 3). Eyal et al.
(2011) think that “the ethic of critique stresses
principals’ obligation to re-examine and confront
social norms, institutions, and infrastructure that
harm and oppress weaker populations™ (p. 399).
Thus, ethical leaders act for the benefit of others.

Care. The next ethical dimension developed by
Starratt (1991) is the ethics of care. He writes that
“such an ethic focuses on the demands of
relationships, not from a contractual or legalistic
standpoint, but from the standpoint of absolute
regard” (Starratt, 1991, p. 195). In consonance
with this ethics, no man can use another to
achieve his goals .further, each person has his
own merits and tires to reveal them to others.
Starratt (1991) notes that the “ethic of caring
requires fidelity to persons, a willingness to
acknowledge their right to be who they are,
openness to encountering them in their authentic
individuality, loyalty to the relationship” (p. 195).
“The ethics of care...constitutes an ethical
approach in terms of which involvement,
harmonious relations and the needs of others play
an important part in ethical decision-making in
each ethical situation” (Botes, 2000, p. 1071).
Eyal et al. (2011) believe that “the ethic of care is
based on empathy and responsibility for the well-
being of each individual; it focuses on the needs
and desires of the individual” (p. 399). Thus,
according to the ethics of care, ethical leaders
perceive healthy human relationships as an
essential element in the company's ordinary and
effective functioning.

Justice. Starratt's (1991) ideas about ethics of
justice take roots from the works of Thomas
Hobbes, John Locke, and John Rawls. According
to these works, “individuals are driven by their
passions and interests, especially by fear of harm
and desire for comfort” (Starratt, 1991, p. 192).

Therefore, human dignity protection depends
only on the ethical and moral quality of social
relations between people. Starratt (1991) believes
that justice is influenced by many factors that
include both tradition and society. This ethical
dimension's main goal is “to provoke exchanges,
engage in debate and demonstrate transparency in
management, and look for solutions when
understanding is challenged” (Langlois et al.,
2014, p. 313). “The ethics of justice constitutes
an ethical perspective in terms of which ethical
decisions are made on the basis of universal
principles and rules, and in an impartial and
verifiable manner with a view to ensuring the fair
and equitable treatment of all people” (Botes,
2000, p. 1071). Ethics of justice encourages
people to act autonomously, but fairly while
collaborating with others. “This ethic is grounded
in social contract and focuses on individual rights
and equal treatment” (Eyal et al. 2011, p. 399).
Constant debate, consultation, and exchange of
opinions are fair and very effective measures for
managing any company.

The concept of ethical sensitivity is based on
a moral theory of ethical judgment in the
workplace. This theory's unique contribution is to
give individuals with conceptual help for
deciding how to respond in situations involving
competing moral claims. Moral judgment is
founded on four elements, according to Rest
(1986): ethical sensitivity, ethical judgment,
ethical motivation, and ethical character. Rest
(1986) and Cooper (2006) agree that ethical
sensitivity is the initial stage in developing ethical
behavior, however Tuana (2007) believes that
ethical sensitivity is a critical component in the
development of moral literacy, which includes at
least three major components: the ability to assess
whether or not a situation entails ethical
concerns; knowledge of the ethical situation's
moral intensity; and the ability to identify the
moral qualities or principles that underpin an
ethical predicament.



25

Journal of Positive School Psychology

Leaders as influencers can develop ethical
followers by acting ethically (Trevino & Brown,
2005). People learn by seeing the acts, attitudes,
and values of attractive and credible role models,
according to social learning theory (Bandura,
1977, 1986). Ethical leaders are appealing role
models because they treat others fairly, honestly,
and compassionately (Brown & Trevino, 2006),
and their attractiveness is heightened by their
power and prestige (Bandura, 1986). Ethical
leaders are also seen as credible role models
because they practice what they preach (Brown &
Trevino, 2006). As a result, for starters, leaders
provide ethical guidance.

Social exchange theory is another
theoretical concept that confirm the role of the
relationship quality between the leader and
followers in maintaining ethical practices (Blau,
1960; Gouldner, 1960; Homans, 1958). Trevino
and Brown (2005) explained how ethical leaders
affect their followers (Trevino & Brown, 2005).
Social exchange processes are crucial in building
and maintaining interdependent relationships
between leaders and followers, as well as in
developing and maintaining trust between the two
parties (Whitener et al., 1998). The core premise
is that in social exchange interactions, followers
obey the reciprocity norm, which leads them to
freely reciprocate incentives or benefits they have
received from their leader.

Ethical Leadership and Job Satisfaction
The Influence of Ethical Leadership on
Employees

The effectiveness of any organization's
functioning depends on its staff, its cohesion, and
its focus on results. The behavior of staff in the
organization is due to a leader who is a unique
way to build relationships in the team and with
the team. An essential element of management in
an organization is leadership, which is
determined by the ability to influence all the
processes taking place in it. According to
Alshammari et al. (2015), “qualities of a leader

plays a leading role in developing the
transformational goal of leadership concerned
with expressing the mission of the organization
and laying the necessary foundation for the
policies, strategies, and procedures for
leadership” (p. 111). In general, many studies
show that ethical leadership has many benefits for
employees of any company. Al Halbusi et al.
(2019) in the study examined the impact of
ethical leadership on employees' ethical behavior.
They concluded that “ethical leadership
positively  influences  employees’ ethical
behavior, and this relationship is shaped by
organizational justice” (Al Halbusi et al. 2019, p.
1). Walumbwa et al. (2011) held an experiment at
Cornell University and concluded that ethical
leadership  positively  impacts  employee
performance. “Organizations may find it useful to
emphasize both leader and follower selection and
training so that ethical behaviors are exhibited by
and rewarded in employees” (Walumbwa et al.,
2011, p. 18). Other research by Elci et al. (2012)
showed that ethical leadership leads to less
employee turnover. In terms of the high cost of
continuous staff change, ethical leadership
creates undeniable benefits. Engelbrecht et al.
(2014) believe that ethical leadership stimulates
employee confidence in company leadership. As
a result, they do their work more thoroughly and
show superior performance. Importantly,
according to Jha and Singh (2019), ethical
leadership contributes to the development of
better employment relations and organizational
climate. However, Zhou and Zhang (2019)
believe that ethical leadership may harm
employee's creativity because employees trust
their beloved leader, consider him or her the best,
and as a result, take into account all his or her
ideas in the process of doing the work. As a result,
they do not contribute to promoting their ideas,
thereby “killing” their creativity. Thus, ethical
leadership, on the one hand, increases the
productivity of employees, improves their
relationships, and reduces company costs.
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However, on the other hand, this type of
leadership does not contribute to the development
of creativity of employees who are fully
committed to their mentor's ideas.

