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Introduction

In order to achieve organizational performance, organizations have shifted away from using individualized roles and hierarchical
structures in favor of team-based work arrangements. According to Le Pine, Erez, and Johnson (2002), its application has boosted
the value of individual initiative and teamwork. According to Le Pine et al. (2002), one of the main issues facing companies in
the complicated business environment of today is encouraging people to take initiative and work together in order to achieve
good organizational functioning. Many organizational and environmental changes have resulted in the evolution and
development of the notion of leadership (Alonderiene & Majauskaite, 2016). Many studies have been carried out to assess how
leadership affects an organization’s performance and how various leadership philosophies influence organizational variables
such as motivation, culture, employee effectiveness, retention, and performance (Shaw & Newton, 2014; Siddique, Aslam, Khan,
& Fatima, 2011; Yang, 2014; Yang & Islam, 2012). Theoretical frameworks for general leadership are abundant in the literature.
Numerous empirical and conceptual investigations have been conducted on it as a key area of psychology research (Zaccaro &
Klimoski, 2001). Based on Yukl’s (1989) research, most leadership studies suggest that leadership has a vital role in determining
an organization’s efficacy. Leaders have a significant influence on what happens to people individually, in groups, and within
organizations (Ilies, Nahrgang, & Morgeson, 2007). Effective leaders motivate individuals and groups to surpass the
requirements set by the organization (Ilies et al., 2007; Podsakoff, MacKenzie, Moorman, & Fetter, 1990). In general, leadership
is the process of motivating a group of individuals to accomplish goals and assisting an organization in becoming more cohesive
and coherent (Bass, 1997). To carry out this kind of approach, a leader makes use of their values, beliefs, character, expertise,
skills, ethics, experience, and culture. Leaders inspire people, force them to act, and change the world. The social dynamics of
leadership are highly complex. Leadership involves setting the group’s objectives, motivating and directing task behavior to
reach these objectives, and impacting group culture and upkeep (Yukl, 1989). Leaders need to “induce followers to act,”
according to Burns, in order to attain specified goals that represent the needs and wishes, aspirations and expectations, beliefs
and reasons of both followers and leaders (1978). The progression of leadership definitions, including sustainability, ethics, and
emotional intelligence, is depicted in Table 1 from hierarchical influence to complex, values-driven leadership.

Table 1: The Progression of Leadership Definitions

Year Key contributor’s Definition
1930°s | Chester Barnard Leade‘rshllp is d.eﬁned as an influence that flows from the top of an
organizational hierarchy.
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1940’s | Kurt Lewin, Ralph Stogdill Lea.der.shlp is the ability to direct group effort and influence others toward
achieving a common goal.
1950°s Ralph Stogdill, Bernard Leadership is seen as a relationship between leader and follower,
Bass emphasizing personal traits and the leader’s ability to motivate and inspire.
, Fred Fiedler, Robert Blake, | Leadership is defined as a process of influencing group activities and
1960’s o . o o
Jane Mouton motivating others to achieve organizational objectives.
, James MacGregor Burns, Leadership is viewed as a transformational process, focusing on change
1970’s L .
Robert House and vision creation.
1980°s | Warren Bennis, John Kotter Leadership includes the gblhty to foster relationships, empower others,
and adapt to complex environments.
, Leadership is defined as an influence process that occurs within a group
1990°s | Peter Senge, Joseph Rost setting, emphasizing shared vision and distributed leadership.
, | Daniel Goleman, Richard Leadership is linked to emotional intelligence, focusing on self-awareness,
2000’s . . . X - .
Boyatzis social skills, and empathetic decision-making.
, Bill George, Bruce Avolio, Leadership is redefined to incorporate ethical, transformational, and
2010’s . . L ..
Bernard Bass authentic leadership, emphasizing trust, values, and long-term vision.
’ Satya Nadella, Jacinda Leadership increasingly 1ntegraFes ethical, spiritual, and sustal'nablh.ty—
2020’s focused frameworks, addressing global challenges and inclusive
Ardern .
leadership.

Source: self-created

An effective leader is one who knows how to take advantage of the possibilities that are given to them by their surroundings,
their subordinates, and themselves. According to this point of view, leadership is the ability to involve others in the process of
accomplishing a goal within a larger context or system. Over time, a plethora of theories have been established to illuminate the
intricacies of leadership, and each one provides valuable insights. However, moral leadership plays a critical role in shaping
success, culture, and behavior in today’s dynamic business contexts. Scholars and practitioners consistently place a high priority
on leaders’ ethical behavior whenever ethical issues are discussed. Ciulla (1998) asserts that ethics and integrity are fundamental
to leadership and should be given careful consideration in order to ensure the organization’s long-term viability as well as its
commercial success. Following the widely reported corporate leadership scandals, and particularly the high-profile organization
collapses, such as major financial institutions (Treviilo, Nieuwenboers, & Kish-Gephart, 2014), which sparked the recent global
recession, leaders’ ethical behavior is receiving more consideration across the board. Although these recent unethical incidents
have piqued the interest of academics and researchers in leadership ethics (Hartog, 2015), leadership ethics has long been studied
in a variety of leadership theories (Zhu, Zheng, Riggio, & Zhang, 2015). A lot of research has been done on ethical leadership
since it piqued the academics’ intense curiosity. Researchers Brown et al. (2005) and Hartog (2015) contend that the increasing
attention and curiosity in ethical leadership development can be attributed to recent high-profile crises. Trevifio and associates
initiated their descriptive work on the subject by conducting a series of studies to identify the characteristics of ethical leaders
and those who meet the criteria (Trevifio, Brown, & Hartman, 2003; Trevifio, Hartman, & Brown, 2000). In response to these
findings, Brown et al. (2005) developed the notion of ethical leadership for the first time and showed a link between ethical
leadership and several positive organizational and employee outcomes. An increasing number of studies carried out in diverse
cultural settings have exhibited the efficacy of moral leadership in inspiring employees. Additionally, research has shown that it
is helpful in lowering unfavourable outcomes like deviance and intention to leave as well as positively correlated with favorable
employee outcomes like changed attitudes and behavior (Bedi, Alpaslan, & Green, 2016; Chen & Hou, 2016; Chughtai, Byrne,
& Flood, 2015; Demirtas & Akdogan, 2015; Ng & Feldman, 2015). OCB, or Organizational Citizenship Behavior, is defined as
extra-role and discretionary behaviors that lead workers to go above and beyond the call of duty. This definition is supported by
Organ (1988); Ruiz-Palomino, Ruiz-Amaya, & Knoérr (2011); Yadav & Punia (2013). Five dimensions are included in the
definition of OCB, as stated by Costa & MacCrae (1992), Organ (1988), and Podsakoff, MacKenzie, Moorman, & Fetter (1990).
(1) Selflessness The term “outcome-centered behavior” (OCB) describes how much workers help colleagues who are
overworked, support them in personal issues, and mentor new hires when they first start. (2) The term “conscientiousness” (OCB)
describes actions that surpass the minimal standards, such as being diligent in making effective use of organizational resources.
(3) Courtesy OCB refers to actions taken to avert possible conflicts and preventative steps taken to guarantee that others’ rights
are not infringed. (4) Sportsmanship OCB describes actions that sustain positive working relationships with coworkers,
especially in the face of their obnoxious behavior or during difficult times for the company. (5) Civic-virtue OCB pertains to
engaging in the organization’s activities on a deeper level than typical by attending voluntary events and meetings, as well as
reading and staying informed about announcements from the organization. To sum up, the essence of leadership is in utilizing
one’s own abilities, those of others, and the surrounding circumstances to accomplish group objectives. Because of its profound
influence on forming attitudes, cultures, and the general performance of an organization, ethical leadership in particular has
become increasingly important in today’s complicated organizational environments. The aftermath of high-profile scandals has
prompted a resurgence of interest in ethical leadership, highlighting the significance of morality and integrity in leadership
positions. Empirical studies have repeatedly demonstrated that moral leadership cultivates beneficial outcomes including
Organizational Citizenship Behavior (OCB), which includes civic virtue, civility, benevolence, conscientiousness, and

