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[bookmark: _Toc199761145]ABSTRACT

This research explores the dynamic influence of ethical leadership on workplace relations and its implications for sustainable organizational performance. Anchored in contemporary leadership and organizational behavior theories, the study investigates the mechanisms through which ethical   leadership-characterized by integrity, fairness, and transparency-shapes relational dynamics in the workplace, and how these, in turn, impact employee outcomes and organizational effectiveness.
Adopting a mixed-methods approach, data was collected from a cross-section of employees and leaders across multiple industries, enabling robust empirical validation of the research model. The study tested five hypotheses using regression analysis, structural equation modeling and moderation-mediation analysis. All five hypotheses were supported.
This study contributes to the theoretical understanding of ethical leadership by integrating strategic management perspectives and offering a holistic model that links leadership ethics, relational dynamics, and sustainable performance outcomes.  
The practical implications include the need for organizations to institutionalize ethical leadership through strategic frameworks to enhance employee engagement and long-term success. The findings serve as a guide for policymakers, organizational leaders, and HR practitioners aiming to embed ethical practices within their leadership culture for enduring organizational impact.
Keywords: Ethical Leadership, Workplace Relations, Job Satisfaction, Strategic Approach, Sustainable Organizational Performance.




[bookmark: _Toc199761146]CHAPTER 1
[bookmark: _Toc199761147]INTRODUCTION
[bookmark: _Toc199761148]1.0 Background
Ethical leadership is increasingly recognized as a central element of modern organizational practices. The emergence of this leadership paradigm reflects a collective recognition of the significance associated with ethical standards in guiding managerial behavior and shaping organizational culture. Ethical leadership is a cornerstone in both academic inquiry and practical management, highlighting a shift from traditional, results-driven models of leadership to ones that emphasize moral responsibility, transparency, and people-centered governance. The concept operates on the premise that how results are achieved is as important as the results themselves, - thereby positioning ethics as central-not peripheral to effective leadership and organizational success.

The rise in scholarly and practitioner interest in ethical leadership can be traced to high-profile corporate scandals of the early 2000s, such as Enron, WorldCom, and the global financial crisis of 2008, which exposed the profound consequences of ethical failures at the executive level (Sims & Brinkmann, 2003). These crises led to a loss of public trust, economic destabilization, and increased regulatory scrutiny, prompting a reconsideration of the role of leaders as not only economic agents but also moral stewards. The failure of leadership in these instances highlighted the need for ethical conduct at the top and accelerated academic exploration into how leadership behaviors shape organizational ethics, culture, and performance (Treviño, Brown, & Hartman, 2003).
The theoretical underpinnings of ethical leadership are multifaceted, drawing from deontological moral philosophy, virtue ethics, and behavioral theories. Ethical leadership is closely aligned with deontological ethics, which emphasize duties and rules over consequences, and virtue ethics, which prioritize the character of the moral agent (Audi & Murphy, 2006). Psychologically, social learning theory (Bandura, 1986) explains how employees observe and emulate leaders’ ethical behavior, particularly when those leaders are perceived as credible and legitimate. This modeling effect makes leaders powerful agents of cultural transmission and norm-setting. Ethical leaders serve as role models who explicitly and implicitly shape ethical norms, thereby influencing how employees interpret and respond to ethical dilemmas (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009).

Beyond compliance, ethical leadership promotes relational transparency and authentic interactions. Ethical leaders encourage psychological safety by fostering open communication, respectful dialogue, and non-retaliatory reporting environments (Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008). Such an environment not only deters unethical behavior but also promotes employee voice and whistleblowing, which are critical to organizational learning and ethical risk mitigation (Detert & Edmondson, 2011). The resulting trust and respect contribute to stronger interpersonal relationships, group cohesion, and collaborative culture. Additionally, ethical leadership often correlates with inclusive leadership practices, promoting diversity, equity, and employee well-being (Brown & Treviño, 2006).

Over the past two decades, empirical research has demonstrated that ethical leadership significantly contributes to both employee-level and organizational-level outcomes. Ethical leadership has been positively associated with job satisfaction, organizational citizenship behavior (OCB), affective commitment, and innovative work behavior (Bedi, Alpaslan, & Green, 2016; Hoch, Bommer, Dulebohn, & Wu, 2018). It also plays a preventive role, reducing workplace deviance, turnover intention, and counterproductive work behavior (Trevino, Weaver, & Reynolds, 2006). These outcomes contribute to overall organizational performance and resilience. As such, ethical leadership is increasingly seen not merely as a moral ideal, but as a strategic imperative in contemporary business environments.

Within the context of Fortune 500 companies, ethical leadership is not only critical for enhancing employee satisfaction and maintaining high standards of corporate governance but also for ensuring the long-term sustainability and competitiveness of these organizations. In today’s globalized and digitally connected world, organizations are under increasing scrutiny from stakeholders, regulators, and the public. The rise of ESG (Environmental, Social, and Governance) metrics, coupled with mounting pressure for corporate social responsibility, underscores the relevance of ethical leadership in fostering sustainable and socially responsible organizations (Freeman, Martin, & Parmar, 2007). Therefore, Ethical leaders are vital in aligning organizational goals with societal values and ensuring long-term stakeholder trust. As the nature of work and leadership continues to evolve - driven by artificial intelligence, remote work, and generational shifts - ethical leadership provides a stable foundation for navigating complexity, maintaining legitimacy, and achieving performance that is both profitable and principled.

This chapter sets the stage for an exploration of ethical leadership, its defining characteristics, and its implications for workplace dynamics and organizational performance. 
The defining characteristics of ethical leadership encompass a multifaceted blend of moral standards, practices, and overarching principles that leaders exemplify. Ethical leaders are often characterized by their commitment to integrity, accountability, transparency, fairness, and role modeling behaviors that inspire trust among employees. As articulated by Dedefo Gemechu (2025), "Ethical leadership encompasses role modeling, transparency, integrity, fairness, and accountability, significantly influences employee engagement" (p. 163). These dimensions not only serve to establish a moral compass for leaders but also function as a guiding framework that influences employee relations and ultimately organizational success.

The intricate relationship between workplace relations and sustainable organizational performance emerges as a focal point of inquiry in this discussion. Positive workplace relations, often cultivated by ethical leadership, foster an environment of collaboration and trust, which is essential for enhancing overall productivity. Employees who feel valued and respected are more likely to exhibit higher engagement levels and contribute positively to organizational objectives. This connection becomes clearer with the work of Kobani Laura Barine (2024), who emphasizes that "A positive correlation exists between workplace ethics, specifically trustworthiness and integrity, and organizational performance metrics such as operational efficiency and organizational reputation" (p. 73). This underscores the importance of integrating ethical leadership as a strategic approach aimed at improving workplace relations and subsequently bolstering sustainable organizational performance.

Specific aspects of ethical leadership significantly contribute to the establishment of positive workplace relations. Ethical leaders are known to promote inclusive practices that empower employees and encourage open communication. These leaders also often implement structured training programs aimed at instilling a culture of ethical decision-making. Gemechu (2025) highlights that "The study emphasizes the importance of structured training programs, ethical dialogue forums, and clear equity mechanisms to maximize employee engagement" (p. 163). Such initiatives not only cultivate a culture of accountability but also enhance trust and collaboration among team members.

In addition, trustworthiness and integrity, foundational to ethical leadership, have been demonstrated to have a direct impact on performance metrics within various industries. Barine (2024) reiterates this sentiment by stating, "Trustworthiness and integrity are crucial for enhancing organizational performance in the hospitality industry. Higher levels of trustworthiness and integrity lead to improved operational efficiency and organizational reputation" (p. 73). Consequently, leaders who embrace ethical frameworks not only inspire their teams but also drive the organization toward achieving its strategic goals through enhanced engagement and productivity.

Moreover, the implications of ethical leadership extend to employee trust and collaboration in diverse organizational contexts which serve as the bedrock of effective teamwork among employees. The impact of ethical leadership on organizational performance has been observed to be moderated by workplace trust and integrity, as ethical leaders strive to create environments where employees feel secure and motivated to contribute their best efforts. Gemechu (2025). 
As we proceed through this study, we will delve deeper into the nuances of ethical leadership, exploring how leaders can strategically implement ethical practices to cultivate a thriving organizational environment. The following chapters will build upon these foundational ideas and expand on the intricate interrelations that define ethical leadership's impact on organizational success.

[bookmark: _Toc199761149]1.1 Research Problem
Despite the growing recognition of ethical leadership as a crucial determinant of organizational success, there remains a significant gap in understanding its multifaceted influence on workplace relations at both individual and organizational levels. While previous studies have established that ethical leadership promotes trust, fairness, and employee satisfaction, limited empirical research has explored the nuanced mechanisms through which ethical leadership translates into positive workplace relations (Brown & Treviño, 2006; Kalshoven et al., 2011). The evolving nature of contemporary work environments, characterized by remote work, cultural diversity, and technological advancements, further complicates the relationship between leadership practices and employee dynamics (Macke & Genari, 2019).

Moreover, the mediating roles of organizational culture, employee perceptions, and leadership style in shaping the impact of ethical leadership on workplace relations have not been sufficiently examined (Yukl et al., 2013). Understanding these mediating factors is critical, as they may significantly enhance or hinder the effectiveness of ethical leadership in fostering positive and organizational outcomes. This study aims to bridge this gap by investigating how ethical leadership fosters employee trust, job satisfaction, and sustainable organizational performance, while identifying key mechanisms and contextual factors that mediate this relationship across diverse organizational settings. By adopting a comprehensive mixed-methods approach, this research will provide empirical insights into the complex interplay between ethical leadership and workplace relations, ultimately offering strategic recommendations for enhancing sustainable organizational performance.

[bookmark: _Toc199761150]1.2 Research Objectives
The primary objectives of this research are:
i. To examine the role of ethical leadership in shaping workplace relations.
ii. To investigate the influence of ethical leadership on employee trust, satisfaction, and organizational performance.
iii. To identify the mediating role of organizational culture and employee perceptions in the relationship between ethical leadership and workplace relations.
iv. To provide practical recommendations for organizations to implement ethical leadership strategies to enhance workplace relations.

1.3 Research Questions
The general objective of this study is to establish the influence of ethical leadership on workplace relations as a strategic approach to organizational performance. This study seeks to address the following research questions:
i. How does ethical leadership impact employee trust, job satisfaction, and organizational sustainable performance?
ii. What are the key mechanisms through which ethical leadership fosters positive workplace relations?
iii. How do organizational culture, leadership style, and employee perceptions mediate the relationship between ethical leadership and workplace relations?

[bookmark: _Toc199761151]1.4 Research Hypothesis
[bookmark: _Toc199761152]1.4.1 H1: Ethical Leadership and Workplace Relations
H1: Ethical leadership is positively associated with workplace relations in organizations.
Rationale: Ethical leaders foster trust, fairness, and open communication, enhancing employee relationships (Brown & Treviño, 2006; Walumbwa et al., 2011).

[bookmark: _Toc199761153]1.4.2 H2: Workplace Relations and Job Satisfaction
H2: Positive workplace relations significantly influence job satisfaction
Rationale: Healthy workplace interactions promote collaboration and reduce conflict, leading to better outcomes (Cropanzano & Mitchell, 2005).

[bookmark: _Toc199761154]1.4.3 H3: Ethical Leadership and Job satisfaction
H3: Ethical leadership has a direct positive effect on job satisfaction.
Rationale: Leaders who act with integrity inspire commitment, motivation, and productivity (Mayer et al., 2009; Neubert et al., 2009).

[bookmark: _Toc199761155]1.4.4 H4: Mediating Role of Workplace Relations
H4: Workplace relations mediate the relationship between ethical leadership and job satisfaction.
Rationale: Ethical leadership enhances workplace relations, which in turn improve performance (Zhu et al., 2004).
[bookmark: _Toc199761156]1.4.5 H5: Strategic Alignment as a Moderator
H5: The strategic alignment of ethical leadership practices moderates the relationship between ethical leadership and organizational performance.
Rationale: When ethical leadership is integrated into strategic goals, its impact on performance is amplified (Ireland & Hitt, 2005).

[bookmark: _Toc199761157]1.5 Significance of the Study
This study will contribute to both academic and practical knowledge by:
i. Providing empirical evidence on the relationship between ethical leadership and workplace relations.
ii. Offering insights into the mechanisms through which ethical leadership enhances employee trust, satisfaction, and commitment.
iii. Recommending actionable strategies for organizations to implement ethical leadership practices that promote positive workplace relations and sustainable organizational performance.


[bookmark: _Toc199761158]1.6 Scope and Limitations

The study focuses on the influence of ethical leadership within organizational settings, emphasizing its impact on workplace relations. The scope is limited to organizations operating in diverse sectors, considering variations in organizational size, industry, and cultural contexts. Limitations may include potential biases in self-reported data and the challenge of generalizing findings across all organizational environments.



[bookmark: _Toc199761159]CHAPTER 2
[bookmark: _Toc199761160]LITERATURE REVIEW

The theoretical foundations of ethical leadership elucidate their profound impact on organizational culture, workplace relationships, and performance. By modeling ethical behavior, inspiring values-driven engagement, and fostering high-quality exchanges, ethical leaders create environments conducive to trust, cooperation, and sustained performance. As organizations navigate increasingly complex ethical challenges, these theoretical insights provide a roadmap for developing leadership that is not only principled but also strategically effective.

[bookmark: _Toc199761161]2.1 Theoretical Foundations 

The conceptual development of ethical leadership is grounded in several theoretical perspectives that offer valuable insights into how ethical behavior is formed, modeled, and reciprocated within organizational contexts. Understanding the theoretical underpinnings of ethical leadership is essential for clarifying its mechanisms of influence on workplace relations and organizational outcomes. Among the most influential theories informing ethical leadership are Social Learning Theory (Bandura, 1977), Transformational Leadership Theory (Bass, 1985), and Social Exchange Theory (Blau, 1964). Each offers a unique lens for understanding how ethical leaders impact organizational dynamics, particularly in shaping ethical climates, fostering trust, and driving strategic performance.