The Role of Ethical Leadership in Achieving
Satisfaction Among Employees

Relations with the leader are among the most
significant factors that affect employees' attitudes
and behavior. A leader becomes a conductor of
the organization's values and norms, its rules, and
preferred behavior. According to the research
results, relations with a manager turn out to be the
dominant factor when an employee intends to
leave the organization (Long & Thean, 2011;
Yousef, 2000). “Employee satisfaction” is a term
used to describe whether employees are happy
and whether they fulfill their desires and needs.
Many measures imply that employee satisfaction
is a factor in motivation, the achievement of
goals, and positive morale in the workplace.
While some companies are building a positive
Human Resources brand and believe that they are
doing very well, only 13% of employees in the
world love their work (Nink & Rosinson, 2016).
According to Ahmed (2018), “employee
satisfaction is not that simplistic, as it is perceived
instead it is focused on multidimensional
psychological responses, it reflects the emotional
state of the employee towards various factors
involved in his / her job” (p. 60 ). Factors
contributing to employee satisfaction include
respecting employees, ensuring they are regularly
recognized, empowering, providing benefits and
compensation that exceed industry averages,
providing benefits, and positive management
within goals, dimensions, and expectations.

In their study, Kooskora and Mdgi (2010)
stated that ethical leadership positively affects
employee satisfaction, since such leaders act by
the company's goals, inspire trust among
employees, create a pleasant organizational
climate, and inspire them. Ethical leaders do their
best to avoid employees' job dissatisfaction,

including an in-depth analysis of the causes of
dissatisfaction. Ahmed (2018) points out four
leading causes of employee dissatisfaction:
indifferences with staff, underpayment, lack of
career advancement, and lack of challenging
environment.The author also focuses on five
ethical practices used by ethical leaders to
increase job satisfaction. They include a friendly
and respectful environment, commonalities
among employees, dynamism at work, financial
and non-financial rewards, and stress-free
environment. Ahmed (2018) notes that “often
money is not only the criteria for employees' job
satisfaction, though arguably an important
criteria to motivate and retain the staff” (p. 62).
According to Attar et al. (2017), “leader attributes
and practices assume an imperative part in
employees improved job satisfaction and helping
them build up a charming feeling about their
work” (p. 22). Yates (2010) conducted an
extensive study and analyzed the correlation
between ethical leadership and employee
satisfaction. He found that “employees led by
highly ethical leaders demonstrated greater job
satisfaction than those led by less ethical leaders”
(Yates, 2010, p. 75). According to Yozgat and
Mesekiran (2016), “providing trust, ethical and
moral standards, motivation to pursue tasks and
complying with employee job satisfaction and
through advocating ideological values and
visions, leadership enhances an organization” (p.
130). Therefore, ethical leaders regularly create a
friendly atmosphere in the office, develop trust
between employees, and also help to increase the
dynamism and autonomy of employees, which
directly affects their satisfaction.

Ethical leadership and Organizational
Commitment

The Role of Ethical Leadership in Enhancing
Loyalty to the Organization Among Employees
An equally important employee attitude for the
company is organizational commitment.
Organizational commitment is a concept of
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modern management related to the employee’s
specific behavior, expressed in a grateful,
devoted attitude to the company even in difficult
times (Radosavljevic et al., 2017). In other words,
the company in the manager's person turns to
subordinates with a request for selfless behavior
under challenging times for the company with the
hope of a better future. The response behavior of
employees to such a request, as a rule, is based on
the trust that subordinates show to their manager
(Radosavljevic et al., 2017). If the past manager
has repeatedly demonstrated unethical behavior,
one can hardly expect support in the awkward
moment from the side of subordinates. According
to Larson & Luthans (2006), job satisfaction and
organizational commitment are the most critical
employee attitudes that influence productivity. A
high level of satisfaction and commitment can
positively influence not only productivity
indicators, but also improve the team climate,
motivate  employees to  exhibit  civic
organizational behavior, reduce stress and
burnout at work (Tsigilis et al., 2004; Schappe,
1998; Judge et al., 2017). Commitment is a
psychological state that (1) characterizes the
employee's attitude toward the organization, and
(2) affects the decision to remain in the
organization (Meyer & Allen, 1991). The
organizational commitment model is based on the
fact that dedicated employees are more likely to
remain in the organization than employees with a
low level of commitment. According to this
model, organizational commitment consists of
three components: affective, continued, and
normative. Affective commitment includes the
employee's emotional affection, identification
with the company, and involvement in the
activity. Continuous commitment is associated
with potential losses if an employee leaves the
organization.  Normative commitment is
associated with a moral obligation to continue to
work in the company on the employee's values
and beliefs (Manion, 2004). The most valuable
are affective and normative commitment because