Page | 465




Published by: Pather Dabi Educational Trust, (Regn No: I1V-1402-00064/2023), Under Govt. of West Bengal, India

sportsmanship. It also inspires employees. These actions are essential to creating a collaborative and effective work atmosphere,
which in turn supports an organization’s long-term viability and success.

Exploring the Relationship Between Ethical Leadership and Organizational Citizenship Behavior (OCB)

These behaviors by workers that go above and beyond the call of duty are known as organizational citizenship behavior,
according to Brief and Motowidlo (1986). Organizations today aim for higher worker productivity, according to Organ et al.
(2006). The only way to achieve this improved performance, according to Malik et al. (2012), is to provide workers with a happy
work environment, fair treatment, and assessments. Thus, companies have to face the difficult problem of functioning in a rapidly
changing world (Zhang & Bartol, 2010).

In an environment where every company is trying to obtain a competitive edge over its rivals, organizations are obliged to rely
on their employees to go above and beyond the call of duty in order to help the organization accomplish its objectives (Podsakoff
et al., 2000). Citizenship behavior (OCB) is the term used to characterize behaviors that are outside the scope of a job description.
These behaviors can include helping others, taking on more responsibilities, putting in extra time, defending the organization,
and being open and honest about important organizational concerns. More than 650 research articles have been written about
OCB, according to Dekas et al. (2013), demonstrating that researchers and academics are becoming more interested in the
subject. The rationale behind the connection between OCB and organizational effectiveness has been linked to this interest.
Numerous facets of organizational citizenship behavior have been connected to traits of leadership. This means that for their
subordinates to demonstrate corporate citizenship behaviors, leaders need to model qualities like accountability, dependability,
equality, morality, respect, and empathy (Bello, 2012). Any organization’s employees feel secure and confident working under
a leader who exhibits the aforementioned qualities. In order to help the company reach its overall goal in terms of effectiveness
and efficiency, employees willingly go above and beyond the call of duty (Eisenbeiss, 2012). Therefore, studies argue that a
leader’s ability to inspire followers can increase employees’ involvement in extracurricular activities such as corporate
citizenship (Sheraz et al., 2012). According to Mo and Shi (2015), a leader who embodies values such as morality and justice
can thus assist staff in shaping organizational citizenship behavior. According to Burke et al. (2007) and Organ (1990), among
the characteristics of ethical leadership is treating leaders fairly and consistently. Researchers have also suggested that moral
leaders can have a significant positive impact on employees’ OCB by elevating their sense of fairness and integrity (Mo & Shi,
2015). Consequently, organizational citizenship behavior is encouraged when moral leadership is present within the company
(Brown & Trevifio, 2006; Eisenbeiss, 2012; Ponnu & Tennakoon, 2009). When a leader acts in the best interests and well-being
of their team, it can lead to a positive feedback loop in which employees feel required to return the favor by engaging in activities
such as organizational citizenship behavior (OCB) (Lu, 2014). Additionally, employees are more inclined to act kindly and take
part in optional extra-role activities known as organizational citizenship behavior if they think their supervisor is fair and ethical
(Brown & Mitchell, 2010; Mitonga-Monga & Cilliers, 2016; Walumbwa & Schaubroeck, 2009). Research has shown that ethical
leadership is associated with individual citizenship behavior (Liu et al., 2013), organizational citizenship behavior (Mayer et al.,
2009; Avey, Palanski, & Walumbwa 2011), and Kacmar et al. (2011). However, employee opinion of politics and gender have
a significant impact on the structure of these partnerships. Additionally, moral leaders model moral behavior for their staff
members and foster an ethical environment that enhances their commitment, work happiness, and corporate citizenship (Dinc
and Aydemir, 2014). Wang (2014) suggested that how an employee behaves in terms of corporate citizenship depends on how
much they believe their supervisor supports them. Surprisingly, Yates (2014) discovered that there were notable distinctions
between highly ethical and less ethical leadership behaviors among the employees. According to research done in 2004 by
Jahangir et al., factors that come before OCB have the potential to improve or worsen employee performance inside a company.
Additionally, empirical studies have shown a positive correlation between OCB and organizational success (p. 75). Furthermore,
OCB is linked to individual outcomes including real and intended turnover, absenteeism, reward distribution choices, and
management performance reviews of employees. Organizational outcomes such as unit-level turnover, customer satisfaction,
productivity, efficiency, and reduced costs are associated with OCB (Podsakoff et al., 2009). The drawbacks of OCBs have been
investigated by Bolino et al. (2013). Though it can oftentimes be difficult to pinpoint their negative traits, they believe that OCBs
are unquestionably positive in a number of aspects. The results raise questions about the idea that taking part in OCBs will
significantly reduce in-role performance. This discrepancy was explained by Bergeron (2007), who noted that there is rarely a
negative correlation between OCB and in-role performance in research. She noted, more precisely, that studies on OCB and in-
role performance have been carried out in situations when employee resources—Ilike time—are practically boundless. According
to her idea, the link between OCBs and in-role performance is really inverse in those situations where time is comparatively a
fixed commodity. They noted both behaviors that are often measured and potential methodological problems in evaluating in-
role performance and citizenship behavior.

While there is a wealth of evidence that links ethical leadership to organizational citizenship behavior (OCB), this study delves
deeper into the critical role that ethical leadership plays in promoting OCB within corporate settings. Ethical leadership inspires
employees to do more than just do their given tasks; it also motivates them to take on tasks that increase the effectiveness of the
organization. Leaders who respect moral principles such as fairness, honesty, and decency create an environment of trust and
commitment that inspires employees to go above and beyond—not just because it’s required of them, but because they truly
want to see the firm thrive. This study emphasizes ethical leadership as a catalyst for OCB. Businesses need to foster this kind
of leadership if they hope to achieve lasting success through the discretionary and voluntary activities of their workforce.
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Research Questions

RQ1: To review the relationship between ethical leadership and organizational citizenship behavior (OCB) in various
organizational settings.