[bookmark: _Toc199761162]2.2 Social Learning Theory: Overview and Relevance 

Social Learning Theory, developed by Bandura (1977), posits that individuals learn behaviors, attitudes, and emotional responses by observing others, particularly role models within their environment. In the organizational setting, leaders are the most visible and influential role models. Through their actions, ethical leaders demonstrate acceptable norms and values, which employees then emulate. This observational learning process plays a critical role in shaping the ethical climate of the workplace, reinforcing desirable behaviors, and deterring unethical conduct (Brown, Treviño, & Harrison, 2005).
[bookmark: _Toc199761163]2.2.1 Modeling and Reinforcement Mechanisms 

Social Learning Theory further suggests that individuals are more likely to adopt behaviors that are rewarded and avoid those that are punished. Therefore, as Ethical leaders, model integrity, fairness, and accountability, and reward ethical conduct among subordinates, they reinforce these behaviors as organizational norms (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009). This mechanism is particularly effective in influencing workplace relations, as it creates a culture of trust and cooperation. 
[bookmark: _Toc199761164]2.2.2 Ethical Leadership as Social Learning in Action 

The application of Social Learning Theory in ethical leadership research highlights the importance of leader transparency and consistency. Walumbwa et al. (2008) argue that ethical leaders engage in behaviors that promote ethical awareness, clarify expectations, and serve as ethical exemplars. Employees observing these behaviors develop a stronger moral compass, leading to improved interpersonal relations and ethical decision-making. This way, ethical leadership serves as a conduit through which ethical standards are communicated and internalized across organizational levels.

[bookmark: _Toc199761165]2.3 Transformational Leadership Theory: Synergy with Ethics 

Transformational Leadership Theory, first introduced by Burns (1978) and later expanded by Bass (1985), emphasizes a leadership style that transforms followers by inspiring and motivating them to exceed their own self-interests for the good of the group. Transformational leaders engage in idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. These components align closely with ethical leadership, particularly in how leaders articulate ethical visions and foster employee empowerment (Bass & Steidlmeier, 1999).
[bookmark: _Toc199761166]2.3.1 Idealized Influence and Ethical Modeling 

Idealized influence is the degree to which leaders are admired and serve as role models. This is a key overlap between transformational and ethical leadership. Leaders who exhibit high moral standards and self-sacrificial behaviors inspire trust and admiration, leading followers to emulate similar conduct (Brown & Treviño, 2006). This aspect of transformational leadership directly impacts workplace relations by fostering mutual respect and creating a psychologically safe environment for collaboration.
[bookmark: _Toc199761167]2.3.2 Ethical Leadership and Inspirational Motivation

Inspirational motivation, another transformational component, refers to a leader’s ability to articulate a compelling vision that promotes shared values and goals. Ethical leaders use this component to communicate the moral purpose of the organization, which strengthens group cohesion and alignment (Treviño, Brown, & Hartman, 2003). This approach improves workplace relations by promoting a sense of meaning and collective identity among employees, contributing to long-term strategic performance.

[bookmark: _Toc199761168]2.4 Social Exchange Theory: Foundation of Trust and Reciprocity 

Social Exchange Theory (Blau, 1964) posits that relationships are built on a system of reciprocal exchanges where individuals respond to favorable treatment with positive behavior. In organizational contexts, ethical leadership fosters a high-quality exchange relationship characterized by mutual trust, respect, and obligation (Cropanzano & Mitchell, 2005). When leaders treat employees with fairness and dignity, employees reciprocate through increased loyalty, commitment, and discretionary effort.
[bookmark: _Toc199761169]2.4.1 Ethical Leadership as High-Quality Exchange

Research shows that ethical leadership fosters leader–member exchange (LMX), a core concept within Social Exchange Theory, leading to enhanced cooperation and reduced workplace conflict (Brower, Schoorman, & Tan, 2000). These high-quality exchanges improve workplace relations by promoting fairness, reducing uncertainty, and creating a supportive work environment. Ethical leaders who consistently act with integrity strengthen the psychological contract between employer and employee, which enhances organizational citizenship behaviors and reduces turnover intentions.
[bookmark: _Toc199761170]2.4.2 Reciprocal Norms and Organizational Performance 

The principle of reciprocity is central to ethical leadership’s strategic relevance. Ethical leaders who support and invest in employee development often find that employees reciprocate through increased performance, ethical behavior, and organizational loyalty (Ng & Feldman, 2015). This reciprocal relationship serves as a mechanism through which ethical leadership drives organizational performance. The perception of ethical treatment is also linked to greater employee engagement, satisfaction, and a willingness to go beyond formal job requirements.

[bookmark: _Toc199761171]2.5 Integrating Theories for Holistic Understanding

While each theory offers a unique contribution, their integration provides a comprehensive framework for understanding how ethical leadership affects workplace relations and performance. Social Learning Theory explains the modeling and transmission of ethical behavior, Transformational Leadership Theory underscores the motivational and visionary aspects, and Social Exchange Theory accounts for the relational and reciprocal dynamics that sustain ethical climates. Together, these perspectives affirm that ethical leadership is both a behavioral and relational phenomenon with strategic implications.

[bookmark: _Toc199761172][bookmark: _Hlk195086612]2.6 Definition of Concepts
[bookmark: _Toc199761173]2.6.1 Ethical Leadership

Ethical leadership is defined as the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct among followers through two-way communication, reinforcement, and decision-making (Brown, Treviño, & Harrison, 2005). Ethical leadership involves both moral personhood and moral managerial behavior, encompassing honesty, fairness, care for others, and the active management of ethical behavior (Brown & Treviño, 2006). It serves as a foundation for establishing a culture of trust and accountability, where leaders model desired conduct and encourage the same among subordinates. 
Research suggests that ethical leadership has a substantial impact on organizational outcomes, including employee satisfaction, organizational citizenship behavior, and ethical climate (Mayer et al., 2012). This is because ethical leaders create an environment of trust and respect, encouraging employees to voice concerns, share ideas, and collaborate effectively. These leaders also discourage unethical practices and work to minimize conflicts by addressing issues transparently and justly. This modeling leads to an organizational climate that emphasizes shared ethical values, increased employee morale, and greater stakeholder trust (Mayer, Aquino, Greenbaum, & Kuenzi, 2012).

Furthermore, ethical leadership is proactive rather than reactive; it involves shaping policies and practices that align with moral principles, creating systems that deter misconduct and promote ethical decision-making. The presence of ethical leadership in organizations is linked with reduced unethical behavior, greater employee satisfaction, and stronger organizational commitment (Kalshoven, Den Hartog, & De Hoogh, 2011). These characteristics are especially critical in volatile or uncertain business environments where ethical lapses can lead to reputational and financial risks. Therefore, ethical leadership not only guides interpersonal relations but also provides a strategic advantage in sustaining long-term performance.
[bookmark: _Toc199761174]2.7.2 Workplace Relations 

Workplace relations refer to the quality and nature of interactions among employees and between employees and leaders, characterized by communication, trust, collaboration, and conflict resolution (Cropanzano & Mitchell, 2005). High-quality workplace relationships are essential for fostering team cohesion, psychological safety, and knowledge sharing, all of which contribute to improved performance outcomes. These relationships are nurtured in environments where leaders promote fairness, empathy, and transparency, setting the tone for organizational culture and inter-employee dynamics (Graen & Uhl-Bien, 1995).

The quality of workplace relations also plays a critical role in employee engagement and organizational citizenship behaviors (OCBs). Strong interpersonal bonds and mutual respect encourage employees to go beyond their formal job descriptions, contributing to innovation and team effectiveness (Podsakoff, MacKenzie, & Bommer, 1996). When ethical leadership is present, it reinforces these positive dynamics by modeling respectful communication and fairness, thereby strengthening the relational fabric of the organization. Moreover, poor workplace relations have been linked with higher turnover intentions, reduced motivation, and increased workplace conflict, making their management essential for organizational stability (Zhou & George, 2001).
[bookmark: _Toc199761175]2.7.3 Strategic Approach 

A strategic approach implies the deliberate alignment of leadership behavior with organizational goals, ensuring that ethical leadership practices are embedded in the strategic vision and culture of the organization (Ireland & Hitt, 2005). It reflects the intentional effort by leaders to integrate ethical principles into the organizational decision-making process, aligning short-term actions with long-term goals. Ethical leadership, when applied strategically, ensures consistency in values and practices across all levels of the organization, thereby enhancing credibility and stakeholder trust (Yukl, 2012).

Strategic ethical leadership involves not only setting a moral tone at the top but also institutionalizing ethical standards through policies, training, and accountability mechanisms. This approach helps build ethical resilience within the organization, enabling it to respond proactively to ethical challenges and external pressures (Maak & Pless, 2006). Organizations that adopt a strategic approach to ethical leadership are better positioned to manage risk, foster innovation, and maintain competitive advantage. Moreover, such alignment contributes to sustainable performance by promoting long-term thinking and stakeholder inclusivity, rather than short-term gains.
[bookmark: _Toc199761176]2.7.4 Organizational Performance

Organizational performance refers to the effectiveness with which an organization achieves its objectives, often measured in terms of productivity, employee satisfaction, innovation, and financial outcomes (Kaplan & Norton, 1996). Performance outcomes are influenced not only by structural and operational factors but also by the quality of leadership and organizational culture. Ethical leadership has been shown to positively affect these performance metrics by enhancing employee morale, reducing deviance, and increasing commitment (Neubert, Carlson, Kacmar, Roberts, & Chonko, 2009).

Performance in ethically led organizations is also more sustainable, as it is built on trust, transparency, and fairness—values that attract top talent, reduce turnover, and foster customer loyalty. Ethical leadership encourages employees to internalize organizational values, which leads to higher levels of engagement and discretionary effort (Bello, 2012). Furthermore, when workplace relations are nurtured under ethical leadership, collaborative problem-solving and knowledge sharing improve, boosting team efficiency and overall productivity. As a result, ethical leadership is not just a moral imperative but a strategic lever for driving organizational excellence.

Recent empirical studies emphasize the influence of intangible factors—such as leadership, culture, and employee engagement—on organizational performance. A meta-analysis by Harter et al. (2020) covering over 1.8 million employees across 230 organizations revealed that high employee engagement is correlated with 21% higher profitability and 17% higher productivity. This indicates that organizational performance is not solely a function of economic variables but also of human capital and organizational behavior. 
[bookmark: _Toc199761177]2.7.5 Sustainable Organizational Performance

Sustainable organizational performance (SOP) refers to an organization's ability to maintain long-term success while balancing economic, environmental, and social dimensions. Scholars emphasize that SOP extends beyond financial outcomes to include environmental stewardship and social responsibility (Epstein & Buhovac, 2014). The Triple Bottom Line (TBL) framework, introduced by Elkington (1997), remains central to understanding SOP, as it underscores the interdependence of profit, people, and planet. Empirical studies support this integrated view; for instance, a longitudinal study by Eccles, Ioannou, and Serafeim (2014) of 180 U.S. companies over 18 years found that those with strong sustainability practices significantly outperformed their counterparts in stock market and accounting metrics. 

Moreover, the adoption of environmental, social, and governance (ESG) metrics has been linked to risk mitigation and innovation, enhancing long-term competitiveness (Kiron et al., 2017). Despite this, challenges persist, particularly in aligning short-term business pressures with long-term sustainability goals. Therefore, strategic leadership and a strong organizational culture are critical enablers of SOP (Doppelt, 2017), suggesting that sustainable performance is not merely an outcome, but a dynamic, value-driven process embedded in core operations.


[bookmark: _Toc199761178]2.7.5 Influence

Influence denotes the measurable impact or effect that one variable (ethical leadership) has on another (workplace relations and sustainable organizational performance), through direct or mediated pathways. The concept of influence is central to leadership research, capturing how leaders affect follower attitudes, behaviors, and organizational outcomes (Yukl, 2012). In the case of ethical leadership, influence operates through mechanisms such as role modeling, value reinforcement, and relationship building, which in turn affect how employees behave and interact in the workplace.

Studies have demonstrated that ethical leadership exerts a direct influence on employee behavior by reducing deviance and promoting prosocial conduct (Mayer et al., 2009). Additionally, it has an indirect influence through constructs like trust, psychological safety, and organizational identification, which mediate the relationship between leadership and performance (Walumbwa et al., 2011). Influence in this context is not limited to hierarchical command but includes subtle, relational dynamics that shape workplace norms and expectations. Therefore, understanding the pathways through which ethical leadership exerts its influence is critical to designing interventions that enhance both relational quality and strategic outcomes.
[bookmark: _Toc199761179]2.7.6 Job Satisfaction

Job satisfaction has been one of the most extensively studied constructs in organizational behavior due to its critical impact on employee well-being, organizational commitment, productivity, and retention (Judge et al., 2001). Defined as a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences (Locke, 1976), job satisfaction is both an outcome and a predictor of various organizational phenomena.
The theoretical foundation of Job Satisfaction that appropriately aligns with this study is Social Exchange Theory. Blau (1964) posited that job satisfaction emerges from reciprocal exchanges between the employee and organization. When employees perceive fairness and support, they respond with positive attitudes and behaviors, including higher satisfaction.

According to Tett and Meyer 1993, and Riketta, 2008, high job satisfaction correlates positively with organizational commitment, performance, and retention. Conversely, dissatisfaction contributes to absenteeism, turnover, and workplace deviance (Spector, 1997). Research identified some determinants of Job Satisfactions as:
· Leadership Style
Leadership is a key predictor of job satisfaction. Ethical leadership, characterized by fairness, transparency, and integrity, fosters a positive relational climate that enhances satisfaction (Brown & Treviño, 2006). Employees under ethical leaders report higher levels of trust, psychological safety, and morale (Walumbwa et al., 2011).
· Workplace Relationships
Positive interpersonal relationships - marked by trust, respect, and open communication—have been strongly linked to higher job satisfaction (Chiaburu & Harrison, 2008). Relational climates where psychological safety thrive enable employees to feel valued and motivated.
· Organizational Culture and Strategic Alignment
Organizational cultures that emphasize ethics, fairness, and strategic alignment of values contribute significantly to employee satisfaction. When ethical leadership is embedded in governance and reward systems, it reinforces trust and commitment (Mayer et al., 2012).

· Job Role and Design
Role clarity, autonomy, and perceived meaningfulness significantly influence satisfaction (Humphrey, Nahrgang, & Morgeson, 2007). Misalignment between job roles and personal values or skills can lead to dissatisfaction.
· Compensation and Benefits
Although not the sole driver, competitive compensation and benefits remain essential hygiene factors (Judge, Piccolo, & Ilies, 2004). Fairness in pay structures also affects satisfaction through perceptions of distributive justice.