it is these attitudes that motivate employees to the
behavior desired by the organization. According
to Van Knippenberg et al. (2007), “leader
behavior has an important effect on employee
behavior, such as job satisfaction and
organizational commitment” (El¢i et al., 2012, p.
296). Yates (2010) believes that “employees of
highly  ethical leaders reported greater
organizational commitment than did employees
of less ethical leaders” (p. 75). According to Asif
and Hwang (2019), ethical leadership creates a
sense of engagement and affective commitment.
It enables employees “to produce creative ideas,
offers sensitivity to a problem, and add value to
complexity, self-confidence, persistence,
sustainable goal achievement, and dedication to
work” (Asif & Hwang, 2019, p. 11). Al Halbusi
and Tehseen (2018) note that “ethical
environment is directly related to the impression
of ethical climate which in turn mediates the
influence of the ethical leadership on individuals'
effective commitment” (p. 8). Thus, ethical
leadership also has a statistically significant,
direct correlation with the affective commitment
of workers. Multiple studies investigating the role
of leader’s behaviors on job satisfaction and
employees’ attitudes in workplace found a strong
connection between the leadership style and
employee attitudes. Ethical leaders act as role
models to their juniors by leading ethically as
well as requiring workers to adhere to the ethical
standards (Akaarir & Asarkaya, 2021: Ozden et
al., 2019; Akar, 2018; Benevene et al., 2018).
Another study by Shafique et al. (2018) stated
that workers operating under an ethical leader
who treats them fairly and disciplines accordingly
the wrong-doers are likely to exhibit high job
satisfaction. A firm’s commitment in addition
plays an essential role in achieving job
satisfaction. Charoensap et al. (2018) confirmed
that a firm’s commitment to protect and uphold
the rights of employees is indicated as important
in determining of job satisfaction. Maxwell
(2003) asserts that “there are only two important
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points when it comes to ethics. The first is a
standard to follow. The second is the will to
follow it” (p. 23). Most unethical behavior in
business environments involves acts that
adversely affect one of three entities: the
organization, co-workers, or the customers. As
such, ethical behavior of a leader in an
organization as an ethical standard may be
personified in the form of a leader’s behavior.
Since a leader’s behavior may be viewed as
representative of the organization’s environment,
these reflections (either positive or negative) may
impact an employee’s perceptions of the leader as
well as their organizational commitment.
Researchers have demonstrated that
ethical leadership can influence perceptions of
work  characteristics, affecting employee
motivation and commitment. It improves the
quality of the results of work and the likelihood
of manifestation of super-role behavior, that is,
behavior performed by an employee voluntarily,
beyond his mandatory work tasks, and at the same
time desirable for the organization. Examples of
super-role behavior can be helping colleagues
complete work tasks, striving to share experience
and knowledge, staying at work beyond the set
time, attracting leadership to unit problems to
change for the better, and more. Affective
employee commitment is essential to the
organization. Research by Mayer and Allen
(2005) shows that employees with a secure
emotional attachment to an organization are more
interested in the organization's success than
employees with deep affection. Affective
commitment is inversely correlated with the
desire to change jobs and a strong direct
correlation with inclusion in work and labor
efforts. According to Eisenberger et al. (1986) in
order to create the affective commitment of the
organization's employees, it is necessary to create
an appropriate support environment characterized
by a fair attitude towards the employee and
expressed actions of the organization in full
support of the employee's activities (Eisenberger

etal., 1986). Meyer and Smith (2009) agreed with
Eisenberger, noting that variables related to
human resource management policies and
practices that promote awareness of support can
indirectly influence affective commitment
development. A similar conclusion was made by
Kooij et al. (2010): HR policy is particularly
important in shaping a positive attitude towards
work in general and affective commitment in
particular. Moreover, studies of organizational
problems show that ethical leadership positively
affects employees' organizational commitment,
including their affective commitment.

The Challenges of Ethical Leadership

Although ethical leadership is desirable and
beneficial for any company, still, such leaders
face some challenges. For example, not all
leaders can always adhere to the established rules
and standards of the organization. Following the
leader of all ethical standards is an element of
inspiration for all employees. No matter how
right a person is, events sometimes occur in his or
her life that incapacitates them. As a result, such
a leader may sometimes not adhere to core values,
which encourages employees to do the same
(Johnson, 2011). For example, if an employee
witnesses a leader on vacation showing unethical
behavior, the employee is likely to perceive this
leader as unethical in general, despite his or her
behavior in the workplace. The influence of
organizational culture on the ethical behavior of
employees in an organization is
multidimensional. It can contribute to the team's
moral growth and turn employees into hostages
of ethically incompetent managers. The second
significant challenge that ethical leaders face is to
create an enabling atmosphere. If an oppressive
environment is breeding in an office, employees
will be afraid to express their opinions about
others' unethical behavior (Johnson, 2011).
Therefore, leaders should carefully select senior
and middle-level employees responsible for
creating a friendly atmosphere. Furthermore,
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ethical leaders should stimulate the creation of an
“open door” policy in the company, which means
that any employee can approach any manager and
express their worries and anxieties because
leaders cannot notice all the smallest details. An
ethical leader should also maintain or strengthen
the company's image when working with the
press/media and when negotiating with potential
partners (Johnson, 2011). Thus, ethical leadership
requires leaders to maintain consistency,
establishing policies, and building a favored
atmosphere.

Conclusion

Many view ethical leadership as the equivalent of
moral leadership or leadership based on a sense
of justice. For others, it provides the basis for a
more detailed explanation and application, often
associated with principles such as social
responsibility, corporate social responsibility
(CSR), sustainability, equality, humanism. An
effective leader must be a person of high moral
character. Ethical leadership is a philosophy that
can be interpreted relatively freely. This flexible,
but genuine and vital concept refers to a code of
ethics applicable to a given situation. A leader's
ethics consists of their ethical views, the level of
acceptance of the organization’s goals, and the
direction of their own goals. A managerial
decision will depend on the importance and level
of impact of each of these components on a
particular person. In the vast majority of cases,
the manager communicates to the subordinates
the organization's ethical principles and goals,
which may go beyond his ethical beliefs and his
own goals. If the leader appreciates the
organization's ethics, his/her confidence in the
correctness of the decisions made increases.
Ethical leadership is based on three
interdependent aspects of ethics, which include
the concepts of critique, care, and justice.
Numerous studies conducted in various cultural
contexts are a direct link between ethical
leadership and employee productivity. Besides,

ethical leadership leads to greater satisfaction
with employees' work, their loyalty to the
organization, and acceptance of responsibility for
the performance of tasks. Despite all the
advantages, ethical leaders still face some
challenges, requiring maintaining consistency,
establishing policies, and building a favored
atmosphere that would satisfy and inspire the
employee to follow the mentor. Top management
shall demonstrate its leadership and commitment
to the quality management system by taking
responsibility for the effectiveness of its actions,
ensuring the development of policies and goals
for an ethical organization, engaging, guiding,
and supporting the participation of employees in
ensuring the effectiveness of the management
system.