RQ2: To determine the potential benefits and limitations of ethical leadership in fostering organizational citizenship behavior
(OCB), with a focus on empirical evidence and theoretical discussions.

This study examines ethical leadership and organizational citizenship behavior (OCB) from various aspects, including the impact
of ethical leadership on OCB, the mediating roles of intrinsic motivation and organizational justice, and the effects of ethical
leadership across different cultural and organizational contexts. It provides a comprehensive picture of ethical leadership and
OCB by systematically analyzing the variety of studies, their objectives, and the methodological elements applied in the
investigation.

Methodology

Methodologically, the four components of the Preferred Reporting Items for Systematic Reviews and Meta analyses (PRISMA)
checklist—identification, screening, eligibility, and inclusion—are used in this inquiry. Global researchers find PRISMA to be
even more beautiful because of its flexibility and comprehensiveness. This protocol delineates the aim of the study and the
methodology for the systematic review.

_E Records 1dentified through database searching:

g Google Scholar = (§7)
:

=

%
=

v
Records after duplicates removed
(n=82)

o Records screened by title,

.E‘ abstract and keywords Records excluded

4 -

g (n=82) (n=33)

@

¥
Full-text articles assessed Full text excluded as not
for eligibility conducted 1n ethical
R leadership in OCB
(n=49)
(n=30)

3 !

=

g Articles included in the

= systematic review

(n=19)

Figure 1: The PRISMA Systematic Review (Page et al., 2021).

Identification

The Identification process, which is the initial step in every systematic review, is outlined in the PRISMA guidelines. Google
Scholar was chosen for this study’s objectives. The key terms in the review were carefully crafted to appropriately convey the
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ideas that would be looked at. Several words related to organizational behavior (OCB) and ethical leadership. Table 1 presents
the search terms that were used in this investigation.

Search String

Table 2: Search string used in this study

Database

Search String

Google scholar

Ethical leadership, Ethical leadership in

organizational citizenship behaviour

Screening: Following identification, articles are eliminated by screening. Regarding the theme of “Ethical leadership in
organizational behavior,” the abstracts, keywords, and titles of these (82) were reviewed. Based on the screening process,
(33) papers were removed because they were not considered relevant to the study’s goals. For the remaining (49) articles, Table
3 shows the outcomes of the inclusion/exclusion screening.

Table 3: Inclusion and exclusion criteria

Inclusion criteria

Exclusion criteria

Studies conducted between (2011) and (2024)

Studies before 2011

Articles from recognized journals

Conference papers, book chapters

Articles in English language

Articles not in English language

Related to Ethical leadership and
organizational citizenship behaviour

Not related to Ethical leadership and
organizational citizenship behaviour

The evaluation of (19) papers, which were initially screened out for eligibility using certain inclusion and exclusion criteria as
indicated in the above table, determined inclusion in this systematic review method. We completed the review process, but since
book chapters and conference proceedings aren’t yet finished, we didn’t include them (Gonzalez-Albo and Bordon’s, 2011).

Included: The impact of ethical leadership on organizational citizenship behavior (OCB) was the focus of this evaluation of the
research. Table (4) lists the research studies that are covered. 19 articles were chosen from Google Scholar based on the
information in the preceding table. The outstanding caliber of the instructional content found in the databases led to their
selection. Every inquiry focused on a particular aspect of organizational citizenship behavior and ethical leadership. Most of the
studies were conducted in academic environments.

Table 4: Included research studies

Author Date Title Database Purpose QOutcome
According to the study’s
The aim of the paper is | findings, 525 respondents
To investigate how from the banking and
employee work insurance industries in Spain
“Employee satisfaction, emotional | discovered that affective
Organizational commltmg nt, and commitment and . job
Palomino Citizenship Behaviour: Google olrgamzat.lonal . satisfaction are positively
et al. 2011 The Direct and Indirect scholar 01t12.er’1sh1p bc?havmr | impacted by  supervisor
Impact of Spain’s banking and ethical leadership, and that
Ethical Leadership” Insurance industries these two factors fully
are directly and moderate the impact of
favorably correlated ethical leadership on
with supervisor ethical | employee organizational
leadership. citizenship behavior.
The study’s goal is to The study found that
investigate the commitment and OCB were
“The Moderating Role relatiqnships between adversel'y affected by
of Ethical Leadership: olrgamzat.lonal . transaF:tlonal contrac'ts', but
Investigating citizenship behav19r these 1mpacts were mltlgated
- Relationships Among (OCB), psychologlcal by .ethlcal leadership. The
Philipp and 2013 Employee Google | contracts, ethical detrimental effects of
Lopez Psychological scholar leader.ship, and transa(j‘tional contrac;‘@ on
Contracts organlgatlonal commitment were mitigated
Commi tment,an d commltment. and Fhe beneficial effects of
Citizenship Beliavior” Accgrdmg to ‘Fhe relatlona.l contracts on QCB
findings, relational and | were reinforced by highly
transactional contracts | ethical leadership.
have a moderating
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influence on
organizational
outcomes when led by
ethical leaders.

This paper’s goal is to

investigate how ethical
leadership has evolved
within the field of

The study discovered that
people’s awareness of ethical
leadership has increased due
to high-profile instances of

organizational leaders’ unethical behavior.
behavior. It does this This review examines its
by defining ethical definition, actions, impact on
Harto 2014 Ethical Leadershi Google | leadership, outlining followers, comparisons with
£ p scholar | its behaviors, unethical leadership,
examining its effects obstacles, and implications
on followers, for future research.
contrasting it with
other leadership
philosophies, and
suggesting areas for
future research.
The purpose of this According to the findings,
research is to OCB is impacted by envy
investigate the being lessened by ethical
relationship between leadership. Ethical
perceived ethical leadership moderates these
“Predictors of leader.shlp and 1nter.act10ns, w1.th Jeaqousy
R organizational serving as a partial mediator.
Organizational .S . .
Wang and Citizenship Behavior: Google citizenship behaviors
2014 . ’ (OCB) and workplace
Sung Ethical scholar .
. envy, with a focus on
Leadership and e
v both individuals and
Workplace Jealousy L
organizations
(OCBO). In these
interactions, it looks at
jealousy as a mediator
and moral leadership
as a moderator.
The study’s findings
indicated that While extra-
The study’s objectives | role actions are generally
are to examine the idea | advantageous, recent
of required citizenship | research indicates that they
“The Effects of Ethical behavior, create a can sometimes be the result
Leadership, Servant theoretical framework | of pressure, exposing a
o Leadership and on variables such darker side known as
Yildiz and Google . .. .
e 2015 Leader-Member leader-member obligatory citizenship
Yildiz scholar . . . o
Exchange on interaction, servant behavior. Research on it is
Compulsory leadership, and ethical | scarce despite its
Citizenship Behaviors” leadership, and significance. After reviewing
investigate research the literature, this study puts
and management forth a theoretical framework
consequences. that investigates factors such
as leader-member exchange
and ethical leadership.
“The Relationship The purpose of the The study . d1sc0v§red a
. study is to investigate strong positive relationship
Between Ethical . :
. Google | the relationship between corporate
Khan et al. 2016 Leadership And .. .
. scholar | between citizenship conduct and
Organizational . . .
organizational ethical leadership among

Citizenship Behaviour:

citizenship behavior

academic staff members at a
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Evidence From
PAKISTAN”

and ethical leadership
among academic staff
members at a Pakistani
public university.

public institution in Pakistan.
There were implications for
encouraging extra-role
actions in both organizational

“Perceived ethical
leadership: Its
moderating influence

Quantitative citizenship and  ethical
approaches will be leadership, which  were
used to evaluate deemed modest.

correlations and

identify practical

implications.