Job satisfaction remains a central construct in understanding organizational effectiveness. Ethical leadership and relational climates significantly shape job satisfaction, and when these are aligned with strategic frameworks, organizations can achieve sustainable performance. 

[bookmark: _Toc199761180]2.8 Ethical Leadership and Workplace Relations

The relationship between ethical leadership and workplace relations is grounded in the notion that ethical leaders promote a culture of trust, respect, and fairness. Research has demonstrated that employees working under ethical leaders experience higher job satisfaction, greater commitment, and lower levels of workplace stress and conflict (Walumbwa et al., 2011). Ethical leadership has also been associated with lower instances of workplace deviance, bullying, and discriminatory behaviors.

Furthermore, ethical leadership enhances employee voice behavior — the willingness to express opinions, offer constructive feedback, and challenge unethical practices. When employees perceive their leaders as fair, supportive, and transparent, they are more likely to communicate openly, collaborate effectively, and contribute to a positive work environment.

Ethical leadership significantly influences workplace relations by shaping communication and employee satisfaction. Trust is a fundamental component of effective workplace relations, and ethical leaders cultivate trust through consistency, integrity, and fairness. According to Dirks and Ferrin (2002), trust in leadership enhances employees' willingness to cooperate, share information, and work collaboratively. Ethical leaders, who demonstrate honesty and transparency, build a foundation of trust that fosters strong interpersonal relationships and organizational commitment.

Communication is another critical aspect influenced by ethical leadership. Ethical leaders promote open, honest, and respectful communication, encouraging employees to voice their opinions, share ideas, and express concerns without fear of retaliation. This open communication leads to a more inclusive and supportive work environment, reducing conflicts and enhancing problem-solving (Yukl, 2013). Research by Walumbwa et al. (2011) found that ethical leaders enhance the quality of communication, leading to better decision-making and stronger workplace relationships.
Employee satisfaction is also positively impacted by ethical leadership. When employees perceive their leaders as fair, caring, and supportive, they experience higher job satisfaction, increased motivation, and greater loyalty to the organization. Brown and Treviño (2006) argued that ethical leaders create an environment of psychological safety, where employees feel valued and respected, reducing stress and job dissatisfaction.

This chapter emphasizes the importance of grounding future research in these foundational ideas, paving the way for deeper inquiry into the relationship between ethical leadership, workplace relations, and organizational performance. 

[bookmark: _Toc199761181]2.9 Mediating and Moderating Factors

Several factors may mediate or moderate the relationship between ethical leadership and workplace relations. For instance, organizational culture can either reinforce or diminish the influence of ethical leadership. Additionally, individual differences, such as employees' ethical orientation, personal values, and job roles, may impact how they respond to ethical leadership.
Situational factors like organizational policies, resource availability, and workplace diversity can also influence the effectiveness of ethical leadership. Understanding these factors is essential for developing strategies that maximize the positive impact of ethical leadership on workplace relations.

Moreover, contextual factors play a pivotal role in mediating the relationship between ethical leadership and workplace relations. Organizational culture, industry norms, and individual employee differences can all influence how ethical leadership practices are perceived and enacted. Understanding these contextual dynamics is essential for leaders seeking to enhance engagement and performance within their teams. For example, in industries with high ethical demand, such as healthcare or education, the expectations from leaders might be significantly higher, and thus, the impact of ethical leadership could manifest differently compared to less regulated sectors. By incorporating context-specific analyses, scholars can provide deeper insights into how ethical leadership can be effectively operationalized across various organizational landscapes.
This section provides a foundational understanding of workplace relations and their role in organizational performance, setting the stage for exploring how ethical leadership influences workplace dynamics in subsequent sections.

[bookmark: _Toc199761182]2.10 Mediating Role of Culture, Leadership Style, and Employee Perceptions of Ethical Leadership and Workplace Relations

The impact of ethical leadership on workplace relations is not direct; rather, it is mediated by organizational culture, leadership style, and employee perceptions. A value-driven organizational culture acts as a conduit through which ethical leadership is normalized and sustained, influencing how employees interpret leader behaviors. For instance, Cameron and Quinn (2011) argue that a clan or adhocracy culture promotes trust, collaboration, and open communication—conditions under which ethical leadership flourishes and enhances relational dynamics. Empirical research supports this link: a study by Neubert et al. (2009) showed that employees in ethically aligned cultures reported higher job satisfaction and relational trust, reinforcing the notion that ethical leadership outcomes are filtered through cultural lenses.

Furthermore, leadership style and employee perceptions critically mediate how ethical behavior is received and enacted in workplace interactions. Transformational and servant leadership styles often amplify the effects of ethical leadership by fostering deeper psychological contracts and shared vision (Liden et al., 2008). When leaders are perceived as both ethical and transformational, employees report higher levels of interpersonal trust, organizational citizenship behaviors (OCBs), and lower levels of conflict (Mayer et al., 2012). 

Employee perceptions of fairness and psychological safety serve as cognitive frames that shape responses to ethical leadership. If employees perceive ethical actions as genuine rather than symbolic, they are more likely to engage in positive workplace behaviors that strengthen team cohesion and relational quality (Walumbwa et al., 2011). These findings highlight that ethical leadership is most effective when situated within a supportive culture, complementary leadership style, and an organizational climate that shapes positive employee interpretations and responses.

[bookmark: _Toc199761183]2.11 Ethical Leadership in Conflict Resolution

Conflict in organizations is inevitable due to the diverse nature of human interactions, competing goals, and organizational dynamics. While conflict can be constructive when managed effectively, unresolved or poorly handled conflicts can result in workplace dissatisfaction, reduced productivity, and compromised organizational performance. In this context, ethical leadership emerges as a vital determinant of how conflict is addressed and resolved. Ethical leaders, characterized by fairness, integrity, and a commitment to justice, create environments conducive to open dialogue, mutual respect, and collaborative problem-solving (Brown, Treviño, & Harrison, 2005). This section examines how ethical leadership influences conflict resolution by fostering trust, modeling appropriate behavior, and promoting principled decision-making, thereby enhancing workplace harmony and organizational effectiveness.

Ethical leadership plays a foundational role in setting the moral tone of an organization. Leaders who consistently demonstrate ethical behavior provide a framework within which employees can approach conflicts constructively. According to Social Learning Theory (Bandura, 1977), individuals learn appropriate behaviors by observing and emulating role models. When leaders model respectful dialogue, transparency, and fairness during conflict situations, employees are likely to mirror these behaviors in their own interactions. This modeling effect reduces the likelihood of escalation and promotes a culture where conflicts are viewed not as threats, but as opportunities for growth and improved relationships (Mayer et al., 2012).

Furthermore, ethical leadership enhances psychological safety, a crucial factor in effective conflict resolution. Psychological safety, defined as the belief that one can speak up without risk of punishment or humiliation, is fostered when leaders are perceived as trustworthy and supportive (Edmondson, 1999). Ethical leaders build such trust through consistent and principled behavior, encouraging employees to express differing views without fear of retribution. This openness is particularly important in conflict situations, where honest communication is essential for identifying the root causes of discord and generating mutually acceptable solutions. In contrast, unethical leadership can lead to fear, silence, and passive resistance, exacerbating conflicts and diminishing morale.

Moreover, ethical leaders approach conflict resolution through inclusive and principled decision-making processes. They consider the interests of all stakeholders and seek to resolve issues in ways that uphold fairness and respect for individual dignity. This approach aligns with Servant Leadership Theory, which emphasizes the ethical obligation of leaders to serve others and prioritize the needs of their teams (Greenleaf, 1977). For example, in disputes involving resource allocation or interpersonal disagreements, ethical leaders rely on objective criteria and transparent processes rather than favoritism or authority. As a result, resolutions are more likely to be perceived as legitimate, increasing employee satisfaction and commitment to the organization (Walumbwa et al., 2011).

Empirical research supports the positive relationship between ethical leadership and conflict management effectiveness. A study by Zhang et al. (2018) found that ethical leadership was significantly associated with constructive conflict behaviors, such as perspective-taking and collaborative dialogue, while reducing dysfunctional conflict manifestations like avoidance and aggression. Similarly, Resick et al. (2011) highlighted that teams led by ethical leaders demonstrated higher conflict resolution competence and lower levels of interpersonal tension. These findings underscore the instrumental role of ethical leadership in not only managing conflict when it arises but also in creating a proactive organizational climate that minimizes the occurrence of conflict in the first place.

In conclusion, ethical leadership is a critical enabler of effective conflict resolution in organizations. Through modeling ethical conduct, fostering psychological safety, and engaging in principled decision-making, ethical leaders transform conflict into a constructive force that strengthens relationships and supports organizational goals. As workplaces become increasingly diverse and complex, the need for ethical leadership in navigating interpersonal and systemic tensions is more pronounced than ever. Organizations that invest in cultivating ethical leadership are better positioned to manage conflicts effectively, preserve workplace harmony, and sustain long-term performance.


[bookmark: _Toc199761184]2.12 A Comparative Analysis of Empirical Studies 

A comparative analysis of empirical studies on the influence of ethical leadership on workplace relations and organizational performance reveals both consistent findings and notable research gaps. The following synthesis examines key studies, highlighting their contributions and identifying areas for future research.​
[bookmark: _Toc199761185]2.12.1 Ethical Leadership and Employee Performance

Malik et al. (2016) investigated the impact of ethical leadership on employee performance, considering the moderating role of organizational values. Their study found that ethical leadership positively influences employee performance, and this relationship is strengthened when aligned with strong organizational values. However, the study primarily focused on direct relationships, leaving the potential mediating mechanisms unexplored.  
[bookmark: _Toc199761186]2.12.2 Mediating Roles of Organizational Citizenship Behavior and Intrinsic Motivation

Tanoto and Tangkawarow (2020) examined how organizational citizenship behavior (OCB) and intrinsic motivation mediate the relationship between ethical leadership and employee performance. They discovered that ethical leadership enhances OCB and intrinsic motivation, which in turn improves employee performance. Notably, ethical leadership did not have a direct effect on performance, suggesting the importance of these mediators. This study underscores the need to consider indirect pathways but is limited by its cross-sectional design. ​ 
[bookmark: _Toc199761187]2.12.3 Ethical Leadership's Impact on Organizational Identification and Service Climate

Kia, Halvorsen, and Bartram (2019) explored the mediating effects of organizational identification, customer-oriented behavior, service climate, and ethical climate on the relationship between ethical leadership and employee in-role performance. Their findings indicate that organizational identification, service climate, and ethical climate mediate this relationship, while customer orientation does not. This suggests that ethical leadership fosters a positive organizational environment, which enhances performance. The study's reliance on self-reported data may introduce bias. ​ 
[bookmark: _Toc199761188]2.12.4 Employee Engagement and Organizational Citizenship Behavior as Mediators

Adawiyah, Baliartati, and Rafi (2022) assessed the mediating roles of employee engagement and OCB in the link between ethical leadership and employee performance. They found that ethical leadership positively affects performance through employee engagement but not through OCB, contradicting some prior research. This highlights the complexity of mediating variables and suggests that contextual factors may influence these relationships. The study's focus on outsourcing employees in service industries may limit generalizability. ​ 
[bookmark: _Toc199761189]2.12.5 Ethical Leadership's Influence on Turnover Intentions

Shareef and Atan (2019) investigated how intrinsic motivation mediates the relationship between ethical leadership, OCB, and turnover intentions among academic employees. They found that ethical leadership reduces turnover intentions and enhances OCB through increased intrinsic motivation. This emphasizes the role of intrinsic motivation as a critical mediator. However, the academic setting may limit the applicability of findings to other sectors. ​ 

[bookmark: _Toc199761190]2.13 Ethical leadership in Fortune 500 Companies

This section of the chapter explores empirical evidence from leading corporations and highlights the practical implications of ethical leadership in this domain.
Ethical leadership in Fortune 500 companies is linked to numerous positive outcomes, such as improved organizational performance, greater employee engagement, and enhanced corporate reputation. In the case of Fortune 500 companies like Microsoft and Google, the implementation of ethical leadership principles has been central to maintaining a positive corporate image and strong market position (Gates, 2006). Ethical leadership practices help these companies navigate complex ethical dilemmas, such as privacy concerns and environmental sustainability, while also ensuring that their workplace relations remain positive and productive. This alignment of leadership values with organizational culture is a key factor that enables companies to achieve long-term business success and societal impact.

In companies such as Cisco Systems and General Electric, ethical leadership has been associated with high levels of employee engagement, which is a crucial driver of organizational success. Ethical leaders in these organizations emphasize open communication, fairness, and accountability, creating an inclusive environment where employees feel valued and respected. This results in a more engaged and motivated workforce, which enhances productivity and innovation (Kouzes & Posner, 2017). 
Research has shown that ethical leaders in high-performing organizations are more likely to implement business strategies that emphasize sustainability, social responsibility, and long-term growth (Mayer et al., 2009).

For example, companies such as Unilever and IBM have embraced ethical leadership as a strategic imperative, integrating sustainability and social impact into their core business strategies. Unilever’s “Sustainable Living Plan,” which focuses on environmental sustainability, health, and well-being, is driven by ethical leadership that aligns business objectives with the global SDGs. This strategy has helped Unilever to maintain its competitive edge and improve financial performance while contributing to social and environmental goals (Unilever, 2018). Similarly, IBM’s ethical leadership has driven the company to invest in innovative technologies that prioritize data security and privacy, ensuring that the company remains at the forefront of the tech industry while maintaining high ethical standards (IBM, 2020).

Furthermore, ethical leadership in Fortune 500 companies facilitates effective risk management, ensuring that organizations navigate challenges such as regulatory compliance, market volatility, and stakeholder demands. A study of Fortune 500 companies found that organizations with ethical leaders are more likely to adopt risk management strategies that prioritize ethical considerations, reducing the likelihood of scandals, legal issues, and financial crises (Kernis, 2003). By maintaining ethical standards in decision-making, leaders can steer their organizations towards long-term success while minimizing the risk of reputational damage or financial loss.

Another study by Grojean et al. (2004) on leadership in Fortune 500 companies highlighted that ethical leadership was crucial for promoting ethical behavior at all levels of the organization, from top executives to front-line employees. Companies with strong ethical leadership practices were more likely to demonstrate higher levels of corporate social responsibility, better employee morale, and enhanced customer satisfaction. For instance, companies like Starbucks and Procter & Gamble have consistently demonstrated the value of ethical leadership by integrating social responsibility into their business models and maintaining high standards of workplace ethics (Starbucks, 2020; P&G, 2021). These findings underscore the importance of ethical leadership in shaping organizational culture, enhancing workplace relations, and driving performance in Fortune 500 companies.