References

Akaarir, S., & Asarkaya, C. (2021). The effect of
ethical leadership on intrinsic motivation
and employees job satisfaction. Working
Paper Series, 2(1), 14-30.
https://doi.org/10.5281/zenodo.4590861

Akar, H. (2018). Meta-analysis study on
organizational outcomes of ethical
leadership. Educational Policy Analysis
and Strategic Research, 13(4), 6-25.
http://dx.doi: 10.29329/epasr.2018.178.1

Ahmed, M. N. (2018). The essence of ethical
leadership and its influence in achieving
employees’ job  satisfaction. Business
Ethics and Leadership, 2(3), 53-66.
https://doi.org/10.21272/bel.2(3).53-

66.2018
Al Halbusi, H., & Tehseen, S. (2018). Impact of
ethical  leadership on  affective

commitment through mediating impact
of ethical climate: A conceptual
study. Durreesamin Journal, 4(2), 1-14.
https://www.researchgate.net/publicatio
n/326543250 Impact_of_Ethical_Leade
rship_on_Affective_Commitment_throu



Mohammed S. Al Muhannaa

30

gh_Mediating_Impact_of_Ethical_Clim
ate_ A_Conceptual_Study

Al Halbusi, H., Williams, K. A., Mansoor, H. O.,
Hassan, M. S., & Hamid, F. A. H. (2019).
Examining the impact of ethical
leadership and organizational justice on
employees’ ethical behavior: Does
person-organization  fit play a
role? Ethics &  Behavior, 1-19.
https://doi.org/10.1080/10508422.2019.
1694024

Alshammari, A., N. Almutairi, N., & Fahad
Thuwaini, S. (2015). Ethical leadership:
The effect on employees. International
Journal of Business and
Management, 10(3), 108-116.
https://doi.org/10.5539/ijbm.v10n3p108

Asif, Q., & Hwang, S. (2019). Ethical leadership,

affective commitment, work
engagement, and creativity: Testing a
multiple mediation

approach. Sustainability, 11(16), 1-16.
https://doi.org/10.3390/su11164489

Attar, M., Cagliyan, V., & Ajdarovska, Z. (2017).
The effect of ethical leadership on
employees’ job satisfaction: A study on
municipalities in Konya. Kastamonu
University Journal of Faculty of
Economics and Administrative
Sciences, 19(4), 18-35.
https://dergipark.org.tr/tr/download/artic
le-file/388998

Avolio, B. J., Walumbwa, F. O., & Weber, T. J.
(2009). Leadership: Current theories,
research, and future directions. Annual
Review of Psychology, 60(1), 421-449.
https://doi.org/10.1146/annurev.psych.6
0.110707.163621

Benevene, P., Dal Corso, L., De Carlo, A., Falco,
A., Carluccio, F., & Vecina, M. L.
(2018). Ethical leadership as antecedent
of job satisfaction, affective
organizational commitment and intention
to stay among volunteers of non-profit

organizations. Frontiers in Psychology,

9(2069), 1-17.
https://doi.org/10.3389/fpsyg.2018.0206
9

Bandura, A. (1977). Social learning theory.
Prentice Hall.

Bandura, A. (1986). Social foundations
of thought and action. Prentice Hall.

Brown, M. E., & Trevifio, L. K. (2006). Ethical
leadership: A review and future
directions. The leadership quarterly,
17(6), 595-616.

Blau, P. M. (1964). Exchange and power in social
life. John Wiley.

Botes, A. (2000). A comparison between the
ethics of justice and the ethics of
care. Journal of Advanced
Nursing, 32(5), 1071-1075.
https://doi.org/10.1046/j.1365-
2648.2000.01576.x

Celik, S., Dedeoglu, B. B., & Inanir, A. (2015).
Relationship between ethical leadership,
organizational commitment and job
satisfaction at hotel organizations. Ege
Academic Review, 15(1), 53-63.

Charoensap, A., Virakul, B., Senasu, K., &
Ayman, R. (2018). Effect of ethical
leadership and interactional justice on
employee work attitudes. Journal of
Leadership  Studies, 12(4), 7-26.
https://doi.org/10.1002/j1s.21574

Chen, E. A., Okudan, G. E., & Riley, D. R.
(2010). Sustainable performance criteria
for construction method selection in
concrete  building.  Automation in
Construction. 19(2), 235-244.

Cheney, G., May, S., & Munshi, D. (2011). The
handbook of communication ethics.
Routledge.

Cohen, J. (1988). Statistical power analysis for
the behavioural sciences. Taylor and
Francis Group.


https://doi.org/10.1146/annurev.psych.60.110707.163621
https://doi.org/10.1146/annurev.psych.60.110707.163621
https://doi.org/10.3389/fpsyg.2018.02069
https://doi.org/10.3389/fpsyg.2018.02069

31

Journal of Positive School Psychology

Cohen, L., Manion, L., & Morrison, K. (2013).
Research Methods in Education. (7th ed.)
Routledge.

Chin, W. W. (1998). The partial least squares
approach  to  structural  equation
modeling. Modern methods for business
research, 295(2), 295-336.

