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Abstract:

This study investigates the influence of ethical leadership on employee turnover intention, with a
specific emphasis on the mediating role of organizational identification. Ethical leadership has
become an essential facet of effective management, particularly in sectors characterized by high
employee mobility, such as private education. Drawing on social identity theory and employing a
quantitative research design, the study surveyed 200 teachers and support staff employed in private
schools across the Sindh region, specifically in the cities of Sukkur and Khairpur, Pakistan. Data
were gathered using structured questionnaires and analyzed using Structural Equation Modeling
(SEM) through SmartPLS. The analysis reveals a statistically significant and negative relationship
between ethical leadership and employee turnover intention, indicating that employees who
perceive their leaders as ethical are less inclined to leave their organizations. A positive
relationship was also established between ethical leadership and organizational identification,
suggesting that ethical leadership fosters a stronger sense of belonging and identification among
employees. However, the hypothesized mediating effect of organizational identification on the
relationship between ethical leadership and turnover intention was not statistically supported.
These findings provide valuable insights into leadership dynamics in the educational sector and
emphasize the importance of ethical leadership in reducing turnover rates. The study concludes by
offering practical recommendations for school administrators and policymakers, along with
suggestions for future research to explore additional mediating or moderating variables.

Keywords: Ethical Leadership, Turnover Intention, Organizational Identification, Private
Schools, Social Identity Theory, Pakistan

Introduction

Leadership is a critical determinant of employee behavior and organizational success. Over the
past few decades, ethical leadership has emerged as a significant research area, reflecting growing
concerns about ethics and integrity in organizational settings. Ethical leadership refers to the
demonstration and promotion of normatively appropriate conduct through personal actions,
interpersonal relationships, communication, reinforcement, and decision-making grounded in
fairness and integrity (Brown et al., 2005). The increasing interest in ethical leadership stems from
its potential to cultivate trust, commitment, and ethical behavior among employees. Particularly in
sectors like education, where employees are role models for students and communities, the role of
ethical leadership becomes indispensable. Employee turnover is a persistent challenge in the
private education sector of Pakistan. High rates of employee turnover disrupt school operations,
affect the continuity of instruction, and incur significant financial costs in terms of recruitment and

Volume: 3 Issue: 3 438 (July - September, 2025)



http://socialworksreview.com/

training. Despite its significance, limited empirical research has examined how ethical leadership
affects turnover intentions in this sector. Moreover, organizational identification the degree to
which employees define themselves in terms of their organizational membership has not been
adequately explored as a psychological mechanism that might explain how ethical leadership
influences turnover intentions. Talented individuals preparing to leave, particularly in today's
intensely competitive and dynamic workplace, pose a threat to an organization’s efficacy.
Consequently, to put the proper remedial measures in place, managers need to recognize the early
signs of employee leaving trends. To fully understand the motive behind turnover, employee
approaches and supervision behaviors need to be considered as antecedents (Suifan et al., 2020;
DeConinck, 2014). The literature has spoken sufficiently about turnover intention and certain
leadership attitudes, even though observed studies on the affiliation of ethical leadership with
turnover intention have not been examined thoroughly. Organizational identification has not
received much attention because of ethical leadership. People may deliberately classify themselves
with various social classes or groupings, such as family, gender, faith, recreational clubs, and
communal societies, to maintain a confident public identity (Sani, 2012). Through their
demonstration of the use of group identification in the context of organizations, Ashforth and Mael
popularized the term “organizational identification” in 1989. We take up their idea and define
organizational identification as a sense of self-assignment in an educational context. This study
seeks to address these gaps by examining the direct effects of ethical leadership on turnover
intention and organizational identification, as well as the mediating role of organizational
identification. Drawing on social identity theory, we posit that ethical leadership enhances
organizational identification, which in turn reduces turnover intention. Understanding these
dynamics is vital for developing leadership strategies that promote employee retention and
organizational stability in private schools.

Research Questions

The research aims to find answers to the following research questions.

Is there any impact of ethical leadership on employee turnover intention?

Is there any impact of ethical leadership on organizational identification?

Is there any impact of organizational identification on employee turnover intention?

Does organizational identification mediate the relationship between ethical leadership and
employee turnover intention?

YV YV

Study Objectives
The basic objective of this research is to evaluate the effect of ethical leadership on employees’
turnover intention and the mediating effect of organizational identification.

1. To examine the impact of ethical leadership on organizational identification.

2. To examine the impact of ethical leadership on employee turnover intention.

3. To examine the impact of organizational identification on employee turnover intention.

4. Toexamine whether organizational identification mediates the relationship between ethical

leadership and employee turnover intention.