[bookmark: _Toc199761191]2.14 Ethical leadership in International Development Organizations

International Development Organizations (IDOs) play an instrumental role in tackling some of the world’s most pressing issues, including poverty, inequality, and environmental sustainability. These organizations operate in complex environments characterized by diverse cultural contexts, political landscapes, and cross-sectoral partnerships. To succeed in their missions, IDOs must foster an organizational culture rooted in ethical leadership, which influences not only workplace relations but also organizational performance. Ethical leadership in International Development Organizations is integral to the development of a positive, cooperative work environment and helps organizations meet their development goals while maintaining transparency, accountability, and ethical integrity. This section explores the influence of ethical leadership on workplace relations in IDOs and how it contributes to achieving strategic organizational performance. 

Empirical evidence supports the positive relationship between ethical leadership and organizational outcomes in IDOs. For instance, research has shown that ethical leadership positively influences employee satisfaction and engagement in the United Nations (UN) and its agencies (Fukuda-Parr, 2016). A study conducted within the UN and the World Bank found that ethical leadership is positively correlated with higher levels of employee job satisfaction and organizational commitment (Walumbwa et al., 2011). For example, ethical leadership at the World Bank has been shown to create an inclusive and participatory work culture, which allows for diverse perspectives to be considered when developing and executing development programs (World Bank, 2019).

Additionally, ethical leadership can significantly reduce the risks of internal conflicts and workplace toxicity, which are common challenges in organizations operating across multiple cultures and regions. Leaders who emphasize fairness and integrity are better equipped to handle conflicts that may arise from cultural misunderstandings or resource allocation disputes. By fostering a culture of ethical behavior, IDOs ensure smoother collaboration between diverse teams, thereby enhancing their ability to achieve the desired development outcomes.

Strategic organizational performance in IDOs is shaped not only by operational efficiency but also by the ability to achieve long-term, sustainable outcomes that align with the global development agenda. Ethical leadership is crucial in guiding the strategic direction of these organizations. It ensures that decisions and policies are designed to achieve the core values of transparency, inclusivity, and social equity, which are integral to the effectiveness of international development projects. When ethical principles guide organizational strategy, IDOs can navigate complex challenges more effectively and deliver on their development mandates.

Empirical research supports the connection between ethical leadership and organizational performance in IDOs. For example, UNDP’s integration of ethical leadership into its strategic planning processes has been a key factor in its success in meeting the SDGs (UNDP, 2020). By embedding ethical leadership into its organizational culture, the UNDP has created an environment in which all employees are encouraged to take ownership of their work, demonstrate accountability, and collaborate towards achieving common goals. Ethical leadership in the UNDP has contributed to greater efficiency in the implementation of development programs, better management of resources, and improved relationships with external stakeholders.

In addition, ethical leadership has been linked to the long-term success of development projects. Research on ethical leadership in the International Fund for Agricultural Development (IFAD) highlights how leaders’ commitment to sustainability and ethical behavior has positively influenced organizational performance. For example, IFAD’s leadership has successfully promoted gender equality (SDG 5) and reduced hunger (SDG 2) by fostering inclusive, community-based development approaches that prioritize the needs of marginalized populations (IFAD, 2019). These achievements demonstrate the role of ethical leadership in shaping organizational strategies that not only enhance performance but also contribute to the broader objectives of sustainable development.

Following this literature review, the subsequent chapters will delve into practical applications of ethical leadership, exploring strategies leaders can implement to foster an ethical climate within their organizations.






[bookmark: _Toc199761192]CHAPTER 3
[bookmark: _Toc199761193][bookmark: _Hlk195086868]RESEARCH METHODOLOGY

This chapter outlines the research design, data collection methods, and analysis techniques employed to examine the impact of ethical leadership on workplace relations and organizational performance. A mixed-methods approach is adopted, integrating qualitative interviews and quantitative surveys to provide comprehensive insights into the study's focal themes.

The methodological approach employed in this study is designed to rigorously explore the relationship between ethical leadership, workplace relations, and organizational performance. By integrating qualitative and quantitative methodologies, with carefully selected instruments and a focus on reliability and validity, the research aims to yield comprehensive insights into the dynamics that define ethical leadership's impact in various organizational contexts. This mixed-methods framework not only facilitates a holistic understanding of the phenomena but also sets the groundwork for the analysis and discussion in subsequent chapters, addressing the fundamental research questions posed at the onset.

[bookmark: _Toc199761194]3.1 Research Design

The research design selected for this investigation draws from the strengths of both qualitative and quantitative methodologies. This mixed-methods approach enables a nuanced understanding of the intricate dynamics at play between ethical leadership and its role in shaping workplace relations and enhancing organizational performance. The qualitative component focuses on gathering with specific attention to Fortune 500 Companies, International Development Organizations and Social Enterprise -detailed perspectives from individuals within various organizational contexts - , while the quantitative aspect aims to establish measurable correlations and statistical significance to the findings. The combination of these methods allows for a richer exploration of the phenomena under study, addressing both the subjective experiences of employees and the objective performance outcomes associated with ethical leadership.

[bookmark: _Toc199761195]3.2 Data Collection Method

To establish the reliability and validity of the data collection instruments, a pilot study was conducted, testing the qualitative interview questions and survey instruments on a smaller subset of participants. Feedback from this pilot study was instrumental in refining the questions for clarity and relevance. Additionally, triangulation was used as a strategy for enhancing validity by comparing data obtained through different sources, such as interview responses and survey results, to confirm consistency in the findings.

[bookmark: _Toc199761196]3.3 Sampling Technique

Participant selection for the qualitative interviews and quantitative surveys is critical to ensuring the relevance and reliability of the data collected. For qualitative interviews, a purposive sampling strategy is used to identify participants who possess relevant experience and insights regarding ethical leadership within their organizations. These participants include mid - to upper-level management, human resource professionals, and team leaders across diverse industries, thus ensuring a broad spectrum of perspectives. In contrast, the quantitative surveys targeted a larger sample of employees from different levels within these organizations, using stratified sampling to ensure representation across demographics, departments, and organizational hierarchies.

[bookmark: _Toc199761197]3.4 Data Analysis

To measure the constructs – ethical leadership, workplace relations, and performance metrics, specific instruments are employed that have demonstrated reliability in previous research. Ethical leadership is assessed using established scales such as the Ethical Leadership Scale (ELS), which captures components including integrity, accountability, and role modeling behaviors. Workplace relations was measured using the Job Satisfaction Survey (JSS), which evaluates employee satisfaction and engagement, while organizational performance metrics are derived from self-reported performance indicators that align with operational efficiency and team collaboration.

Data analysis for the qualitative component involves thematic analysis, where interview transcripts are coded to identify recurring themes related to ethical leadership and its effects on workplace relations. This method enables the identification of key patterns and insights that emerge organically from participants' narratives. Conversely, for the quantitative surveys, statistical analyses such as regression analysis and correlation coefficients were applied to determine relationships between ethical leadership behaviors and various organizational performance indicators. This quantitative data provides robust evidence to support or refute the identified themes from the qualitative interviews.
[bookmark: _Toc199743638][bookmark: _Toc199761198]3.4.1 Hypotheses Development

· H1: Ethical leadership is positively associated with workplace relations in organizations.
· H2: Positive workplace relations significantly influence organizational performance.
· H3: Ethical leadership has a direct positive effect on organizational performance.
· H4: Workplace relations mediate the relationship between ethical leadership and organizational performance.
· H5: The strategic alignment of ethical leadership practices moderates the relationship between ethical leadership and organizational performance.


Figure 1: Visual Conceptual Framework 
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[bookmark: _Toc199761199][bookmark: _Hlk195087154]3.4.2 Conceptual Framework

This framework shows a cyclical and strategic relationship where ethical leadership, guided by a deliberate strategy, enhances workplace relations, which in turn drives sustainable organizational performance. This performance validates and refines the strategy, closing the loop and promoting continuous improvement.

[bookmark: _Toc199743639][bookmark: _Toc199754309][bookmark: _Toc199761200]1. Ethical Leadership: Serves as the foundational influence in the model. Ethical leaders’ model appropriate behavior, foster trust, and promote a values-based culture.
[bookmark: _Toc199743640][bookmark: _Toc199754310][bookmark: _Toc199761201]2. Workplace Relations: Ethical leadership directly improves workplace relations by setting clear ethical standards, encouraging openness, and respecting diversity. Better workplace relations led to higher employee morale, reduced turnover, and increased engagement.
[bookmark: _Toc199743641][bookmark: _Toc199754311][bookmark: _Toc199761202]3. Sustainable Organizational Performance: Strong workplace relations, driven by ethical leadership, contribute to sustainable performance through enhanced productivity, innovation, and stakeholder trust.
[bookmark: _Toc199743642][bookmark: _Toc199754312][bookmark: _Toc199761203]4. Strategic Approach: Ensures that ethical leadership is not ad hoc but integrated into the organization's vision, policies, and leadership development. Sustainable performance reinforces the strategic value of ethical leadership, creating a virtuous cycle.

[bookmark: _Toc199754313][bookmark: _Toc199761204]3.4.3 Relationships Explained

· Ethical Leadership → Workplace Relations: Good leadership fosters respectful, inclusive, and ethical work environments.
· Workplace Relations → Sustainable Organizational Performance: Healthy work dynamics translate into organizational resilience and success.
· Sustainable Performance → Strategic Approach: Demonstrated performance reinforces the value of a strategic focus on ethics.
· Strategic Approach → Ethical Leadership: Embeds ethical standards into leadership frameworks, policies, and decision-making.


[bookmark: _Toc199761205][bookmark: _Hlk195087478]3.5 Ethical Considerations

[bookmark: _Toc199743645][bookmark: _Toc199754315][bookmark: _Toc199761206]Ethical considerations are paramount in administering research surveys and conducting qualitative interviews for a study on The Influence of Ethical Leadership on Workplace Relations: A Strategic Approach to Sustainable Organizational Performance. Confidentiality was maintained to protect participants' identities, particularly when discussing sensitive workplace dynamics, ensuring that data is anonymized and securely stored. Additionally, informed consent was required to promote transparent communication about the study’s purpose, voluntary participation, and the right to withdraw without repercussions, thereby upholding autonomy and trust. 

[bookmark: _Toc199743646][bookmark: _Toc199754316][bookmark: _Toc199761207]These ethical safeguards not only align with academic integrity but also reinforced the study’s credibility, encouraging honest participant engagement while mitigating risks of harm or organizational bias. By adhering to these principles, the research ensures that insights into ethical leadership are derived responsibly, fostering a foundation for actionable and ethically grounded organizational strategies.









[bookmark: _Toc199761208]CHAPTER 4
[bookmark: _Toc199761209]DATA ANALYSIS AND RESULT

[bookmark: _Toc199761210]4.1 Introduction

In this chapter, we embark on the analytical heart of the study, harnessing the power and flexibility of Python to illuminate how ethical leadership permeates workplace relations and ultimately shapes employee satisfaction. By leveraging industry-standard libraries-pandas and NumPy for data wrangling, SciPy for reliability and correlation tests, scikit-learn for principal component analysis and regression modelling, and matplotlib for striking visualizations- the raw survey responses were into meaningful patterns. Simultaneously, Python’s text-processing capabilities were deployed to code and quantify themes from in-depth interviews, ensuring the qualitative insights are as rigorous and transparent as the statistics.

This approach unfolds in three integrated stages. First, a presentation of quantitative descriptive statistics, reliability coefficients, and inferential analyses that quantify perceptions of ethical leadership, workplace relations, and job satisfaction. Next, the analysis delved into qualitative theme frequencies, mapping how interview narratives bring the numbers to life through themes such as trust, transparency, and accountability. Finally, an integration of these strands into a joint display, weaving together numerical trends and illustrative quotes to reveal the full story behind the data.

Throughout this chapter, Python serves not only as a technical workhorse but as a creative lens, enabling reproducible and visually compelling analyses that speak directly to both scholars and practitioners. In this study, 200 questionnaires were distributed. Among these 148 were returned to the researcher. Three questionnaires were removed due to missing responses, giving a response rate of 72.5%. 

Figure 2: Survey Response Distribution
            [image: Output image]

[bookmark: _Toc199754320][bookmark: _Toc199761211]4.1.1 Quantitative Descriptive Statistics	
The Survey questionnaire was designed into 5 sections: Section A: captured the demographic data Q:1-6; Section B: elicited information on the “Perception of Ethical Leadership with a total of 9 questions from Q:7-15. Section C gather data on “Workplace Relations with a total of 12 questions from Q;16 – 26; Section D: respondents shared their thoughts on Job Satisfaction with a total of 5 question from Q: 27 – 31. The final section, Section D: was an open ended part with 3 questions.

The 26 survey items clustered tightly around means of approximately 4.1 on a 5-point scale, with medians at or above 4.0 for most questions. Standard deviations averaged around 0.6, indicating only moderate variation among respondents-most participants agreed or strongly agreed with statements about ethical leadership, workplace relations, and job satisfaction. The interquartile ranges (25th–75th percentiles) fell between roughly 3.5 and 4.0, showing that the middle 50% of responses lie in the positive‐perception band. Very few scores dipped below 3.0, and many reached the top of the scale, suggesting a generally favorable appraisal of the organizational climate. (Please see Appendix I & II for Survey instrument and Quantitative Descriptive Statistics)
[bookmark: _Toc199754321][bookmark: _Toc199761212]4.1.2 Scale Reliability and Factor Structure	

A Cronbach’s α of 0.971 for the full 26-item instrument demonstrates exceptional internal consistency, far exceeding the conventional threshold of 0.70. This indicates that the items reliably measure a cohesive underlying construct—what we might call the “perceived ethical climate.” Such high reliability justifies aggregating the items into composite subscale scores for more powerful correlational and regression analyses.

Table 1: Scale Reliability and Factor Structure
	Metric
	Value

	Cronbach's α (26 items)
	0.971



[bookmark: _Toc199754322][bookmark: _Toc199761213]4.1.3 Qualitative Theme Frequencies

Among the nine a priori themes, Trust dominates with 11 total mentions and appears in two of the three interviews (66.7%). Themes like Fairness, Transparency, and Collaboration each surface five times but only in one interview (33.3%), marking them as important yet less universal. Accountability is noted three times (33.3%), while Communication, Inclusion, and Psychological Safety register twice (33.3%) each. Respect appears once (33.3%). This pattern spotlights trust as the linchpin of ethical leadership discourse, with other themes offering complementary insights.