This study aims to The study found that

investigate the ways in
which employees’
views of moral
leadership influenced

employees’ perceptions of
moral leadership had a
beneficial impact on their
citizenship behavior and

Monga and 2016 on employees’ Google | their organizational organizational commitment,
Cilliers organisational Scholar | citizenship behavior strengthening traits including
commitment and and organizational altruism, conscientiousness,
organisational commitment in a and civic virtue as well as
citizenship behaviours” Democratic Republic psychological  attachment
of the Congo railway and job persistence.
company.
According to the study’s
The objective of this | [1ndings, there are strong
. . links between ethical
study is to review .
. leadership  and  related
ethics-related .
leadership theories categories such as
“A Review of Ethical compare ethical ’ transformational,  servant,
Leadership and Other Gooole | lea dgrshi with other and authentic leadership,
Israr et al. 2017 Ethics- & P despite the fact that ethical
. scholar | styles, and explore o
Related Leadership Lo leadership is conceptually
. ., their distinctiveness, . .
Theories . different from these theories.
aiming to better
The study contends that
understand the role of . . .
. . ethical leadership is
ethics and morality in .
. nevertheless a  unique
leadership constructs. . .
construct in spite of these
associations.
This study aims to The study found that through
investigate, social learning and social
“Linkine Ethical empirically, how exchange processes, ethical
Lea derihi to social learning and leadership improves
Emplo egs’ social exchange employees’  organizational
Or afliza}lltional mechanisms, such as citizenship behavior (OCB),
Mo and 2017 Citize rglshi Behavior: Google | perceived procedural with perceived procedural
Shi Testin thg Mul tilevei scholar | justice and justice and organizational
Me%lia tion Role organizational care serving as important
of Oreanizational concern, affect mediators in this
Cfc;) ncern” workers’ relationship.
organizational
citizenship behavior
(OCB).
“Ethical Leadershi The study’s objective | The study found that, moral
and Corporate Socigl is to use multilevel leadership has a favorable
Res (I;Ir)lsibili tv in analysis to examine impact on work unit-level
Tourien P China: Y Gooale how ethical leadership | corporate social
ot al gy 2017 A Multilevel S tudy of scho%ar by supervisors affects | responsibility (CSR), which
' Their Effects on Tius ¢ subordinates’ also raises organizational
and Oreanizational perceptions of trust and encourages
& organizational trust, employees to act more

Citizenship Behavior”

personal social
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responsibility, responsibly  toward  one
corporate social another and as a group.
responsibility (CSR),
and organizational
citizenship behaviors
(OCB) in China’s
manufacturing sector.
The study aims to The study found that, there is
explore the a  positive correlation
relationship between between employee
unproductive work performance and ethical
behavior and corporate | leadership, and this
“Linking Ethical citizenship behavior as | relationship is largely
Leadership to well as how ethical mediated by unproductive
Employees’ leadership influences work conduct. Reliability
Khokhar Performance: Google employee was not mediated by
and 2017 Mediating Role of scholar performance. The organizational  citizenship
Rehman Organizational findings show that, conduct. The results further
Citizenship Behavior although the theoretical framework for
and Counterproductive counterproductive investigating ethical
Work Behavior” work conduct partially | leadership.
mediates the link,
ethical leadership and
employee performance
are positively
correlated.
The study’s objective The study found that, among
“A Study on is to investigate how 60 workers from Nevsehir,
Determining the organizational Turkey, CSR had a favorable
Relationships Among citizenship behavior impact on ethical leadership;
. Corporate Social (OCB) and ethical however, neither CSR nor
Cingoz and s Google . L .. )
Akdogan 2018 Respopsﬁghty, scholar leadership are affected orgam'zatlonal citizenship
Organizational by corporate social behavior (OCB) were shown
Citizenship responsibility (CSR) in | to be significantly correlated
Behavior and Ethical a sample of sixty with ethical leadership.
Leadership” workers in Nevsehir,
Turkey.
The aim of the study is | The study found a strong
to empirically correlation between
examine, using organizational  citizenship
“Ethical Leadership organiza‘Fiopal justice behavior. (OCBI) and ethical
and Organizational asa mediating leaq§rshlp. Furj[hermore, a
Citizenship Behavior: Varla.ble, the positive correlation was seen
Ali et al. 2018 Mediating Role of G(l)logle re:?tlonlshlp beﬁween betvyeen or'ganlzatlonal
Organizational Justice: scholar | ethical leadership and | justice determmants gnd
A Case Study of employee wqu OCBI, sqggestmg that gthlcal
. » outcomes, with a leadership plays a significant
Education Sector . . . .
particular emphasis on | role in enhancing
the effects on the employment outcomes.
education sector in
Khyber Pakhtunkhwa.
The aim of the study is | The results of the study
“Ethical Leadership to determine how showed that employees with
and Organisational organizational low organizational
Citizenship Gooale identification identification are more likely
Mostafa 2018 Behaviours: The h ‘('i” influences the than  those with  high
Moderating Role of sehotar relationship between identification to  exhibit
Organizational organizational organizational  citizenship
Identification” citizenship behaviors behaviors (OCBs) when they
(OCBs) and ethical are  led ethically. The
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leadership.
Hierarchical linear
modeling is used, and
Egyptian financial
personnel are
involved.

beneficial effects of ethical
leadership on OCBs are
lessened by organizational
identity.