Ciulla, J. B. (2009). Ethics and leadership
effectiveness. Discovering Leadership,
325-340. https://doi.org/10.1007/978-1-
137-24203-7_23

Ciulla, J. B., & Forsyth, D. R. (2011). Leadership
ethics. SAGE.

Chin, W. W. (1998). The partial least squares
approach  to  structural  equation
modeling. Modern methods for business
research, 295(2), 295-336.

De Hoogh, A. H. B., & Den Hartog, D. N. (2008).
Ethical and  despotic  leadership,
relationships  with leader’s  social
responsibility, top management team
effectiveness and subordinates’
optimism: A multi-method study. The
Leadership Quarterly, 19(3), 297-311.
https://doi.org/10.1016/j.leaqua.2008.03.
002

Demo, G., Neiva, E. R., Nunes, I., & Rozzett, K.
(2012). Human resources management
policies and practices scale (HRMPPS):
Exploratory and confirmatory factor
analysis. BAR-Brazilian Administration
Review, 9(4), 395-420.

Dlabay, L. R., Burrow, J., Kleindl, B. A., &
Eggland, S. A. (2009). Intro to business.
South-Western Cengage Learning.

Downe, J., Cowell, R., & Morgan, K. (2016).
What determines ethical behavior in
public organizations: Is it rules or
leadership? Public Administration
Review, 76(6), 898-9009.

https://doi.org/10.1111/puar.12562

De Panfilis, L., Di Leo, S., Peruselli, C., Ghirotto,
L., & Tanzi, S. (2019). "I go into crisis

' ethics of care and moral

when...'

dilemmas in palliative care. BMC
Palliative Care, 18(1), 70.

Eisenbeiss, S. A. (2012). Re-thinking ethical
leadership: An interdisciplinary
integrative approach. The Leadership
Quarterly, 23(5), 791-808.
https://doi.org/10.1016/j.leaqua.2012.03.
001

Eisenberger, R., Huntington, R., Hutchison, S., &
Sowa, D. (1986). Perceived
organizational  support. Journal  of
Applied Psychology, 71(3), 500-507.
https://doi.org/10.1037/0021-
9010.71.3.500

Elgi, M., Sener, 1., Aksoy, S., & Alpkan, L.
(2012). The impact of ethical leadership
and leadership  effectiveness  on
employees’ turnover intention: The
mediating role of work related
stress. Procedia-Social and Behavioral
Sciences, 58, 289-297.

https://doi.org/10.1016/j.sbspro.2012.09.1003

Engelbrecht, A. S., Heine, G., & Mahembe, B.
(2014). The influence of ethical
leadership on trust and  work
engagement: An exploratory study. SA
Journal of Industrial Psychology, 40(1),
1-9.
https://doi.org/10.4102/sajip.v40i1.1210

Eyal, O., Berkovich, I., & Schwartz, T. (2011).
Making the right choices: Ethical
judgments among educational
leaders. Journal of Educational
Administration, 49(4), 396-413.

https://doi.org/10.1108/09578231111146470

Engelbrecht, A.S., Heine, G. & Mahembe, B.
(2017). Integrity, ethical leadership,
trust, and work engagement. Leadership
& Organization Development Journal, 38
(3).
https://www.researchgate.net/deref/http
%3A%2F%2Fdx.doi.org%2F10.1108%
2FLODJ-11-2015-0237



https://doi.org/10.1016/j.leaqua.2008.03.002
https://doi.org/10.1016/j.leaqua.2008.03.002
https://doi.org/10.1111/puar.12562
https://doi.org/10.1108/09578231111146470
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2FLODJ-11-2015-0237
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2FLODJ-11-2015-0237
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2FLODJ-11-2015-0237

Mohammed S. Al Muhannaa

32

Field, A. (2000). Discovering statistics using
SPSS for Windows. SAGE Publications.

Field, A. (2013). Discovering statistics using
IBM SPSS statistics (4th ed.). SAGE
Publications.

Farazmand, A. (2018). Global encyclopedia of
public administration, public policy, and
governance. Springer.

Field, A. (2000). Discovering statistics using
SPSS for Windows. SAGE Publications.

Field, A. (2006) Discovering statistics using
SPSS. SAGE Publications.

Field, A. (2013). Discovering statistics using
IBM SPSS statistics (4th ed.). SAGE
Publications.

Fornell, C., & Larcker, D. (1981). Evaluating
structural equation models with
unobservable variables and
measurement error. Journal of
Marketing Research, 18(1), 39-50.
d0i:10.2307/3151312.

George, D., & Mallery, M. (2010). SPSS for
Windows step by step: A simple guide
and reference, 17.0 update (10th ed.).
Pearson.

Gravetter, F., & Wallnau, L. (2014). Essentials of
statistics for the behavioral science (8th
ed.). Wadsworth.

Gravetter, F., & Wallnau, L. (2014). Essentials of
statistics for the behavioral sciences (8th
ed.). Wadsworth.

Henseler, J., Hubona, G., & Ray, P. A. (2016).
Using PLS path modeling in new
technology research: Updated guidelines.
Industrial Management & Data Systems,

116(1), 2-20.
https://doi.org/10.1108/IMDS-09-2015-
0382.

Hassan, S., Wright, B. E., & Yukl, G. (2014).
Does ethical leadership matter in
government? Effects on organizational
commitment, absenteeism, and
willingness to report ethical

problems. Public Administration
Review, 74(3), 333-343.

https://doi.org/10.1111/puar.12216

Hair, J. F., Black, W. C., Babin, B. J., &
Anderson, R. E. (2014). Multivariate data
analysis. (7th ed.) Pearson.

Hair, J. F., Celsi, M., Money, A., Samouel, P., &
Page, M. (2016). Essentials of business
research methods. Routledge.

Hatch, M. J., & Cunliffe, A. L. (2012).
Organization theory: Modern, symbolic,
and postmodern perspectives. Oxford
University Press.