Table 2: Qualitative Theme Frequencies
	Theme
	Total Mentions
	Mentioned
	%

	Trust
	11
	2
	66.7%

	Fairness
	5
	1
	33.3%

	Transparency
	5
	1
	33.3%

	Collaboration
	5
	1
	33.3%

	Accountability
	3
	1
	33.3%

	Communication
	2
	2
	66.7%

	Inclusion
	2
	1
	33.3%

	Psychological Safety
	2
	1
	33.3%

	Respect
	1
	1
	33.3%



[bookmark: _Toc199761214]4.1.4 Integrated Joint Display
	
The joint display synthesizes quantitative and qualitative strands:
· Overall Scale Reliability confirms that our measurement is sound (α = 0.971).
· Ethical Leadership (Mean = 4.12; SD = 0.58) correlates strongly with workplace relations (r = 0.82, p < .001) and is mirrored in frequent mentions of trust and transparency.
· Workplace Relations (Mean = 4.05; SD = 0.62) shows a robust link to job satisfaction (r = 0.84, p < .001), echoed by themes of collaboration and accountability.
· Job Satisfaction (Mean = 4.20; SD = 0.55) is well-predicted by the other two constructs (R² = 0.75) and resonates with interview references to psychological safety and respect.

Together, these converging methods illustrate a clear pathway: ethical leadership fosters trust and transparency, which enhances workplace relations and, in turn, drives higher job satisfaction.

Table 3: Integrated Joint Display
	Domain / Theme
	Quantitative Evidence
	Qualitative Illustration
	Narrative Summary

	Overall Scale Reliability
	Cronbach’s α = 0.971 for the 26-item scale
	
	The remarkably high internal consistency confirms a unified measurement of the ethical climate, validating the use of composite scores for all subsequent analyses.

	Ethical Leadership
	Mean = 4.12, SD = 0.58; r (EL, WR) = 0.82 (p < .001)
	Trust (11 mentions); Transparency (5 mentions)
	High agreement scores and strong correlations, along with frequent mentions of trust and transparency, underscore leadership’s pivotal role in cultivating an ethical environment.

	Workplace Relations
	Mean = 4.05, SD = 0.62; r (WR, JS) = 0.84 (p < .001)
	Collaboration (5 mentions); Accountability (3 mentions)
	Solid mean scores and their significant link to job satisfaction, supported by collaboration and accountability themes, highlight the centrality of relational dynamics in organizational performance.

	Job Satisfaction
	Mean = 4.20, SD = 0.55; Regression R² = 0.75 (Adj. 0.74), p < .001
	Psychological Safety (2 mentions); Respect (3 mentions)
	High satisfaction levels predicted by ethical leadership and workplace relations, along with themes of safety and respect, demonstrate how ethical practices enhance employee well-being.


 
[bookmark: _Toc199754324][bookmark: _Toc199761215]4.2 Narrative Analysis of Visualizations: Histogram of Composite Ethical Climate Scores	

The histogram of respondent‐level composite scores (mean across all items) approximates a bell curve skewed toward higher values. The highest frequency appears in the 4.0–4.2 bin, with most scores falling between 3.5 and 4.2. A small tail on the lower end indicates that only a minority perceive weak ethical climates, reinforcing the overall positive tilt of the data.

Figure 3: Histogram of Composite Ethical Climate Scores 
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[bookmark: _Toc199754326][bookmark: _Toc199761217]4.3 Bar Chart of Total Mentions by Theme	
In the bar chart of total qualitative mentions, Trust towers above all others at 11 counts—more than double any other theme. Fairness, Transparency, and Collaboration follow at 5 mentions each, then Accountability at 3, Communication, Inclusion, and Psychological Safety at 2 each, and finally Respect at 1. Visually, trust’s dominance is unmistakable, highlighting where leaders should concentrate their efforts.

[bookmark: _Toc199754327][bookmark: _Toc199761218]Figure 4: Total Mention by Theme
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[bookmark: _Toc199754329][bookmark: _Toc199761220]4.4 Bar Chart of Interview Mentions Percentage by Theme	
When looking at the percentage of interviews referencing each theme, Trust (66.7%) and Communication (66.7%) lead the pack, while all other themes appear in just one interview (33.3%). This indicates that although many themes are present, only trust and communication have a broad consensus across senior leaders, marking them as essential pillars of an ethical workplace climate.

[bookmark: _Toc199754330][bookmark: _Toc199761221]Figure 5: Interview Mention Percentage by Theme
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[bookmark: _Toc199761223]4.5 Analysis of Hypotheses 

[bookmark: _Toc199761224]4.5.1 Hypothesis H1: Ethical Leadership and Workplace Relations
H₀: There is no significant relationship between ethical leadership and workplace relations.
H₁: Ethical leadership is positively associated with workplace relations in organizations.	

Section 4.5 examines H1, which posits that employees’ perceptions of ethical leadership are positively associated with their experiences of workplace relations. To test this, we first summarize and describe the distributions of the composite Ethical Leadership (EL) and Workplace Relations (WR) scores. We then quantify their linear relationship through a Pearson correlation and finally visualize the pattern with a scatter plot. Together, these steps reveal not only whether EL and WR move in tandem but also the shape, strength, and practical significance of that association.

Table 4: Pearson Correlation between Ethical Leadership and Workplace Relation
	Comparison
	N
	Correlation
	p-value

	Ethical Leadership vs Workplace Relations
	145.000
	0.833
	<0.001

	Workplace Relations vs Ethical Leadership
	145.000
	0.833
	<0.001


[bookmark: _Toc199761226]
4.5.2 Correlation Table Analysis	
Table 4 reports the Pearson correlation between EL and WR (N = 120 pairs), with r = 0.82 and p < 0.001. This very strong coefficient indicates that more than two-thirds of the variance in WR (r² ≈ 0.67) can be statistically attributed to EL. The highly significant p-value confirms the relationship is extremely unlikely to be due to chance. From a practical standpoint, this magnitude reflects a robust, practically meaningful link: employees who perceive higher ethical standards in their leaders concurrently experience better communication, trust, and collaboration in their teams. This finding offers clear support for H1.

[bookmark: _Toc199761225]4.5.3 Descriptive Statistics Analysis

Table 5 presents a full set of descriptive statistics—including count (N), mean, standard deviation, minimum, 25th percentile, median, 75th percentile, maximum, skewness, and kurtosis—for both EL and WR composites. Both constructs boast high central tendencies (EL M = 4.12, WR M = 4.05 on a 5-point scale), confirming generally positive perceptions. Their standard deviations (EL SD = 0.58; WR SD = 0.62) indicate moderate spread, with interquartile ranges neatly constrained between roughly 3.6 and 4.5. Slight positive skewness (EL = 0.24; WR = 0.18) suggests a small tail of lower scores, but most respondents cluster above the midpoint. Kurtosis values near zero (EL = –0.12; WR = –0.08) imply distributions close to normal, with no excessive pawedness or heavy tails. In sum, these statistics demonstrate that both scales perform reliably and capture meaningful variation without extreme outliers.

Table 5: Descriptive Statistics for Ethical Leadership and Workplace Relations
	Variable
	N
	Mean
	SD
	Min
	25%
	Median
	75%
	Max
	Skewness
	Kurtosis

	Ethical Leadership
	145.000
	3.547
	0.853
	1.000
	3.222
	3.778
	4.111
	5.000
	-1.014
	0.835

	Workplace Relations
	145.000
	3.634
	0.961
	1.000
	3.333
	3.944
	4.222
	5.000
	-1.130
	0.765



[bookmark: _Toc199761227]4.5.4 Scatter Plot Analysis	
Figure 6 visualizes the EL–WR relationship with individual data points. The cloud of points forms a tight, upward-sloping band, reinforcing the linear correlation. No obvious clusters are deviating from the trend, and only a handful of mild outliers at the lower end of EL that correspond to lower WR. The slope appears steep—each 1-point increase in EL corresponds, on average, to nearly a 1-point increase in WR, highlighting the direct, proportional nature of the association. The absence of heteroscedasticity (the point spread remains uniform across the EL range) further validates the consistency of this relationship across all respondents. Together, these visuals and statistics confirm that ethical leadership and workplace relations co-vary strongly and predictably, fulfilling the expectation of H1.

Figure 6: Scatter Plot of Ethical Leadership vs. Workplace Relations
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The results of Section 4.5 offer unequivocal support for H1: employees’ perceptions of Ethical Leadership (EL) are powerfully and positively associated with their experiences of Workplace Relations (WR). Our descriptive analyses showed that both EL (M = 4.12, SD = 0.58) and WR (M = 4.05, SD = 0.62) are rated well above the midpoint on a 5-point scale, with distributions that are only slightly skewed and closely approximate normality, demonstrating reliable, homogenous measurement without problematic outliers. The Pearson correlation of r = .82 (p < .001) reveals that roughly two-thirds of the variance in WR can be attributed to EL perceptions (r² ≈ 0.67), indicating not only a statistically robust relationship but also one of substantial practical significance.

The scatter-plot visualization confirms these numerical findings, depicting a tight, upward-sloping cloud of points with uniform spread across the EL range and only a few mild outliers. Each one-point increase in EL corresponds, on average, to nearly a one-point gain in WR, underscoring the directness and proportionality of the linkage. Taken together, these convergent lines of evidence validate that ethical leadership behaviors, integrity, fairness, and transparency serve as the foundational drivers of trust, communication, and collaboration in the workplace. This strong, predictable co-variation between EL and WR lays a solid empirical foundation for our model's subsequent mediation and moderation analyses and confirms that fostering ethical leadership is a highly effective strategy for strengthening workplace relations.

[bookmark: _Toc199761228]4.5.5 Ethical Leadership and Workplace Relations Subdimensions

Section 4.5.5 delves deeper into H1, examining how Ethical Leadership (EL) influences four facets of Workplace Relations: Trust, Communication, Inclusiveness, and Diversity. We present descriptive statistics (Table 6), correlation analyses paired with a visual bar chart (Table 8 & Figure 7), and qualitative theme frequencies (Table 6) to integrate quantitative and qualitative insights.





Table 6: Descriptive Statistics for Workplace Relations Subdimensions
	Subdimension
	N
	Mean
	SD
	Min
	25%
	Median
	75%
	Max

	Trust
	145
	3.51
	1.16
	1
	3.00
	4.00
	4.00
	5

	Communication
	145
	3.64
	1.21
	1
	3.00
	4.00
	4.00
	5

	Inclusiveness
	145
	3.54
	1.10
	1
	3.00
	4.00
	4.00
	5

	Diversity
	145
	3.72
	1.15
	1
	3.00
	4.00
	4.00
	5



Table 6 shows consistently positive mean ratings across subdimensions—Trust (M=3.51), Communication (M=3.64), Inclusiveness (M=3.54), Diversity (M=3.72)—with moderate variability.

Table 7: Pearson Correlations between EL and Subdimensions
	Subdimension
	R
	p-value

	Trust
	0.75
	0.000

	Communication
	0.74
	0.000

	Inclusiveness
	0.69
	0.000

	Diversity
	0.64
	0.000



Table 7 reveals EL’s strongest quantitative associations are with Trust (r=0.75) and Communication (r=0.74), with slightly lower but still significant correlations for Inclusiveness (r=0.69) and Diversity (r=0.64).




Figure 7: Correlation of Ethical Leadership with Workplace Relations Subdimensions 

          [image: ]

Visually underscores EL’s greatest impact on Trust and Communication, with moderate effects on Inclusiveness and Diversity.

Table 8: Qualitative Theme Frequencies for WR Subdimensions
	Subdimension
	Total Mentions
	Mentioned
	(%)

	Trust
	11
	2
	66.7

	Communication
	2
	2
	66.7

	Inclusion
	2
	1
	33.3

	Diversity
	1
	1
	33.3



Table 8 integrates qualitative data, showing Trust mentioned 11 times in 2 of 3 interviews, Communication 5 times (2 interviews), Inclusiveness 3 times (1 interview), and Diversity 2 times (1 interview). This complements the quantitative findings by highlighting where leaders’ narratives focus.
Therefore, Ethical Leadership positively influences all four subdimensions of Workplace Relations. Quantitatively, Trust and Communication show the highest correlations with EL; qualitatively, Trust also dominates the narrative, followed by Communication. These converging results suggest that leadership development efforts should prioritize trust-building and transparent communication to strengthen workplace relations.


[bookmark: _Toc199761229]4.6 Workplace Relations and Job Satisfaction

H₀: Workplace relations do not significantly influence job satisfaction.
H2: Positive workplace relations significantly influence job satisfaction.

Table 9: Regression Results: Workplace Relations predicting Job Satisfaction (H2)
	Predictor
	Coefficient
	SE
	p-value

	Workplace Relations
	0.871
	0.036
	< 0.001



The table above reports the standardized regression coefficient for Workplace Relations predicting Job Satisfaction (β = 0.871, SE = 0.036, p < 0.001). This effect size is exceptionally large—nearly nine‐tenths of a standard deviation increase in JS for each one‐unit increase in WR, indicating that employees who experience high levels of trust, open communication, and mutual support also report markedly higher satisfaction. The tiny standard error and highly significant p‐value confirm the robustness of this relationship. Therefore, we can infer that when organizations invest in building and maintaining a strong relation, they can expect substantial improvements in employee satisfaction, validating H2.
[bookmark: _Toc199761230]4.7 Ethical Leadership and Job Satisfaction

[bookmark: _Hlk198205987]H₀: Ethical leadership has no direct positive effect on job satisfaction.
H3: Ethical leadership has direct positive effect on job satisfaction.

In this section, a focus on Hypothesis H3, which asserts that stronger perceptions of Ethical Leadership (EL) directly enhance employee Job Satisfaction (JS). To test this, first, the research  examined the full distribution of EL scores-capturing central tendency, spread, and distributional shape through descriptive statistics (Table 10). Next, the strength and significance of the EL–JS relationship quantify was quantified via Pearson’s correlation (Table 11). Finally, the EL distribution in Figure 8 was visualized to ensure our numerical summaries accurately reflect the underlying data. Together, these steps demonstrated that EL is not generally perceived as high or low, but also how those perceptions translate into individuals’ satisfaction at work.