“Impact of prosocial
motivation on

The aim of the study is
to provide theoretical
and practical
implications by
conducting an
empirical investigation

The study found that,
prosocial motivation and
organizational  citizenship
behavior are mediated by
ethical leadership and leader-
member interchange, which

organizational into the mediating benefits Pakistani TVET
citizenship roles that leader- sector personnel. Promoting
Arshad et 2020 behavior: the Google member interchange these leadership behaviors is
al. - scholar . .
mediating role of and ethical leadership | advantageous for
ethical leadership play in the relationship | organizational citizenship.
and leader—member between prosocial
exchange” motivation and
organizational
citizenship behavior in
Pakistan’s TVET
sector.
. . Th | f th
The aim of this study c results of t ¢ s.t udy
. . showed that intrinsic
is to examine the . .
« . . . motivation mediates the
Impact of Ethical relationship between . . .
. . . relationship between ethical
Leadership on ethical leadership and . . .
L o . . leadership and citizenship
Organizational citizenship behavior, . S o
. . . Lo behavior, which is positively
Danish et Commitment and Google | the impact of intrinsic | .
2020 o . influenced by both.
al. Organizational scholar | motivation as a . .
. . . . Nevertheless, in the banking
Citizenship Behavior mediator, and the indust corporate
with Mediating role of reasons behind the A co1p
L RS .. citizenship behavior and
Intrinsic Motivation lack of mediation of .
S R moral leadership are not
Intrinsic motivation in . e
oo mediated by intrinsic
the banking industry. . .
incentive.
The aim of the study is | The study found that, ethical
to investigate the leadership at the top of the
mediating roles of management chain has a
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commitment, and
organizational justice
in organizational
citizenship behavior
(OCB).

The study’s objective
is to ascertain how
ethical leadership
influences the
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et al. Ethical Leadership: scholar | industry personnel and | Its negligible relationship to
Empirical Evidence the organizational interpersonal justice,

from Saudi Arabia” justice dimensions however, emphasizes the

critical role managerial ethics
play in encouraging moral
behavior.

informational justice).

Analysis and Discussion

The emphasis on moral behavior, openness, and a dedication to ethical norms that set ethical leadership apart from other
leadership philosophies. According to Israr et al. (2017), moral leadership is essential for separating leaders who value moral
behavior from those who might be more focused on achieving their goals at the expense of morality. The body of research
highlights that ethical leadership entails not just a leader’s personal ethics but also their capacity to create an ethical culture
within the company, which has a big impact on staff conduct and organizational results. On the other hand, the literature
consistently emphasizes the beneficial connection between moral leadership and organizational citizenship behavior (OCB).
Research has shown that ethical leadership improves overconsumption behavior (OCB) through mediating elements including
intrinsic motivation and leader-member exchange (Arshad et al., 2020; Danish et al., 2020). Since OCB stands for the voluntary,
above-and-beyond acts that enhance organizational effectiveness but are not formally acknowledged or rewarded, this
relationship is important. As a result of increased dedication, fairness, and trust, ethical leadership creates a culture where workers
are more inclined to participate in OCB. The relationship between organizational justice and ethical behavior is examined by
Alhaidani et al. (2024). They find that ethical behavior and the justice components (distributive, procedural, interpersonal, and
informational) are moderated by ethical leadership. This interaction shows that fair and equitable work environments can be
promoted by ethical leadership, which can enhance the beneficial impacts of organizational justice on employee behavior.
Nonetheless, the negligible correlation with interpersonal justice suggests that the effects of ethical leadership might differ based
on the particular justice dimension, necessitating additional research.

Another crucial area of study is the function that intrinsic motivation plays as a mediator in the connection between moral
leadership and organizational results. Danish et al. (2020) discover that intrinsic motivation plays a critical mediating function,
even while ethical leadership favorably promotes organizational commitment and OCB. As demonstrated by the banking
industry, where intrinsic motivation does not mediate the link, this mediation does not occur consistently across industries. This
conclusion emphasizes the necessity for contextualized leadership methods by implying that industry-specific characteristics
may have an impact on how ethical leadership translates into employee motivation and behavior.

In the relationship between ethical leadership and organizational outcomes, trust and organizational commitment emerge as
critical mediators. According to studies by Philipp and Lopez (2013) and Mo and Shi (2017), moral leadership increases
organizational trust, which in turn increases workers’ commitment to and desire to participate in OCB. The aforementioned
relationship highlights the significance of moral leadership in establishing a dependable workplace where workers feel
appreciated and are inclined to respond positively with constructive organizational actions.

Nonetheless, research on the relationship between moral leadership and organizational success also looks at the moderating and
mediating effects of many elements. According to Raini et al. (2021), for example, ethical leadership is found to adversely buffer
the association between organizational justice and OCB. This finding suggests that, depending on the situation, ethical leadership
may be able to mitigate the consequences of justice on employee behavior. If employees have a strong organizational identity,
they may already be inclined toward OCB, which lessens the additional influence of ethical leadership. On the other hand,
Mostafa (2018) identifies organizational identity as a moderator that weakens the positive impact of ethical leadership on OCB.
In order to comprehend ethical leadership, the review emphasizes the significance of cross-cultural and industry-specific factors.
Research conducted in a variety of cultural contexts shows that cultural norms and values can influence how ethical leadership
is perceived and eventually affect organizational behavior. Examples of these studies include Wang and Sung’s (2014) study on
ethical leadership and workplace jealousy in China and Monga and Cilliers’ (2016) study in the Democratic Republic of the
Congo. According to these results, an understanding of ethical leadership cannot be completely achieved without taking into
account the sectoral and cultural context in which it is engaged. Corporate social responsibility (CSR) and ethical leadership are
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related topics of interest. Tourigny et al. (2017) and Cingoz and Akdogan (2018) investigate the relationship between ethical
leadership and CSR initiatives, concluding that the former improves views of the latter, which in turn promotes OCB and
organizational trust. Cingoz and Akdogan’s study, which revealed no significant correlation between CSR and OCB, illustrates
that the relationship between CSR and OCB is not always clear-cut. This suggests that while CSR may be promoted by ethical
leadership, other factors like company culture and employee views may operate as a mediating factor in the impact of ethical
leadership on OCB. Yildiz and Yildiz (2015) present the idea of obligatory civic behavior, which happens when workers feel
under pressure to engage in OCB because of organizational norms or expectations, despite the majority of the literature focusing
on the benefits of ethical leadership. Given this more sinister side of civic engagement, moral leadership ought to strike a balance
between encouraging admirable organizational practices and making sure they are chosen voluntarily rather than forced. It is
vital to comprehend this equilibrium in order to create moral leadership approaches that genuinely assist the company and its
staff. An important theme is the effect of moral leadership on the performance of the organization as a whole. According to
Khokhar and Rehman (2017), counterproductive work conduct acts as a partial mediating factor in the favorable association
between ethical leadership and employee performance. The absence of OCB mediation in this situation, however, suggests that
although moral leadership improves performance, more civic engagement may not follow immediately from it. This research
casts doubt on the notion that moral leadership inevitably raises OCB and raises the possibility that moral leadership may have
a greater direct impact on other variables like affective commitment and work satisfaction.