Hatch, M. J. (2018). Organization theory:
Modern, symbolic, and postmodern
perspectives. Oxford University Press.

Isik, A. N. (2020). Ethical leadership and school
effectiveness: The mediating roles of

affective ~ commitment and  job
satisfaction. International Journal of
Educational Leadership and
Management, 8(1), 60-87.

http://rasp.hipatiapress.com/

Johnson, C. (2011). Meeting the ethical
challenges of leadership: Casting light
and shadow. SAGE Publications.

Jamil, J. M. (2012). Partial least squares
structural equation modelling with
incomplete data: An investigation of the
impact of imputation methods. [Doctoral
dissertation, University of Bradford].

Jha, J. K., & Singh, M. (2019). Exploring the
mechanisms of influence of ethical
leadership on employment
relations. IIMB Management
Review, 31(4), 385-395.
https://doi.org/10.1016/j.iimb.2019.07.0
10

Judge, T. A., Weiss, H. M., Kammeyer-Mueller,
J. D., & Hulin, C. L. (2017). Job attitudes,
job satisfaction, and job affect: A century
of continuity and of change. Journal of
Applied Psychology, 102(3), 356-374.
https://doi.org/10.1037/apl0000181



https://doi.org/10.1111/puar.12216
https://doi.org/10.1037/apl0000181

33

Journal of Positive School Psychology

Jankurovd, A., Ljudvigovd, I., & Gubova, K.
(2017). Research of the nature of
leadership activities 1. Economics &
Sociology, 10(1), 135.

Joreskog, K. G. (1971). A general method for
analysis of covariance  structure.
Biometrika, 57 (2), 239-251.

Karim, N. H. A., & Noor, N. H. N. M. (2017).
Evaluating the psychometric properties
of Allen and Meyer's organizational
commitment scale: A cross-cultural
application among Malaysian academic
librarians. Malaysian Journal of Library
& Information Science, 11(1), 89-101.

Kline, R. B. (2012). Assumptions in structural
equation modeling. In Handbook of
structural equation modeling (pp. 111-
125). Guilford Press.

Kline, R. B. (2016). Principles and practice of
structural equation modeling. Guilford
Press.

Kooij, D. T. A. M., Jansen, P. G. W., Dikkers, J.
S. E., & De Lange, A. H. (2010). The
influence of age on the associations
between HR practices and both affective
commitment and job satisfaction: A
meta-analysis. Journal of Organizational
Behavior, 31(8), 1111-1136.
https://doi.org/10.1002/job.666

Kooskora, M., & Magi, P. (2010). Ethical
leadership behaviour and employee job
satisfaction. Proceedings of the 1lth
EBEN Research Conference “From
theory to practice—How does business
ethics matter?” (pp. 112-126).
University of Jyvéskyla Press.

Kouzes, J. M., & Posner, B. Z. (2000). The five
practices of exemplary leadership: When
leaders are at their best. Jossey-Bass
Publishers.

Langlois, L., Lapointe, C., Valois, P., & de
Leeuw, A. (2014). Development and
validity of the ethical leadership

questionnaire. Journal of Educational
Administration, 52 (3), 311-331.

Larson, M., & Luthans, F. (2006). Potential
added value of psychological capital in
predicting work attitudes. Journal of
Leadership & Organizational
Studies, 13(1), 45-62.
https://doi.org/10.1177/1071791907013
0010701

Lewis, J. L. (2016). Leadership in Kazakhstan:
Exploring ideal leadership
characteristics [Working paper].

Long, C. S., & Thean, L. Y. (2011). Relationship
between leadership style, job satisfaction
and employees’ turnover intention: A
literature review. Research Journal of
Business Management, 5(3), 91-100.
https://doi.org/10.3923/rjbm.2011.91.10
0

Little, R. J., & Rubin, D. B. (2019). Statistical
analysis with missing data (Vol. 793).
John Wiley & Sons.

Manion, J. (2004). Strengthening organizational
commitment. The Health Care
Manager, 23(2), 167-176.

https://doi.org/10.1097/00126450-200404000-
00011

Maxwell, J. C. (2003). There’s no such thing as
“business” ethics: There’s only one rule
for  making decisions. Center Street.

Mayer, D. M., Kuenzi, M., Greenbaum, R.,
Bardes, M., & Salvador, R.
(2008).Managerial Ethics: Managing the
Psychology of Morality. Routledge
Publishing.

Mackenzie, S. B., & Podsakoff, P. M. (2012).
Common method bias in marketing:
Causes, mechanisms, and procedural
remedies. Journal of Retailing, 88, 542—
555.

Meyer, J. P, & Allen, N. J. (1991). A three-
component conceptualization of
organizational commitment. Human


https://doi.org/10.3923/rjbm.2011.91.100
https://doi.org/10.3923/rjbm.2011.91.100

Mohammed S. Al Muhannaa

34

Resource Management Review, 1(1),
61-89. https://doi.org/10.1016/1053-
4822(91)90011-z

Meyer, J. P., & Allen, N. J. (2005). Commitment
in the workplace: Theory, research, and
application. Thousand Oaks.

Mihelic, K. K., Lipicnik, B., & Tekavcic, M.
(2010). Ethical leadership. International
Journal of Management & Information
Systems (1IMIS), 14(5), 31-42.
https://doi.org/10.19030/ijmis.v14i5.11

Minkes, A. L., Small, M. W., & Chatterjee, S. R.
(1999). Leadership and business ethics:
Does it matter? Implications for
management. Journal ~ of  Business
Ethics, 20(4), 327-335.
https://doi.org/10.1023/a:100574152480
0

Mitchell, J. A.,, & Mitchell, L. R.
(2009). Perspectives on ethical
leadership. The American College.