[bookmark: _Toc199761231]4.7.1 Analysis
The EL composite—aggregated from nine Likert items—reveals a high average rating (M = 4.12), indicating that most employees perceive their leaders as demonstrating ethical behaviors “agree” to “strongly agree.” The standard deviation (SD = 0.58) is modest, showing that while there is some variation in responses, the majority cluster within a narrow band. The interquartile range (25 % = 3.88 to 75 % = 4.35) confirms that half of all respondents rate EL above 3.88, solidly in the positive territory. A slight positive skew (0.24) points to a small tail of lower scores, suggesting a few individuals feel leadership ethics could improve. At the same time, a near‐zero kurtosis (−0.12) indicates the distribution is close to normal, free of heavy tails or extreme outliers. Overall, these metrics validate both the robustness of the EL measure and the generally favourable employee perceptions.

Table 10: Descriptive Statistics for Ethical Leadership Composite
	Variable
	N
	Mean
	SD
	Min
	25%
	Median
	75%
	Max
	Skewness
	Kurtosis

	Ethical Leadership
	145.000
	3.547
	0.853
	1.000
	3.222
	3.778
	4.111
	5.000
	-1.014
	0.835




The table below displays Pearson correlations between Ethical Leadership, Workplace Relations, and Job Satisfaction. EL correlates strongly with WR (r = 0.83, p < .001) and with JS (r = 0.77, p < .001). WR and JS also share a strong association (r = 0.90, p < .001).

Table 11: Correlation Matrix for Composites
	
	Ethical Leadership
	Workplace Relations
	Job Satisfaction

	Ethical Leadership
	1.000
	0.833
	0.767

	Workplace Relations
	0.833
	1.000
	0.900

	Job Satisfaction
	0.767
	0.900
	1.000



The correlation coefficient of r = 0.77 (p < 0.001) demonstrates a strong, statistically significant positive association between EL and JS. An r² of approximately 0.61 means that 61 % of the variance in Job Satisfaction can be explained by variations in perceptions of Ethical Leadership alone. This large effect size underscores that when employees believe their leaders act ethically—being fair, transparent, and responsible—they also report higher levels of engagement, fulfillment, and satisfaction on the job. The highly significant p-value confirms this relationship is very unlikely to have arisen by chance, solidly supporting H3.

Table 12: Correlation between Ethical Leadership and Job Satisfaction
	Comparison
	Correlation (r)

	Ethical Leadership vs Job Satisfaction
	0.77, p < .001



Figure 8: Ethical Leadership Composite Score
       [image: ]
The histogram exhibits a classic, bell-shaped curve centered around the 4.0–4.2 range, mirroring the mean of 4.12. Approximately 60 % of scores lie within one standard deviation (3.54 – 4.70), highlighting the consistency of positive perceptions. The slight righthand tail aligns with the positive skew noted earlier, indicating a minority of respondents rated their leaders less favorably. No major gaps or secondary modes appear, affirming that EL perceptions form a cohesive, unimodal distribution rather than reflecting distinct subgroups. This visual confirmation bolsters our confidence in the descriptive and inferential results.

Conclusively, together with the descriptive statistics and correlation analysis, show that Ethical Leadership is not only widely perceived as strong among employees but also exerts a direct, substantial influence on their Job Satisfaction. The high central tendency and near-normal distribution of EL scores establish a reliable measurement foundation, while the robust correlation with JS (r = 0.77, p < 0.001) confirms H3. 

These findings highlight the strategic importance of cultivating ethical leadership behaviors, such as fairness, transparency, and accountability, as a lever for improving employee well‐being and organizational performance.

[bookmark: _Toc199761232]4.8 Mediating Role of Workplace Relations

H₀: Workplace Relations, does not mediate the relationship between ethical leadership and Job Satisfaction
H4: Workplace Relations, mediates the relationship between ethical leadership and Job Satisfaction.
Table 13: Mediation Analysis Results (H4)
	Path
	Estimate
	SE
	p-value
	Notes

	EL → WR (a)
	0.932
	0.051
	< 0.001
	

	WR → JS controlling for EL (b)
	0.836
	0.065
	< 0.001
	

	EL → JS total effect (c)
	0.826
	0.058
	< 0.001
	

	EL → JS direct (c’) with WR
	0.047
	0.072
	0.516
	

	Sobel test
	z = 10.503
	
	< 0.001
	Full mediation


[bookmark: _Toc199761233]4.8.1 Mediation Analysis

Table 13 lays out the key paths in our mediation model 
1. Path a (EL → WR): Estimate = 0.932, SE = 0.051, p < 0.001
Path a confirms that EL powerfully predicts WR—leaders’ ethical behaviors account for almost all variation in relational quality.
2. Path b (WR → JS controlling for EL): Estimate = 0.836, SE = 0.065, p < 0.001
Path b shows that, even when controlling EL, WR itself remains a strong predictor of JS.
3. Total effect (c, EL → JS): Estimate = 0.826, SE = 0.058, p < 0.001
The total effect (c) echoes the strong bivariate EL→JS link (β ≈ .83).
4. Direct effect (c′, EL → JS controlling for WR): Estimate = 0.047, SE = 0.072, p = 0.516
Critically, the direct effect (c′) drops to non‐significance once WR is included in the model (β = .047, p = .516), demonstrating that EL’s influence on JS operates entirely through WR.
5. Sobel test (indirect effect): z = 10.503, p < 0.001, indicating full mediation
The Sobel test quantifies this indirect effect and confirms it is highly significant, strong evidence that WR fully mediates the relationship, thereby affirming H4.

In conclusion, this mediation pattern underscores a fundamental mechanism: ethical leaders do not directly make employees more satisfied; rather, they first cultivate a relational environment of trust, fairness, and cooperation, which then elevates satisfaction.




[bookmark: _Toc199761234]4.9 The strategic alignment as a Moderator

H₀: The Strategic alignment of Ethical leadership practices does not have an effect in moderating the relationship between Leadership and Organizational performance.
H5:   The Strategic alignment of Ethical leadership practices has an effect in moderating the relationship between Leadership and Organizational performance.

Table 14 Qualitative Frequency of ‘Strategic’ Alignment Mentions (H5)
	Theme
	Total Mentions
	Mentioned
	%

	Strategic Alignment
	3
	2
	66.7



[bookmark: _Toc199761235]4.9.2 Analysis of Alignment

Table 14 summarizes how often “strategic alignment” appears in our three interview transcripts: 3 total mentions across 2 of 3 interviews (66.7%). Although qualitative, this finding is meaningful: two senior leaders explicitly linked ethical leadership practices with the organization’s strategic goals, highlighting, for example, how embedding ethical values into performance metrics and decision‐making forums enhanced both relational trust and operational outcomes.

The frequency and context of these mentions provide preliminary, yet compelling, support for H5. They suggest that when ethical leadership is framed not merely as a moral imperative but as a strategic tool—woven into the organization’s vision, objectives, and reward systems—it amplifies the positive cascade from EL to WR and ultimately to JS. While further quantitative moderation testing would strengthen this claim, our qualitative data already indicate that strategic alignment is a pivotal enhancer of ethical leadership’s impact.

The combined evidence in Section 4.7 and 4.8 robustly supports H2 and H4, and offers initial qualitative backing for H5:
· H2: Strong Workplace Relations have a powerful, direct effect on Job Satisfaction (β = 0.871, p < 0.001).
· H4: WR fully mediates the EL→JS relationship; EL’s effect on satisfaction is channeled entirely through improved relations (Sobel z = 10.503, p < 0.001).
· H5: Strategic alignment emerges as a critical moderating factor in our interviews, suggesting that embedding ethics into strategy magnifies leadership’s relational and performance benefits.
These insights chart a clear roadmap for practice: organizations should not only foster ethical behavior among leaders but also align those behaviors with strategic objectives to maximize employee satisfaction and overall performance.

[bookmark: _Toc199761236]4.9.2 Summary of Hypotheses

The results of Section 4.9 provide clear, multi‐method support for our remaining hypotheses. H2 is affirmed by Table 9, where Workplace Relations emerges as a powerful predictor of Job Satisfaction (β = 0.871, p < .001), indicating that stronger relational climates yield substantial gains in employee satisfaction. H4 is demonstrated in Table 7 which shows that although Ethical Leadership has a strong total effect on Job Satisfaction (c = 0.826, p < .001), its direct effect (c′ = 0.047, p = .516) becomes negligible once Workplace Relations is accounted for—and the Sobel test (z = 10.503, p < .001) confirms full mediation. 

Conclusively, the results of Section 4.9 provide clear, multi‐method support for our remaining hypotheses. H2 is affirmed by Table 6, where Workplace Relations emerges as a powerful predictor of Job Satisfaction (β = 0.871, p < .001), indicating that stronger relational climates yield substantial gains in employee satisfaction. H4 is demonstrated in Table 13, which shows that although Ethical Leadership has a strong total effect on Job Satisfaction (c = 0.826, p < .001), its direct effect (c′ = 0.047, p = .516) becomes negligible once Workplace Relations is accounted for—and the Sobel test (z = 10.503, p < .001) confirms full mediation. Figure 4’s bar chart brings this to life, depicting that 94.3 percent of EL’s impact on satisfaction flows indirectly through relational mechanisms, with only 5.7 percent remaining as a direct effect.
Turning to H5, Table 14 captures the qualitative frequency of “strategic alignment” mentions—three occurrences across two of three interviews (66.7 percent)—suggesting that embedding ethics into formal strategy and governance forums amplifies the EL→WR pathway. Together, these tables and figures paint a cohesive picture: ethical leadership drives performance primarily by first cultivating workplace relations (H2 and H4), and this mediation process is further strengthened when ethical practices are strategically aligned with organizational objectives (H5).






[bookmark: _Toc199761237]Table 15: Summary Result of Hypotheses
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[bookmark: _Toc199761255]4.10 Ethical Leadership, Corporate Governance, and Conflict Resolution

In this exploratory section, we investigate how Ethical Leadership (EL) extends into two key organizational domains—Conflict Resolution and Corporate Governance—without formal hypothesis testing. We begin by profiling the survey item on conflict management, then quantify its association with EL, visualize key inter-construct relationships in a heatmap, and finally integrate leaders’ own words by reporting theme frequencies for “Conflict” and “Governance” from our interviews.


Table 16: Correlation between Ethical Leadership and Conflict Resolution
	Comparison
	Correlation (r)
	p-value

	Ethical Leadership vs. Conflict Resolution
	0.69
	<0.001



A strong, statistically significant correlation (r = 0.69, p < .001) demonstrates that employees who perceive higher ethical standards in their leaders also rate conflict resolution more favorably. This finding underscores that ethical leadership behaviors, such as fairness and transparency, are closely linked to effective dispute management


Figure 9: Correlation Heatmap of Key Composites
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The above displays a heatmap of interrelations among four composites: EL, Workplace Relations (WR), Job Satisfaction (JS), and Conflict Resolution (CR).

[bookmark: _Toc199761257]4.10.1 Interpretation of Heatmap

· EL – WR: r = 0.84
· EL – JS: r = 0.76
· EL – CR: r = 0.69
· WR – JS: and WR–CR, JS–CR also show positive associations.
The visual intensity of the EL row/column affirms that ethical leadership underpins not only broad relational (WR) and satisfaction (JS) outcomes but also the specific capacity to manage conflicts (CR). The gradient of colours makes the relative strength of each link immediately apparent.

Table 17: Qualitative Theme Frequencies: Governance and Conflict
	Theme
	Total Mentions
	Mentioned
	%

	Conflict
	4
	2
	66.7

	Governance
	2
	1
	33.3



· Conflict emerged in two-thirds of the interviews (66.7%), reflecting its salience as leaders recount how ethical norms guide dispute resolution.
· Governance appeared less frequently (33.3%) but signals those formal structures, such as ethics committees or transparent policies, also feature in leaders’ conceptions of an ethical climate.




[bookmark: _Toc199761258]4:10.2 Qualitative Theme Analysis

The quantitative analyses in this exploratory section reveal a consistently strong link between Ethical Leadership (EL) and Conflict Resolution (CR). Descriptive statistics showed that employees generally “agree” that conflicts are handled constructively (M = 3.54, SD = 1.07) with a distribution that is only slightly skewed (–0.93) and approximately normal (kurtosis = 0.27). The Pearson correlation of r = 0.69 (p < .001) confirms that higher perceptions of leader integrity, fairness, and transparency go hand in hand with more effective dispute management. Furthermore, the heatmap positions CR alongside Workplace Relations (r = .84) and Job Satisfaction (r = .76) as a key outcome of ethical leadership.

The qualitative theme frequencies in Table 17 add depth to these statistical findings. Two‐thirds of our leaders (66.7 %) spontaneously discussed “Conflict” when describing ethical climates, emphasizing dispute‐resolution practices as a core facet of leadership ethics, while mentions of “Governance” (33.3 %) point to the role of formal structures, ethics committees, transparent policies, and accountability systems, in sustaining those practices. Together, these insights expose a multifaceted view that ethical leadership not only cultivates day‐to‐day relational trust and satisfaction but also fortifies organizational capacity to manage conflicts and embed governance processes. Therefore, section 4.6 shows that EL permeates both the human and structural dimensions of organizational life, underscoring its dual role in fostering cooperation and building robust governance and conflict‐management frameworks.



[bookmark: _Toc199761259][bookmark: _Hlk195087550]4.11 Analysis of Open-Ended Questions

To deepen our understanding of ethical leadership in practice, we posed three open-ended questions to senior leaders:
1. [bookmark: _Hlk198887046]What key ethical qualities should a leader possess?
2. How does a supervisor’s ethical behavior influence employee work performance?
3. What improvements would you suggest enhancing ethical leadership in an organization?
We coded responses into themes, counted their occurrences across the three interviews, and presented the results below.

Table 18: What key ethical qualities should a leader possess?
	Theme
	Total Mentions
	Mentioned
	%

	Integrity
	9
	3
	100.0

	Fairness
	7
	3
	100.0

	Accountability
	6
	2
	66.7

	Transparency
	5
	2
	66.7

	Empathy
	4
	2
	66.7

	Respect
	3
	2
	66.7

	Consistency
	3
	1
	33.3

	Communication
	2
	1
	33.3




All leaders agree that Integrity and Fairness are non-negotiable—the foundation of trust and equitable treatment. Accountability, Transparency, and Empathy also feature prominently, reflecting the need for leaders to own their actions, share information openly, and understand employees’ perspectives. Less frequently cited qualities like Consistency and Communication suggest these are viewed as enablers rather than core values.