Limitations of the Study

A number of the studies were carried out within particular cultural and organizational contexts, such as the banking sector in
Saudi Arabia, the academic sector in Pakistan, or the manufacturing sector in China. This geographic and sectoral concentration
limits the generalizability of the findings. The impact of ethical leadership on organizational citizenship behavior (OCB) may
vary in other contexts, such as non-profit organizations, different industries, or regions with distinct cultural norms and values.
Despite providing insightful information, the studies have several limitations that should be acknowledged. In contrast to
individualistic cultures, collectivist societies may place a greater emphasis on the role that ethical leadership plays in fostering
OCB. The majority of the research strongly depend on cross-sectional designs, which makes it more difficult to determine the
causal links between OCB and ethical leadership. Although correlations are found, it is unclear which way causation is directed.
A more thorough knowledge of how ethical leadership affects OCB over time would be possible with longitudinal research.
Furthermore, self-reported data was used in several studies, which raises the possibility of bias because of social desirability or
respondents’ erroneous self-evaluations.

While some research has looked at organizational justice, intrinsic motivation, and organizational identification as mediating
and moderating variables, a more thorough investigation of possible mediators and moderators is still required. The relationship
between ethical leadership and OCB may be further clarified by taking into account factors like psychological safety, company
culture, and individual variations like personality traits. Additionally, little is known about how various leadership
philosophies—such as transformational, ethical, and servant leadership—interact and how this affects OCB as a whole. A number
of research were carried out with limited sample numbers or within particular demographic groupings, which might not be an
accurate representation of larger populations. The diversity of experiences across different sectors or demographic groups, for
example, may not be captured by research that concentrate on a single business or a homogenous population (such as personnel
from the same industry). This restriction raises the possibility that the results might not hold true for bigger or more diverse
populations. Still, the majority of the research focuses on the advantages of moral leadership, like improved OCB and increased
job satisfaction. Nevertheless, there is insufficient discussion of the possible drawbacks or unforeseen implications of ethical
leadership, such as heightened pressure on staff members to uphold moral principles or possible clashes with alternative
leadership philosophies. By taking these factors into consideration, the role of ethical leadership in corporate contexts may
become more fully understood. Additionally, a lot of research ignores the larger organizational dynamics that can have an impact
on how ethical leadership and OCB interact. Understanding how ethical leadership functions within an organization depends on
anumber of factors, including resource availability, power relations, and organizational structure. To give a more comprehensive
picture of the influence of ethical leadership on OCB, future studies should take these dynamics in to account
In conclusion, future research should address these shortcomings to provide a more thorough and broadly applicable knowledge
base, even though the evaluated studies greatly advance our understanding of ethical leadership and its relationship to OCB.

Future Research Directions

The literature suggests a number of directions for further investigation. More research is needed, according to Hartog (2014) and
other academics, to determine how ethical leadership affects employee behavior and organizational culture over the long run.
This is especially important in non-Western situations where cultural norms may differ dramatically. Furthermore, little is known
about how ethical leadership interacts with other leadership philosophies, like transformational and servant leadership, which
may shed more light on how various leadership philosophies can work together to advance moral behavior in the workplace.

Conclusion

In conclusion, ethical leadership emerges as a powerful force in fostering organizational citizenship behavior (OCB),
encouraging employees to go beyond their formal roles for the greater good of the organization. The review highlights the
positive influence of ethical leadership on OCB, emphasizing the roles of intrinsic motivation, leader-member exchange, and
organizational justice as key mediators in this relationship. However, the research also uncovers significant gaps, such as the
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need for studies across diverse cultural and organizational settings, as well as longitudinal research to better capture the causal
dynamics at play. Moreover, the potential negative consequences of ethical leadership and the interactions between various
leadership styles remain underexplored areas that warrant further investigation. Addressing these research gaps will deepen our
understanding of how ethical leadership can be leveraged to optimize organizational outcomes, ultimately contributing to the
development of more effective and adaptive leadership practices in today’s complex and varied organizational landscapes.

No
Shazia Faroogq: Data Collection, Literature Review, Methodology, Analysis Drafting, Referencing.
No
The author has given consent for the publication.
No

1.  Ahmad, L., Gao, Y., & Hali, S. M. (2017). A review of ethical leadership and other ethics-related leadership theories. European Scientific
Journal, 13(29), 10-23.

2. Alhaidani, H., Halbusi, H. A., Alharbi, K. K., & Alshaer, W. (2024). Navigating organizational justice and ethical leadership: Empirical
evidence from Saudi Arabia. SAGE Open, 14(2), 21582440241257378. https://doi.org/10.1177/21582440241257378

3. Ali, A., Ahmad, S., & Saeed, 1. (2018). Ethical leadership and organizational citizenship behavior: Mediating role of organizational justice:
A case study of education sector. Abasyn Journal of Social Sciences, 11(2), 386-399.

4. Alonderiene, R., & Majauskaite, M. (2016). Leadership style and job satisfaction in higher education institutions. International Journal
of Educational Management, 30(1), 140-164. https://doi.org/10.1108/1IJEM-08-2014-0106

5. Arshad, M., Abid, G., & Contreras, F. (2021). Impact of prosocial motivation on organizational citizenship behavior: The mediating role
of ethical leadership and leader—member exchange. Quality & Quantity, 55, 253-272. https://doi.org/10.1007/s11135-020-00997-5

6. Avey, J. B., Palanski, M. E., & Walumbwa, F. O. (2011). When leadership goes unnoticed: The moderating role of follower self-esteem
on the relationship between ethical leadership and follower behavior. Journal of Business FEthics, 98(4), 573-582.
https://doi.org/10.1007/s10551-010-0610-2

7. Bass, B. M. (1997). Does the transactional-transformational leadership paradigm transcend organizational and national boundaries?
American Psychologist, 52(2), 130-139. https://doi.org/10.1037/0003-066X.52.2.130

8. Bedi, A., Alpaslan, C. M., & Green, S. (2016). A meta-analytic review of ethical leadership outcomes and moderators. Journal of Business
Ethics, 139(3), 517-536. https://doi.org/10.1007/s10551-015-2625-1

9. Bergeron, D. M. (2007). The potential paradox of organizational citizenship behavior: Good citizens at what cost? Academy of
Management Review, 32(4), 1078-1095. https://doi.org/10.5465/amr.2007.26585791

10. Bolino, M. C., Klotz, A. C., Turnley, W. H., & Harvey, J. (2013). Exploring the dark side of organizational citizenship behavior. Journal
of Organizational Behavior, 34(4), 542-559. https://doi.org/10.1002/job.1847

11. Brown, M. E., Trevifio, L. K., & Harrison, D. A. (2005). Ethical leadership: A social learning perspective for construct development and
testing. Organizational Behavior and Human Decision Processes, 97(2), 117-134. https://doi.org/10.1016/j.0bhdp.2005.03.002

12. Burns, J. M. (1978). Leadership. New York, NY: Harper & Row.

13. Chen, A. S.-Y., & Hou, Y.-H. (2016). The effects of ethical leadership, voice behavior, and climates for innovation on creativity: A
moderated mediation examination. The Leadership Quarterly, 27(1), 1-13. https://doi.org/10.1016/j.leaqua.2015.10.007