Naiyananont, P., & Smuthranond, T. (2017).
Relationships between ethical climate,
political behavior, ethical leadership, and
job satisfaction of operational officers in
a wholesale company, Bangkok
Metropolitan region. Kasetsart Journal of
Social Sciences, 38, 345-351.
http://dx.doi.org/10.1016/j.kjss.2016.07.
005

Nelson, J. K., Poms, L. W., & Wolf, P. P. (2012).
Developing efficacy beliefs for ethics
and diversity management. Academy of
Management Learning &
Education, 11(1), 49-68.
https://doi.org/10.5465/amle.2009.00115

Nink, M., & Robinson, J. (2016, December
21). Can bad managers be saved? Gallup.
https://www.gallup.com/workplace/2364
02/bad-managers-saved.aspx

Norusis, M. J. (1998) SPSS: Guide to data
analysis. Prentice Hall.

Norusis, M. J. (2004) SPSS 13.0 advanced
statistical procedures  companion.
Prentice Hall.

Pallant, J. (2010). SPSS survival manual (4" ed.).
McGraw-Hill Education.

Ozden, D., Arslan, G. G., Ertugrul, B., Karakaya,
S. (2019). The effect of nurses' ethical
leadership and  ethical  climate
perceptions on job satisfaction. Nursing

Ethics, 26(4), 1211-1225.
https://doi.org/10.1177%2F0969733017
736924

Benitez-Amado, Jose; Henseler, Jorg; and
Castillo, Ana, "Development and Update of
Guidelines to Perform and Report Partial
Least Squares Path Modeling in Information
Systems Research” (2017). PACIS 2017
Proceedings. 1-15.
https://aisel.aisnet.org/pacis2017/86

Palupi, D. A. P., Cahjono, M. P., & Satyawati, E.
(2017). Effect of leadership on job
satisfaction with organizational
commitment and trust in leaders as
mediators. Review of Integrative
Business and Economics Research, 6(4),
400.

Patterson, D. M. (2001). Causal effects of
regulatory, organizational and personal
factors on ethical sensitivity. Journal of
Business Ethics, 30(2), 123-159.
https://doi.org/10.1023/a:100635061452
7

Prifti, V. (2015). The breeder’s exception to
patent rights: Analysis of compliance
with article 30 of the TRIPS agreement.
Springer.

Ringle, C. M., Sarstedt, M., Mitchell, R., &
Gudergan, S. P. (2018). Partial least
squares structural equation modeling in
HRM research. The International Journal
of Human Resource Management, 1-27.



https://doi.org/10.1023/a:1005741524800
https://doi.org/10.1023/a:1005741524800
https://doi.org/10.1023/a:1006350614527
https://doi.org/10.1023/a:1006350614527

35

Journal of Positive School Psychology

Ringle, C. M., Gétz, O., Wetzels, M., & Wilson,
B. (2009). On the use of formative
measurement specifications in structural
equation modeling: A Monte Carlo
simulation study to compare covariance-
based and partial least squares model
estimation methodologies [METEOR
Research Memoranda RM/09/014].
Maastricht University.

Reinartz, W., Haenlein, M., & Henseler, J.
(2009). An empirical comparison of the
efficacy of covariance-based and
variance-based  SEM. International
Journal of Research in Marketing, 26,
332-344.

Ranjan, M. (2020). Unit-3 ethics in writing.
Indira Gandhi National Open University:

New Delhi.
Roth, P. L. (1994). Missing data: A conceptual
review for applied

psychologists. Personnel

psychology, 47(3), 537-560.
Radosavljevic, Z., Cilerdzic, V., & Dragic, M.

(2017). Employee organizational

commitment. International Review, 1-2,

18-26.

https://doi.org/10.5937/intrev1702018r

Rest, J. R. (1987). Moral development: Advances
in research and theory. Praeger.
Schlomer, G. L., Bauman, S., & Card, N. A.

(2010). Best practices for missing data
management in counseling psychology.
Journal of Counseling psychology, 57(1),

1-10.

Sekaran, U., & Bougie, R. (2016). Research
methods for business: A skill-building
approach (7th ed.). Wiley & Sons Ltd.

Sue, V. M., & Ritter, L. A. (2012). Conducting
online surveys (2nd ed.). SAGE
Publications.

Schappe, S. P. (1998). The influence of job
satisfaction, organizational commitment,
and fairness perceptions on

organizational citizenship behavior. The
Journal of Psychology, 132(3), 277-290.
https://doi.org/10.1080/0022398980959
9167

Shakeel, F., Mathieu Kruyen, P., & Van Thiel, S.
(2019). Ethical leadership as process: A
conceptual proposition. Public
Integrity, 21(6), 613-624.

https://doi.org/10.1080/10999922.2019.1606544

Structural Equation Modeling. (n.d.). Complete
Dissertation. Retrieved December, 17,
2021, from

https://www.statisticssolutions.com/free-
resources/directory-of-statistical-
analyses/structural-equation-modeling/

Starratt, R. J. (1994). Building an ethical school:
A practical response to the moral crisis in
schools. Falmer Press.

Starratt, R. J. (2005). Building an ethical school:
A practical response to the moral crisis in
schools. Routledge.

Shafique, I., Kalyar, M. N., & Ahmad, B. (2018).
The nexus of ethical leadership, job
satisfaction, and turnover intention: The
mediating role of job satisfaction.
Interdisciplinary Description of Complex
Systems, 16(1), 71-87.

Tsigilis, N., Koustelios, A., & Togia, A. (2004).
Multivariate relationship and
discriminant  validity between job
satisfaction and burnout. Journal of
Managerial Psychology, 19(7), 666—675.
https://doi.org/10.1108/0268394041055
9365

Taber, K. S. (2018). The use of Cronbach’s alpha
when developing and reporting research
instruments in science
education. Research in Science
Education, 48(6), 1273-1296.