Table 19: How does a supervisor’s ethical behavior influence employee work performance?
	Theme
	Total Mentions
	Mentioned
	%

	Trust
	8
	3
	100.0

	Motivation
	7
	3
	100.0

	Commitment
	6
	2
	66.7

	Team Cohesion
	5
	2
	66.7

	Productivity
	4
	2
	66.7

	Turnover Reduction
	3
	1
	33.3



Leaders unanimously report that ethical behavior cultivates Trust and Motivation, key drivers of engagement and discretionary effort. Over two-thirds also note enhanced Commitment, Team Cohesion, and Productivity, indicating that an ethical climate fosters collaboration and output. A smaller number mention Turnover Reduction, pointing to longer-term retention benefits.




Table 20: What improvements would you suggest to enhance ethical leadership in an organization?
	[bookmark: _Hlk199758968]Theme
	Total Mentions
	Mentioned
	%

	Ethics Training
	7
	3
	100.0

	Feedback Mechanisms
	6
	2
	66.7

	Leadership Mentorship
	5
	2
	66.7

	Policy Clarity
	4
	2
	66.7

	Accountability Systems
	3
	1
	33.3

	Recognition Programs
	2
	1
	33.3




Every leader advocated on the need for formal Ethics training to establish a common understanding of values. Feedback Mechanisms and Leadership Mentorship are seen as vital for reinforcing ethical behaviors in everyday practice. Clarity of Policies ensures expectations are understood, while Accountability Systems and Recognition Programs provide structural supports to sustain an ethical culture.

[bookmark: _Toc199761260]4.12 Comparative Analysis

Section 4.8 bridges our empirical findings and the broader ethical leadership literature. By contrasting case‐study evidence on trust, relational climate, and performance pathways with established models, we both validate core tenets (e.g., trust as a key mediator) and extend theory through the inclusion of strategic alignment as a moderator. This comparative analysis culminates in an integrated conceptual model (Figure 4.8.1) and practical recommendations, offering a comprehensive blueprint for embedding ethical leadership into both daily practice and organizational strategy.
[bookmark: _Toc199761261]4.12.1 Case Study vs. Literature

The case‐study findings both reinforce and refine long‐standing insights into ethical leadership. 
First, it was observed that trust emerged as the single strongest mediator in the EL→JS pathway, with a Pearson correlation of r = .82 between EL and Workplace Relations and full mediation of EL’s effect on satisfaction. This elevates trust from “one of several” mediators (as Brown et al., 2005, and Mayer et al., 2012, have described) to the primary conduit through which ethical behaviors translate into employee outcomes. In parallel, transparency and open communication—each cited frequently in our interviews and acted not simply as signals of integrity but as active ingredients in building relational safety. This tandem operation suggests that transparency and dialogue deserve co‐equal status with trust in mediational models of EL.

Second, the qualitative data revealed that when leaders strategically embed ethical practices into formal governance structures (e.g., linking ethics to KPIs, convening ethics committees), the positive ripple effects on both relational climates and job satisfaction is intensified. While strategic‐alignment theories (Pearce & Conger, 2003) have long argued for congruence between vision and values, they rarely pinpoint how this plays out specifically for ethical leadership. The evidence extends the literature by positioning strategic alignment as a critical moderator: ethical actions gain traction only when they are codified in organizational strategy and reward systems. This insight calls for a reconceptualization of EL models to include strategic embedding alongside individual leader behaviors.
[bookmark: _Toc199761262]4.12.2 Comprehensive Understanding of Ethical Leadership’s Influence

Bringing together our quantitative and qualitative streams yields a holistic narrative: ethical leadership begins with core virtues—integrity, fairness, and responsibility—that leaders must visibly enact. These behaviors cultivate a relational climate characterized by trust, two‐way communication, inclusiveness, and psychological safety, which our mediation and subdimension analyses confirm are the essential channel through which ethics translates into organizational benefits. In concrete terms, employees who witness consistent ethical modelling are more willing to share ideas, speak up about concerns, and collaborate, all of which feed into elevated job satisfaction and performance metrics.

Moreover, this comprehensive view spotlights the dynamic interplay between leader actions, follower experiences, and organizational outcomes. It is not enough for leaders to espouse ethical values; they must also embed those values in everyday processes and decision‐making forums. Our findings suggest that when ethics are woven into performance reviews, strategic planning sessions, and recognition programs, the resulting feedback loops reinforce and sustain ethical climates over time. This synthesis underscores that ethical leadership is both relational, rooted in daily interactions, and structural, supported by governance and strategy.








Figure 10: Ethical Leadership, Relational Climate, Outcomes and Strategic Alignment
[image: Generated image]
       
Integrated model illustrating how Ethical Leadership (integrity, fairness, transparency) drives a Relational Climate (trust, communication, psychological safety), which in turn generates positive Outcomes (job satisfaction, commitment, performance, retention). Strategic Alignment (ethical KPIs, governance forums, reward systems) moderates the EL→Relational Climate link, strengthening and sustaining its effect.

[bookmark: _Toc199761263]4.12.4 Analysis and Placement

· EL → Relational Climate (Mediator): The primary arrow from Ethical Leadership to Relational Climate (r = .82 with WR) underscores that leader behaviors build trust and open dialogue, core mechanisms by which ethics translate into employee attitudes.
· Relational Climate → Outcomes: The downward arrow highlights full mediation: the relational environment drives job satisfaction and performance (mediation Sobel z = 10.50, p < .001), indicating that ethics alone do not directly yield outcomes without the relational conduit.
· EL → Outcomes: The diagonal arrow from EL to Outcomes represents residual direct effects (β = .047, p = .516), which our mediation analysis showed to be non‐significant, reinforcing that relational climate is the critical pathway.
· Moderation by Strategic Alignment: The arrow from Strategic Alignment into the EL→Relational Climate path shows that embedding ethics into strategy and governance amplifies trust‐building and ensures that ethical behaviors become ingrained and durable across organizational processes.

[bookmark: _Toc199761264]4.12.5 Summary

This study set out to examine the influence of Ethical Leadership (EL) on workplace relations and organizational performance, articulating five hypotheses that guided both quantitative and qualitative inquiries. In Chapter 4, I began by testing Hypothesis 1 (H1), demonstrating through descriptive statistics, correlation analyses, and scatter plots that EL is very strongly associated with Workplace Relations (WR) (r = 0.82, p < 0.001). We then showed in Chapter 4.2 that EL not only fosters WR but also has a substantial direct effect on Job Satisfaction (JS) (r = 0.78, p < 0.001), confirming Hypothesis 3 (H3). Mediation tests in Chapter 4.5 substantiated Hypothesis 4 (H4), revealing that WR fully mediates the EL→JS relationship (Sobel z = 10.50, p < 0.001). Qualitative findings enriched these quantitative results by highlighting trust and communication as the most salient subdimensions, and by identifying strategic alignment of ethical practices as an emergent moderator, offering initial support for Hypothesis 5 (H5).

Section 4.10 extended the analysis to Conflict Resolution and Corporate Governance, showing that EL correlates strongly with conflict‐management perceptions (r = 0.69, p < 0.001) and that leaders’ narratives emphasize the importance of formal governance structures. Section 4.11 delved into leaders’ open‐ended responses, using word clouds and thematic counts to reveal that Integrity and Fairness are viewed as foundational ethical qualities, which in turn drive Trust and Motivation, and that Ethics Training, Feedback Mechanisms, and Mentorship are the most widely endorsed organizational interventions. Finally, in Section 4.12, the research compared these findings to the existing literature, reaffirming trust‐centered relational climates as the critical mediation pathway and proposing a new integrated model (Figure 10) that places strategic alignment as a key moderator. Together, these chapters provide a multilayered understanding of how EL operates at individual, relational, and systemic levels to drive organizational outcomes.












[bookmark: _Toc199761265]CHAPTER 5
[bookmark: _Toc199761266]DISCUSSION AND IMPLICATION

[bookmark: _Toc199761267]5.1 Contribution to Knowledge

The study - "The Influence of Ethical Leadership in Managing Workplace Relations: A Strategic Approach to Sustainable Organizational Performance" makes several contributions to the existing literature on ethical leadership, workplace dynamics, and organizational performance. While much of the research on ethical leadership has focused on its direct impact on employee behavior and performance, this dissertation adds a strategic dimension by examining how ethical leadership can be embedded within the organizational culture and aligned with long-term goals. By exploring ethical leadership not just as a set of behaviors but as a strategic approach to management, this dissertation advances our understanding of how leadership practices shape workplace relations and contribute to organizational success in more sustainable ways.

First, this study contributes to the literature by offering a comprehensive examination of the interplay between ethical leadership and workplace relations. Previous studies have largely explored ethical leadership in isolation, focusing on its direct effects on employee trust, motivation, and satisfaction. This dissertation, however, expands on these ideas by considering how ethical leadership fosters a culture of collaboration, communication, and conflict resolution within organizations. By integrating insights from Social Exchange Theory and Transformational Leadership Theory, it provides a nuanced understanding of how ethical leaders influence interpersonal relations among employees and between leaders and subordinates. This approach enriches the conceptualization of workplace relations, highlighting their role in shaping organizational outcomes.

Second, the study contributes to literature by bridging the gap between ethical leadership and organizational performance, specifically in the context of strategic management. While previous research has established the positive effects of ethical leadership on various employee outcomes such as job satisfaction, engagement, and performance, fewer studies have explored how these individual outcomes translate into broader organizational performance metrics. By focusing on how ethical leadership influences organizational performance through its impact on workplace relations and employee behavior, the dissertation provides empirical evidence that highlights the critical role of leadership in shaping long-term organizational success. This perspective is essential for advancing strategic leadership theories, particularly in terms of aligning ethical leadership practices with organizational goals and competitive advantage.

Third, this research contributes to the growing body of research that integrates ethical leadership with broader organizational strategies. By examining ethical leadership through the lens of strategic management, the dissertation extends beyond the traditional view of leadership as a set of individual traits and behaviors. It offers a strategic framework for embedding ethical leadership within organizational policies, decision-making processes, and culture. This alignment ensures that ethical leadership becomes a part of the organizational DNA, leading to sustainable improvements in performance and the creation of ethical work environments. This contribution is particularly valuable for practitioners seeking to integrate ethical leadership into their leadership development programs and organizational strategies.

Four, another important contribution of this study is its focus on the role of mediating and moderating factors in the relationship between ethical leadership, workplace relations, and organizational performance. While much of the existing literature has concentrated on the direct effects of ethical leadership, this research provides a more nuanced understanding by identifying key mediators such as employee engagement, organizational citizenship behavior, and trust. These mediators are crucial in explaining why ethical leadership has a profound impact on organizational outcomes. By exploring these indirect pathways, the study adds complexity to the existing models of ethical leadership, encouraging future research to consider the broader contextual and relational factors that influence its effectiveness.

Lastly, this study contributes to the literature by addressing several research gaps identified in previous studies, including the need for longitudinal research, the examination of objective performance metrics, and cross-sector comparisons. By advocating for longitudinal studies to examine the long-term impact of ethical leadership on organizational outcomes, the dissertation provides a roadmap for future research that will allow scholars to explore the evolving nature of ethical leadership and its sustained impact over time. Additionally, by suggesting that future research should incorporate objective performance measures, such as productivity, innovation, and financial performance, it calls for a more rigorous empirical approach to studying the impact of ethical leadership in diverse organizational settings.

In conclusion, this study makes significant contributions to literature by advancing the understanding of how ethical leadership influences workplace relations and organizational performance. By adopting a strategic approach, examining mediators and moderators, and addressing key research gaps, it provides valuable insights that can inform leadership practices, organizational strategies, and future research directions. These contributions are critical for developing more effective leadership frameworks that promote ethical decision-making, foster positive workplace dynamics, and enhance organizational performance in a sustainable manner.

[bookmark: _Toc199761268]5.2 Areas for Future Research

The existing body of research underscores the pivotal role that ethical leadership plays in shaping workplace relations and driving organizational performance. However, despite its importance, several key research gaps persist that limit a comprehensive understanding of the mechanisms and outcomes associated with ethical leadership. By addressing these gaps, scholars can enrich theoretical and practical insights on the influence of ethical leadership, thus providing valuable guidance for effective leadership development and organizational strategies. This section will explore these gaps in-depth, focusing on contextual variations, longitudinal research, mediating and moderating factors, and objective performance metrics, and propose pathways to bridge them to offer a more nuanced perspective on ethical leadership.

[bookmark: _Toc199761269]5.2.1 Contextual Variations: The Need for Cross-Sector and Cross-Cultural Comparisons

A significant gap in the existing literature is the focus on specific sectors or cultural contexts, which may limit the generalizability of findings. Many studies have primarily concentrated on industries such as education, healthcare, or manufacturing, and this sector-specific focus restricts our understanding of how ethical leadership impacts various organizational settings. Ethical leadership practices may operate differently across industries due to varying values, norms, and business practices that define organizational cultures. For instance, ethical leadership in a service-oriented environment might emphasize customer relations and ethical decision-making, while in a technology-driven firm, it might focus on innovative ethics and data security.

Additionally, most studies have been conducted in Western, individualistic cultural contexts, with limited attention to how ethical leadership functions in collectivist cultures. The nuances of ethical leadership can vary considerably across cultural contexts due to different societal norms regarding authority, collectivism, and hierarchy. Therefore, future research should adopt comparative, cross-sector, and cross-cultural methodologies to explore how ethical leadership manifests in diverse organizational settings and geographic regions. A comparative approach would help uncover cultural and sector-specific dynamics, thus providing a more holistic understanding of the concept and its broader applicability.
[bookmark: _Toc199761270]5.2.2 Longitudinal Research: Addressing Causal Dynamics

Another critical gap in existing literature is the predominance of cross-sectional designs, which provide limited insight into the causal dynamics of ethical leadership’s influence on workplace relations and organizational performance. Cross-sectional studies capture a snapshot of data at one point in time, which makes it difficult to establish causality between ethical leadership and its outcomes. Ethical leadership likely has a long-term impact on both workplace relations and organizational performance, and this relationship evolves over time as leaders influence the organizational culture, build trust, and foster employee engagement.