14. Chughtai, A., Byrne, M., & Flood, B. (2015). Linking ethical leadership to employee well-being: The role of trust in supervisor. Journal
of Business Ethics, 128(3), 653-663. https://doi.org/10.1007/s10551-014-2126-7

15. Cingoz, A., & Akdogan, A. A. (2019). A study on determining the relationships among corporate social responsibility, organizational
citizenship behavior, and ethical leadership. International Journal of Innovation and Technology Management, 16(04), 1940004.
https://doi.org/10.1142/S0219877019400042

16. Ciulla, J. B. (1998). Ethics, the heart of leadership. Westport, CT: Quorum Books.

17. Danish, R. Q., Hafeez, S., Ali, H., Mehta, A. M., Ahmad, M., & Ali, M. (2020). Impact of ethical leadership on organizational commitment
and organizational citizenship behavior with the mediating role of intrinsic motivation. International Review of Management and
Marketing, 10(3), 25-30. https://doi.org/10.32479/irmm.9840

18. Demirtas, O., & Akdogan, A. A. (2015). The effect of ethical leadership behavior on ethical climate, turnover intention, and affective
commitment. Journal of Business Ethics, 130(1), 59-67. https://doi.org/10.1007/s10551-014-2196-6

19. Den Hartog, D. (2015). Ethical leadership. Annual Review of Organizational Psychology and Organizational Behavior, 2(1), 409-434.
https://doi.org/10.1146/annurev-orgpsych-032414-111237

20. Den Hartog, D. N. (2015). Ethical leadership. Annual Review of Organizational Psychology and Organizational Behavior, 2(1), 409-434.
https://doi.org/10.1146/annurev-orgpsych-032414-111237

21. Dinc, M. C., & Aydemir, M. (2014). The effects of ethical climate and ethical leadership on employee attitudes: Bosnian case.
International Journal of Management Sciences, 2(9), 391-405.

22. Fatima, T. A., & Siddiqui, D. A. (2019). Ethical leadership and OCB: The mediating role of ethical climate, trust, and justice. Journal of
Trust and Justice. https://doi.org/10.2139/ssr.3510910

23. llies, R., Nahrgang, J. D., & Morgeson, F. P. (2007). Leader—member exchange and citizenship behaviors: A meta-analysis. Journal of
Applied Psychology, 92(1), 269-277. https://doi.org/10.1037/0021-9010.92.1.269

Page | 475



https://doi.org/10.1177/21582440241257378
https://doi.org/10.1108/IJEM-08-2014-0106
https://doi.org/10.1007/s11135-020-00997-5
https://doi.org/10.1007/s10551-010-0610-2
https://doi.org/10.1037/0003-066X.52.2.130
https://doi.org/10.1007/s10551-015-2625-1
https://doi.org/10.5465/amr.2007.26585791
https://doi.org/10.1002/job.1847
https://doi.org/10.1016/j.obhdp.2005.03.002
https://doi.org/10.1016/j.leaqua.2015.10.007
https://doi.org/10.1007/s10551-014-2126-7
https://doi.org/10.1142/S0219877019400042
https://doi.org/10.32479/irmm.9840
https://doi.org/10.1007/s10551-014-2196-6
https://doi.org/10.1146/annurev-orgpsych-032414-111237
https://doi.org/10.1146/annurev-orgpsych-032414-111237
https://doi.org/10.2139/ssrn.3510910
https://doi.org/10.1037/0021-9010.92.1.269

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44.

45.

46.

47.

48.

49.

50.

51.

52.

53.

Published by: Pather Dabi Educational Trust, (Regn No: I1V-1402-00064/2023), Under Govt. of West Bengal, India

Jahangir, N., Akbar, M. M., & Haq, M. (2004). Organizational citizenship behavior: Its nature and antecedents. BRAC University Journal,
1(2), 75-85.

Kacmar, K. M., Bachrach, D. G., Harris, K. J., & Zivnuska, S. (2011). Fostering good citizenship through ethical leadership: Exploring
the moderating role of gender and organizational politics. Journal of Applied Psychology, 96(3), 633—642.
https://doi.org/10.1037/a0021872

Khan, H., Yasir, M., Yusof, H. M., Bhatti, M. N., & Umar, A. (2016). The relationship between ethical leadership and organizational
citizenship behavior: Evidence from Pakistan. City University Research Journal, 6(1), 45-62.

Khokhar, A. M., & Zia-ur-Rehman, M. (2017). Linking ethical leadership to employees’ performance: Mediating role of organizational
citizenship behavior and counterproductive work behavior. Pakistan Journal of Commerce and Social Sciences (PJCSS), 11(1),222-251.
LePine, J. A., Erez, A., & Johnson, D. E. (2002). The nature and dimensionality of organizational citizenship behavior: A critical review
and meta-analysis. Journal of Applied Psychology, 87(1), 52—65. https://doi.org/10.1037/0021-9010.87.1.52

Liu, J., Kwan, H. K., Fu, P. P., & Mao, Y. (2013). Ethical leadership and job performance in China: The roles of workplace friendships
and traditionality. Journal of Occupational and Organizational Psychology, 86(4), 564-584. https://doi.org/10.1111/joop.12027

Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Salvador, R. (2009). How low does ethical leadership flow? Test of a trickle-
down model. Organizational Behavior and Human Decision Processes, 108(1), 1-13. https://doi.org/10.1016/j.0bhdp.2008.04.002
Mitonga-Monga, J., & Cilliers, F. (2016). Perceived ethical leadership: Its moderating influence on employees’ organisational
commitment and  organisational citizenship  behaviours. Journal of  Psychology in  Africa, 26(1), 35-42.
https://doi.org/10.1080/14330237.2016.1148417

Mo, S., & Shi, J. (2017). Linking ethical leadership to employees’ organizational citizenship behavior: Testing the multilevel mediation
role of organizational concern. Journal of Business Ethics, 141(1), 151-162. https://doi.org/10.1007/s10551-015-2734-x

Mostafa, A. M. S. (2018). Ethical leadership and organizational citizenship behaviors: The moderating role of organizational
identification. European Journal of Work and Organizational Psychology, 27(4), 441-449.
https://doi.org/10.1080/1359432X.2018.1477132

Ng, T. W. H., & Feldman, D. C. (2015). Ethical leadership: Meta-analytic evidence of criterion-related and incremental validity. Journal
of Applied Psychology, 100(3), 948-965. https://doi.org/10.1037/a0038246

Novitasari, D., Riani, A. L., Suyono, J., & Harsono, M. (2021). The moderation role of ethical leadership on organisational justice,
professional commitment, and organisational citizenship behaviour among academicians. International Journal of Work Organisation
and Emotion, 12(4), 303-324. https://doi.org/10.1504/IJWOE.2021.116857

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. Lexington, KY: Books/DC Heath.