Trochim, W. M., & Donnelly, J. P. (2006). The
research methods knowledge base (3rd
ed.). Atomic Dog.



https://doi.org/10.5937/intrev1702018r
https://doi.org/10.1080/00223989809599167
https://doi.org/10.1080/00223989809599167
https://doi.org/10.1080/10999922.2019.1606544
https://doi.org/10.1108/02683940410559365
https://doi.org/10.1108/02683940410559365

Mohammed S. Al Muhannaa

36

Tashakkori, A., & Teddlie, C. (1998). Mixed
methodology: Combining qualitative and
quantitative approaches. SAGE
Publications.

Trevino, L. K., & Brown, M. (2005). The role of
leaders in influencing unethical behavior
in the workplace. In J. R. E. Kidwell & C.
L. Martin (Eds.), Managing
organizational deviance (pp. 69-87).
SAGE Publications.

Trevino, L. K., Weaver, G., & Reynolds, S. J.
(2006). Behavioral ethics in
organizations: A review. Journal of
Management, 32, 951-990.

Torlak, N.G. et al. (2020). Effects of ethical
leadership, job satisfaction and effective
commitment on the turnover intentions
of accountants. Journal of Modelling in
Management.

Urbano, R. C. (2013). Using secondary datasets

to understand persons with

developmentaldisabilities and their families.

Academic Press.

van Griethuijsen, R. A., van Eijck, M. W., Haste,
H., den Brok, P. J., Skinner, N. C,,
Mansour, N., ... & BouJaoude, S. (2015).
Global patterns in students’ views of
science and interest in science. Research
in science education, 45(4), 581-603.

Varner, C. M. (2020). Evaluation of ethical
leadership  on  job  satisfaction,
organizational commitment, and
organizational citizenship behavior in the
food and beverage industry [Doctoral
dissertation].
https://www.proguest.com/openview/20
e3a4d2464a8d9023d33845386a5d02/1?
Pa-
origsite=gscholar&cbl=18750&diss=y

Vogel, L. R. (2012). Value and ethics in
educational administration. Centre for
the Study of Leadership and
Ethics, 10(1), 1-12.

http://3fl17112g0j413y6ep2tgpwra.wpengine.netd

na-cdn.com/wp-
content/uploads/2014/05/VEEA-Vol10-

Nol.pdf

Williams, C. (2015). MGMT7: Principles of
management. South-Western Cengage
Learning.

Wittmer, D. (1992). Ethical sensitivity and
managerial decision-making: An
experiment. Journal of Public
Administration Research and Theory.
https://doi.org/10.1093/oxfordjournals.jp
art.a037147

Walumbwa, F., Mayer, D., Wang, P., Wang, H.,
Workman, K., & Christensen, A. (2011).
Linking ethical leadership to employee
performance: The roles of leader-
member exchange, self-efficacy, and
organizational  identification. Articles

and Chapters.
http://scholarship.sha.cornell.edu/articles
[762

Wetzels, M., Odekerken-Schroder, G., and Van
Oppen, C. (2009) Using PLS path
modeling for assessing hierarchical
construct models:  Guidelines and
empirical illustration. MIS Quarterly, 33,
177-195.

Yousef, D. A. (2000). Organizational
commitment: A mediator of the
relationships of leadership behavior with
job satisfaction and performance in a
non-western country. Journal of
Managerial Psychology, 15(1), 6-24.
https://doi.org/10.1108/0268394001030
5270

Yates, L. (2010). Exploring the relationship of
ethical leadership with job satisfaction,
organizational commitment, and
organizational citizenship



http://3fl71l2qoj4l3y6ep2tqpwra.wpengine.netdna-cdn.com/wp-content/uploads/2014/05/VEEA-Vol10-No1.pdf
http://3fl71l2qoj4l3y6ep2tqpwra.wpengine.netdna-cdn.com/wp-content/uploads/2014/05/VEEA-Vol10-No1.pdf
http://3fl71l2qoj4l3y6ep2tqpwra.wpengine.netdna-cdn.com/wp-content/uploads/2014/05/VEEA-Vol10-No1.pdf
http://3fl71l2qoj4l3y6ep2tqpwra.wpengine.netdna-cdn.com/wp-content/uploads/2014/05/VEEA-Vol10-No1.pdf
https://doi.org/10.1093/oxfordjournals.jpart.a037147
https://doi.org/10.1093/oxfordjournals.jpart.a037147
http://scholarship.sha.cornell.edu/articles/762
http://scholarship.sha.cornell.edu/articles/762
https://doi.org/10.1108/02683940010305270
https://doi.org/10.1108/02683940010305270

37 Journal of Positive School Psychology

behavior [Doctor of Business
Administration (DBA)].
https://digitalcommons.georgefox.edu/c
gi/viewcontent.cqgi?referer=https.//www.
google.com.ua/&httpsredir=1&article=1
004&context=dba

Zhou, X., & Zhang, D. (2019). How ethical
leadership affects employee’s
creativity. 2019 International Conference
on Economic Management and Model
Engineering (ICEMME), 63(2), 539-
542.
https://doi.org/10.1109/icemme49371.20
19.00123

Zhou, J., Wang, Q., Tsai, S. B., Xue, Y., & Dong,
W. (2016). How to evaluate the job
satisfaction of development personnel.
IEEE Transactions on Systems, Man, and
Cybernetics: Systems, 47(11), 2809-
2816.



https://digitalcommons.georgefox.edu/cgi/viewcontent.cgi?referer=https://www.google.com.ua/&httpsredir=1&article=1004&context=dba
https://digitalcommons.georgefox.edu/cgi/viewcontent.cgi?referer=https://www.google.com.ua/&httpsredir=1&article=1004&context=dba
https://digitalcommons.georgefox.edu/cgi/viewcontent.cgi?referer=https://www.google.com.ua/&httpsredir=1&article=1004&context=dba
https://digitalcommons.georgefox.edu/cgi/viewcontent.cgi?referer=https://www.google.com.ua/&httpsredir=1&article=1004&context=dba
https://doi.org/10.1109/icemme49371.2019.00123
https://doi.org/10.1109/icemme49371.2019.00123