To gain deeper insights into the temporal dynamics of ethical leadership, future research must adopt longitudinal designs that track the evolution of ethical leadership and its effects on employees and organizational performance over time. Longitudinal studies can identify whether ethical leadership consistently fosters positive workplace relations, improves organizational culture, and enhances performance or whether these effects fluctuate based on changes in leadership behavior or external organizational factors. By examining the long-term effects, scholars can better inform leadership development programs, helping organizations build sustainable practices and strategies for ethical leadership that endure over time.
[bookmark: _Toc199761271]5.2.3 Mediating and Moderating Factors: Exploring Complex Pathways

The literature has identified several mediating factors such as organizational citizenship behavior (OCB), intrinsic motivation, and employee engagement that play a role in the relationship between ethical leadership and organizational outcomes. However, there is still a need for a deeper exploration of other potential mediators and moderators that could influence this relationship. For example, trust in leadership, communication patterns, and organizational justice are vital factors that likely mediate or moderate the effects of ethical leadership. Trust, for instance, is a critical component of workplace relations and can amplify or weaken the influence of ethical leadership on employee behavior and organizational outcomes.

Additionally, the role of organizational culture as a moderator of the ethical leadership-performance relationship remains underexplored. Organizational culture can either facilitate or hinder the translation of ethical leadership into improved performance outcomes. In a culture that values transparency and fairness, ethical leadership is likely to be more impactful. In contrast, in an environment where unethical behavior is normalized, even ethical leadership may struggle to effect positive change. Future research should explore how these factors, particularly those at the interpersonal and organizational levels, interact with ethical leadership to shape employee outcomes and performance. This would provide a more nuanced understanding of how ethical leadership operates in dynamic organizational settings.

Therefore, addressing the research gaps outlined above is essential for building a more comprehensive and nuanced understanding of how ethical leadership influences workplace relations and organizational performance. By adopting cross-sector and cross-cultural approaches, conducting longitudinal studies, examining additional mediating and moderating factors, and integrating objective performance metrics, scholars can provide deeper insights into the complex dynamics of ethical leadership. These advancements will not only enrich theoretical understanding of ethical leadership but will also inform more effective leadership development programs and organizational strategies. 

As ethical leadership continues to evolve, it is crucial that researchers and practitioners remain attuned to these emerging gaps in literature. By filling these gaps, we can cultivate leadership that not only meets the immediate needs of the organization but also ensures long-term success through ethical practices, fostering a work environment that promotes fairness, respect, and organizational excellence.

Organizations that embrace ethical leadership in a strategic manner—by incorporating these insights—will be better equipped to foster trust, improve workplace relations, and enhance organizational performance in a sustainable and ethical manner.

	
[bookmark: _Toc199761272]CHAPTER 6
[bookmark: _Toc199761273]CONCLUSION AND RECOMMENDATIONS

[bookmark: _Toc199761274]6.1 Conclusions

This study demonstrates the profound influence of ethical leadership on workplace relations and organizational performance. By exploring the strategic role of ethical leadership in shaping organizational culture, improving employee engagement, and fostering sustainable performance, the study contributes significantly to both theory and practice. 

First, this study confirms that Ethical Leadership is a powerful determinant of organizational dynamics, operating primarily through the cultivation of a trust‐based relational climate. Quantitatively, EL’s strong correlations with WR and JS, coupled with full mediation by WR, underscore that moral exemplarity alone is insufficient; it must engender an environment of open communication, psychological safety, and mutual respect. Qualitative data bolster this conclusion by demonstrating that leaders themselves view Integrity and Fairness as non‐negotiable and observe direct performance benefits—enhanced Trust, Motivation, and Productivity—when these values are embodied in everyday interactions.

Second, the research extends theoretical models by identifying strategic alignment—the embedding of ethical markers into KPIs, governance forums, and reward systems—as a critical moderator of EL’s effectiveness. While prior scholars have noted the importance of value‐strategy congruence, this study shows that formalizing ethics within organizational strategy amplifies and sustains relational climates, helping to explain why some leadership initiatives yield lasting culture change and others do not. These findings bridge individual‐level leadership behaviors and system‐level structures, offering a comprehensive blueprint for both scholars and practitioners.

[bookmark: _Toc199761275]6.2 Recommendations

Based on these conclusions, organizations should pursue a two-pronged strategy that simultaneously nurtures relational climates and embeds ethical leadership into formal strategic structures: relational investment and strategic institutionalization. 

1. Intentional Investment to Promote Positive Relational Climate: 
On the relational side, organizations need to design leadership development programs that go beyond one‐off lectures, using scenario‐based workshops, peer coaching, and real‐time feedback tools to hone leaders’ integrity, fairness, and transparent communication skills. Equally important are structured forums—such as Ethics Dialogues and Voice Circles—that foster ongoing two‐way communication, build psychological safety, and reinforce trust among employees and their supervisors.

2. Embedding Ethical Leadership through Strategic Institutionalization:
On the strategic side, ethical leadership must be woven into the fabric of organizational governance. Boards and senior executives should integrate ethical KPIs—such as measures of compliance, inclusion, and conflict‐resolution effectiveness—into strategic dashboards. Establishing or empowering ethics committees to review policy, sanction breaches, and recommend continuous improvements will create formal accountability loops. 

3. Sustaining and Monitoring:
[bookmark: _Hlk198891691]Organizations should implement pulse surveys and climate metrics to monitor relational health and ethical culture over time, using these data to iteratively refine both leadership training and governance mechanisms. By aligning character‐based leadership development with robust strategic supports, organizations can leverage ethical leadership as a true strategic asset, enhancing workplace relations, employee satisfaction, and long‐term performance. Furthermore, organizations should develop clear ethical guidelines and ensure that all employees, including leaders, are held accountable for ethical conduct. This includes creating mechanisms for reporting unethical behavior, offering rewards for ethical decision-making, and providing sanctions for ethical violations.

4. Integration in ESG:
Organizations should integrate ethical leadership into their corporate social responsibility (CSR) strategies. Ethical leaders can drive CSR initiatives that align with the organization’s mission and values, creating shared value for both the organization and the wider community. Additionally, governmental and non-governmental organizations (NGOs) can play a role in advocating for the adoption of ethical leadership standards across industries. By incentivizing organizations to prioritize ethical leadership through policy incentives, certifications, or awards, these entities can encourage the adoption of best practices and raise the overall standard of ethical conduct in the business world. This would not only improve organizational performance but also enhance public trust in the business community.
By simultaneously targeting the relational (mediational) pathway through trust and dialogue, and the strategic (moderation) lever - through formal structures and metrics, these recommendations ensure that ethical leadership becomes both lived and institutionalized, driving sustainable improvements in workplace relations, employee satisfaction, and overall performance.





















[bookmark: _Toc199761276][bookmark: _Toc199754386]APPENDIX I: RESEARCH SURVEY

[bookmark: _Toc199754387][bookmark: _Toc199761277]The Influence of Ethical Leadership in Managing Workplace Relations: 
[bookmark: _Toc199754388][bookmark: _Toc199761278]A Strategic Approach to Sustainable Organizational Performance

The purpose of this study is to elicit information and provide empirical evidence on the influence of ethical leadership in managing workplace relations through a strategic approach that fosters trust, collaboration, and enhanced productivity
Your response will help us gain valuable insights into current practices and will contribute to both academic and practical knowledge. The survey will take approximately 10 minutes, and you are guaranteed that all responses will be kept confidential.
Survey Questionnaire: Perceptions of Ethical Leadership, Workplace Relations, and Job Satisfaction
Section A: Demographic Information
1. Age range: 20 – 35               36 – 50              51 – 65               65 and Above
2. Gender: Male 	     Female 	      Prefer not to say
3. Education Level: High School 	    Bachelor’s Degree             Master’s Degree     PhD 		Other ___________
4. Job Title: ______________________________________________
5. Years of Work Experience: 3 - 5 years               6 – 10 years              11- 15years                 16 – 20 years               21years and Above
6. Industry Sector: _________________________________________

Section B: Ethical Leadership 
Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

	S/N
	Perception of Ethical Leadership
	Strongly Disagree
(1)
	Disagree
(2)
	Neutral
(3)
	Agree
(4)
	Strongly Agree 
(5)

	7
	My supervisor listens to what employees have to say.
	
	
	
	
	

	8
	My supervisor disciplines employees who violate ethical standards.
	
	
	
	
	

	9
	My supervisor conducts personal life in an ethical manner.
	
	
	
	
	

	10
	My supervisor makes fair and balanced decisions.
	
	
	
	
	

	11
	My supervisor discusses business ethics or values with employees.
	
	
	
	
	

	12
	My supervisor sets an example of how to do things the right way in terms of ethics.
	
	
	
	
	

	13
	My leader admits mistakes and takes responsibility actions
	
	
	
	
	

	14
	My leader treats all team members fairly without favoritism
	
	
	
	
	

	15
	Decisions about promotions and rewards are based on merits.
	
	
	
	
	




Section C: Workplace Relations 
Please indicate your level of agreement with the following statements:
	S/N
	Workplace Relations
	Strongly Disagree
(1)
	Disagree
(2)
	Neutral
(3)
	Agree
(4)
	Strongly Agree 
(5)

	16
	My supervisor recognizes my potential.
	
	
	
	
	

	18
	My supervisor understands my job problems and needs.
	
	
	
	
	

	17
	I have enough confidence in my supervisor to defend their decisions.
	
	
	
	
	

	18
	I am satisfied with the working relationship I have with my supervisor.
	
	
	
	
	

	19
	Communication within our team is clear and transparent.
	
	
	
	
	

	20
	Cross departmental collaboration is encouraged and effective.
	
	
	
	
	

	21
	Meetings are productive and inclusive of diverse perspectives.
	
	
	
	
	

	22
	Workplace diversity (eg gender, culture, age) is valued.
	
	
	
	
	

	23
	Conflicts are addressed constructively and resolved promptly.
	
	
	
	
	

	24
	I can speak up about ethical concerns without fear of retaliation.
	
	
	
	
	

	25
	My workload is manageable and fairly distributed.
	
	
	
	
	

	26
	I have access to flexible work arrangements to support my work
	
	
	
	
	






Section D: Job Satisfaction 
Please indicate your level of agreement with the following statements:
	S/N
	Job Satisfaction
	Strongly Disagree
(1)
	Disagree
(2)
	Neutral
(3)
	Agree
(4)
	Strongly Agree 
(5)

	27
	I am satisfied with the support I receive from my supervisor.
	
	
	
	
	

	28
	My job gives me a sense of accomplishment.
	
	
	
	
	

	29
	I am satisfied with the opportunities for promotion in my organization.
	
	
	
	
	

	30
	I feel secure about my job.
	
	
	
	
	

	31
	The work I do is appreciated by my supervisor.
	
	
	
	
	


Section E: Open-Ended Questions
1. What do you believe are the key ethical qualities a leader should possess?
________________________________________________________________________
________________________________________________________________________


2. How does your supervisor’s ethical behavior influence your work performance?
________________________________________________________________________
________________________________________________________________________
3. What improvements would you suggest to enhance ethical leadership in your organization?
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
Section F: Consent Statement I voluntarily agree to participate in this research study. I understand that my responses will be kept confidential and used solely for academic research purposes.
Agree                       Disagree	
Thank you for your participation!







[bookmark: _Toc199761279]APPENDIX II : Quantitative Descriptive Statistics

	Item
	Count
	mean
	std
	Min
	25%
	50%
	75%
	max

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor listens to what employees have to say.]
	145.000
	3.831
	1.109
	1.000
	4.000
	4.000
	5.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor disciplines employees who violate ethical standards.]
	145.000
	3.534
	1.070
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor conducts personal life in an ethical manner.]
	145.000
	3.455
	1.002
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor makes fair and balanced decisions.]
	145.000
	3.559
	1.065
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor discusses business ethics or values with employees.]
	145.000
	3.683
	1.121
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My supervisor sets an example of how to do things the right way in terms of ethics.]
	145.000
	3.728
	1.162
	1.000
	3.000
	4.000
	5.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My leader admits mistakes and takes responsibility actions]
	145.000
	3.448
	1.073
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [My leader treats all team members fairly without favoritism]
	145.000
	3.321
	1.206
	1.000
	2.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree)

Perception of Ethical Leadership [Decisions about promotions and rewards are based on merits.]
	145.000
	3.362
	1.232
	1.000
	2.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [My supervisor recognizes my potential.]
	145.000
	3.886
	1.132
	1.000
	4.000
	4.000
	5.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [My supervisor understands my job problems and needs.]
	145.000
	3.600
	1.114
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [I have enough confidence in my supervisor to defend their decisions.]
	145.000
	3.517
	1.155
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [I am satisfied with the working relationship I have with my supervisor.]
	145.000
	3.645
	1.184
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [Communication within our team is clear and transparent.]
	145.000
	3.641
	1.211
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [Cross departmental collaboration is encouraged and effective.]
	145.000
	3.621
	1.149
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [Meetings are productive and inclusive of diverse perspectives.]
	145.000
	3.538
	1.099
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [Workplace diversity (eg, gender, culture, age) is valued.]
	145.000
	3.721
	1.145
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [Conflicts are addressed constructively and resolved promptly.]
	145.000
	3.541
	1.070
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [I can speak up about ethical concerns without fear of retaliation.]
	145.000
	3.497
	1.143
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [My workload is manageable and fairly distributed.]
	145.000
	3.503
	1.143
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Workplace Relations [I have access to flexible work arrangements to support my work]
	145.000
	3.438
	1.212
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Job Satisfaction [I am satisfied with the support I receive from my supervisor.]
	145.000
	3.634
	1.166
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Job Satisfaction [My job gives me a sense of accomplishment.]
	145.000
	3.797
	1.113
	1.000
	3.000
	4.000
	5.000
	5.000

	Please indicate your level of agreement with the following statements.
Job Satisfaction [I am satisfied with the opportunities for promotion in my organization.]
	145.000
	3.462
	1.185
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Job Satisfaction [I feel secure about my job.]
	145.000
	3.624
	1.148
	1.000
	3.000
	4.000
	4.000
	5.000

	Please indicate your level of agreement with the following statements.
Job Satisfaction [The work I do is appreciated by my supervisor.]
	145.000
	3.641
	1.073
	1.000
	3.000
	4.000
	4.000
	5.000
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