Philipp, B. L., & Lopez, P. D. J. (2013). The moderating role of ethical leadership: Investigating relationships among employee
psychological contracts, commitment, and citizenship behavior. Journal of Leadership & Organizational Studies, 20(3), 304-315.
https://doi.org/10.1177/1548051813488204

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual and organizational-level consequences of
organizational citizenship behaviors: A meta-analysis. Journal of Applied Psychology, 94(1), 122—141. https://doi.org/10.1037/a0013079
Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational leader behaviors and their effects on
followers’ trust in leader, satisfaction, and organizational citizenship behaviors. Leadership Quarterly, 1(2), 107-142.
https://doi.org/10.1016/1048-9843(90)90009-7

Ruiz-Palomino, P., Ruiz-Amaya, C., & Knorr, H. (2011). Employee organizational citizenship behavior: The direct and indirect impact
of ethical leadership. Canadian Journal of Administrative Sciences / Revue Canadienne des Sciences de |’ Administration, 28(3), 244-258.
https://doi.org/10.1002/cjas.211

Ruiz-Palomino, P., Ruiz-Amaya, C., & Knorr, H. (2011). Employee organizational citizenship behavior: The direct and indirect impact
of ethical leadership. Canadian Journal of Administrative Sciences/Revue Canadienne des Sciences de |’ Administration, 28(3), 244-258.
https://doi.org/10.1002/cjas.211

Shaw, J., & Newton, J. (2014). Teacher retention and satisfaction with a servant leader as principal. Education, 135(1), 101-106.
Siddique, A., Aslam, H. D., Khan, M., & Fatima, U. (2011). Impact of academic leadership on faculty’s motivation and organizational
effectiveness in higher education system. International Journal of Academic Research, 3(3), 730-737.

Tourigny, L., Han, J., Baba, V. V., & Pan, P. (2019). Ethical leadership and corporate social responsibility in China: A multilevel study
of their effects on trust and organizational citizenship behavior. Journal of Business Ethics, 158(2), 427-440.
https://doi.org/10.1007/s10551-017-3745-6

Trevifio, L. K., Brown, M., & Hartman, L. P. (2003). A qualitative investigation of perceived executive ethical leadership: Perceptions
from inside and outside the executive suite. Human Relations, 56(1), 5-37. https://doi.org/10.1177/0018726703056001448

Treviflo, L. K., Hartman, L. P., & Brown, M. (2000). Moral person and moral manager: How executives develop a reputation for ethical
leadership. California Management Review, 42(4), 128-142. https://doi.org/10.2307/41166057

Treviifio, L. K., Nieuwenboer, N. A., & Kish-Gephart, J. J. (2014). (Un)ethical behavior in organizations. Annual Review of Psychology,
65(1), 635-660. https://doi.org/10.1146/annurev-psych-113011-143745

Wang, Y. D., & Sung, W. C. (2014). Predictors of organizational citizenship behavior: Ethical leadership and workplace jealousy. Journal
of Business Ethics, 135(1), 117-128. https://doi.org/10.1007/s10551-014-2480-5

Wang, Z. (2014). Perceived supervisor support and organizational citizenship behavior: The role of organizational commitment.
International Journal of Business and Social Science, 5(1), 201-214.

Yadav, P., & Punia, B. (2012). Organizational citizenship behavior: A review of antecedent, correlates, outcomes, and future research
directions. International Journal of Human Potential Development, 2(2), 1-19.

Yang, Y. F. (2014). Studies of transformational leadership: Evaluating two alternative models of trust and satisfaction. Psychological
Reports, 114(3), 740-757. https://doi.org/10.2466/01.04.PR0O.114k27w2

Yang, Y. F., & Islam, M. (2012). The influence of transformational leadership on job satisfaction: The balanced scorecard perspective.
Journal of Accounting & Organizational Change, 8(3), 386-402. https://doi.org/10.1108/18325911211258353

Yates, L. A. (2014). Exploring the relationship of ethical leadership with job satisfaction, organizational commitment, and organizational
citizenship behavior. The Journal of Values-Based Leadership, 7(1), 1-15. https://doi.org/10.22543/0733.71.1304

Page | 476



https://doi.org/10.1037/a0021872
https://doi.org/10.1037/0021-9010.87.1.52
https://doi.org/10.1111/joop.12027
https://doi.org/10.1016/j.obhdp.2008.04.002
https://doi.org/10.1080/14330237.2016.1148417
https://doi.org/10.1007/s10551-015-2734-x
https://doi.org/10.1080/1359432X.2018.1477132
https://doi.org/10.1037/a0038246
https://doi.org/10.1504/IJWOE.2021.116857
https://doi.org/10.1177/1548051813488204
https://doi.org/10.1037/a0013079
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1002/cjas.211
https://doi.org/10.1002/cjas.211
https://doi.org/10.1007/s10551-017-3745-6
https://doi.org/10.1177/0018726703056001448
https://doi.org/10.2307/41166057
https://doi.org/10.1146/annurev-psych-113011-143745
https://doi.org/10.1007/s10551-014-2480-5
https://doi.org/10.2466/01.04.PR0.114k27w2
https://doi.org/10.1108/18325911211258353
https://doi.org/10.22543/0733.71.1304

Published by: Pather Dabi Educational Trust, (Regn No: IV-1402-00064/2023), Under Govt. of West Bengal, India

54. Yildiz, H., & Yildiz, B. (2016). The effects of ethical leadership, servant leadership, and leader-member exchange on compulsory
citizenship behaviors. International Business Research, 9(2), 19-29. https://doi.org/10.5539/ibr.von2p19

55. Yukl, G. (1989). Managerial leadership: A review of theory and research. Journal of Management, 15(2), 251-289.
https://doi.org/10.1177/014920638901500207

56. Zaccaro, S. J., & Klimoski, R. (2001). The nature of organizational leadership. San Francisco, CA: Wiley.

57. Zhu, W., Zheng, X., Riggio, R. E., & Zhang, X. (2015). A critical review of theories and measures of ethics-related leadership. New
Directions for Student Leadership, 2015(146), 81-96. https://doi.org/10.1002/yd.20134

Publisher’s Note
The Social Science Review A Multidisciplinary Journal remains neutral with regard to jurisdictional claims in published data, map and

institutional affiliations.

©The Author(s) 2026. Open Access.

This article is licensed under a Creative Commons Attribution 4.0 International License, which permits use, sharing, adaptation, distribution
and reproduction in any medium or format, as long as you give appropriate credit to the original author(s) and the source, provide a link to
the Creative Commons licence, and indicate if changes were made. If material is not included in the article’s Creative Commons licence
and your intended use is not permitted by statutory regulation or exceeds the permitted use, you will need to obtain permission directly from
the copyright holder. To view a copy of this licence, visit http://creativecommons.org/licenses/by/4.0/

Page | 477



https://doi.org/10.5539/ibr.v9n2p19
https://doi.org/10.1177/014920638901500207
https://doi.org/10.1002/yd.20134
http://creativecommons.org/licenses/by/4.0/