Literature Review

Ethical Leadership

Ethical leadership is a multidimensional construct encompassing honesty, fairness, accountability,
and concern for others. Mihelic et al. (2010) define ethical leadership as both a moral person and
a moral manager. As moral persons, ethical leaders exhibit virtues such as integrity, humility, and
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empathy. As moral managers, they promote ethical standards through clear communication, fair
policies, and consistent behavior. Empirical studies have shown that ethical leadership enhances
employee trust (Groves et al., 2011), job satisfaction (Benevene et al., 2018), and organizational
commitment (Mayer et al., 2012). In educational institutions, ethical leadership is crucial for
creating a positive school climate and modeling the values that students and teachers are expected
to uphold. Furthermore, moral influence plays a role in ethical leadership since leaders proactively
promote moral behavior in their subordinates. Groves et al. (2011) stress the significance of a
leader's impact on the moral choices and actions of their followers. To promote an ethical culture
within the company, ethical leaders employ a variety of tactics, including communicating ethical
standards and praising ethical behavior. Beyond personal characteristics and actions, ethical
leadership also considers the larger organizational environment. According to Schaubroeck et al.
(2012), moral leaders create and maintain moral norms inside the workplace culture in addition to
upholding moral standards themselves. This organizational aspect entails setting up procedures
and frameworks that encourage moral conduct and decision-making at every level of the hierarchy.
As role models for their subordinates, leaders in an organization set the standard for moral
behaviour (Brown et al., 2014). Leaders establish a moral compass for their team members by
acting with honesty, integrity, and fairness frequently. In decision-making processes, when leaders
must navigate difficult choices that affect stakeholders, this ethical guidance is especially
important. A high-trust organizational culture is facilitated by ethical leadership (Ershaghi, 2005).
Employees are more inclined to trust organizational procedures, rules, and one another when they
believe that their leaders are moral and ethical. Building trust is the cornerstone of productive
cooperation and teamwork, which are critical components in accomplishing organizational
objectives. Furthermore, moral leadership increases engagement and commitment from staff
members (Godbless, 2021). Employees' attitudes about organizational values may change when
they perceive their leaders to be sincere about moral behavior and social responsibility. Increased
job satisfaction and lower turnover are the results of this alignment, which creates a feeling of
community and shared purpose.

Employee Turnover Intention

Turnover intention is a precursor to actual turnover and refers to an employee’s conscious and
deliberate willfulness to leave the organization (Tett & Meyer, 1993). Factors influencing turnover
intention include job dissatisfaction, lack of career growth, poor leadership, organizational politics,
and stress (Belete, 2018). In the education sector, particularly in developing countries like
Pakistan, inadequate salaries, lack of job security, and limited professional development
opportunities further exacerbate turnover intentions. Studies have identified leadership style as a
significant predictor of turnover intention, with ethical leadership emerging as a protective factor
(Shafique et al., 2018). Employees may consider quitting if they are unhappy with aspects of their
jobs, including pay, responsibilities, or opportunities for professional development (Scott et al.,
2016). Furthermore, a negative relationship is observed between turnover intention and
organizational commitment, which measures employees' attachment to their company (Jano et al.,
2019). Turnover intention is greatly impacted by management and leadership styles (Sulamuthu et
al., 2018). For instance, a lack of moral leadership can lower job satisfaction and trust, which
increases the likelihood of turnover. Furthermore, the culture of the company and the caliber of
relationships among coworkers affect workers' loyalty and, in turn, their propensity to quit (Abd-
El-Salam, 2023).
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Organizational Identification

Organizational identification is defined as the psychological attachment of employees to their
organization, where individuals perceive a sense of oneness with their workplace (Ashforth &
Mael, 1989). Social identity theory (Tajfel & Turner, 1979) posits that people derive a part of their
self-concept from their membership in social groups, including organizations. High organizational
identification has been linked to favorable outcomes such as enhanced job performance, increased
organizational citizenship behavior, and reduced turnover intention (Pham et al., 2020). Leaders
play a crucial role in fostering organizational identification by embodying organizational values
and creating an inclusive and supportive work environment. It is commonly believed that workers
develop a psychological connection with their place of employment. Several studies have offered
thorough explanations of this idea. Mael et al. (1989) stated that “the sense of unity or
belongingness to an organization, where the person identifies themselves in terms of the institution,
they are a part of,” constitutes organizational identification. They develop social identities through
their contacts with others and their communication skills, which help with group evaluation and
the creation of a sense of belonging (Ashforth et al., 2008). This sense of unity may help people
identify with corporate goals, which inspires them to improve both their own and the company's
performance (Qi et al., 2014). Individuals who are connected to their organization could call it
their organizational identity. Positive outcomes for the organization and its people can result from
strong organizational identification. Organizational identification also motivates individuals to
exert additional effort to accomplish the goals of the business. These benefits have been linked to
higher job satisfaction, commitment, motivation, performance, and decreased intentions to leave
the company (Van Dick et al., 2018). Previous studies also discussed how employees' professional
outcomes are historically influenced by their company identity (Brammer et al., 2015). These
claims, however, may not be accurate. Although these claims may be untrue or oversimplified, the
company's efforts to improve workplace culture and employee care demonstrate to its employees
that they are being valued and taken care of by their employer, which is a crucial component of
corporate identity. We believe that providing workers with a sense of meaning in their work and a
connection to the organization's principles will inspire them to take part in initiatives that advance
the establishment. According to a study, employees have more opportunities to interact with their
employers and coworkers when they work in a good environment (Ebede et al., 2020).

Hypothesis Development

Employee Turnover Intention and Ethical Leadership

Leaders who model and uphold moral principles and behavior are seen to be exhibiting ethical
leadership in schools. According to recent research, ethical leadership has a beneficial effect on
employees' intentions to leave educational institutions (Wang et al., 2018). According to Shafique
et al. (2018), team members exhibit favorable attitudes and behaviors about their work when
leaders model ethical leadership conduct, which reduces the likelihood that they will resign and
join another company. Promoting positive employee behaviors and reducing and rerouting
unfavorable attitudes and behaviors, such as the desire to drop out of school, requires ethical
leadership (Linetal., 2017). According to Beneven et al. (2018), ethical leadership has a beneficial
impact on job satisfaction, which in turn reduces the intention of employee turnover. The decision
to stay with a firm relates to ethical leadership. Employee work satisfaction and attrition are
positively correlated when school leaders exhibit moral behavior and ideals (Li et al., 2021). To
gain a deeper understanding of this tactic, consider the self-concept theory, which posits that
workers motivated by their leaders' strong ethical standards are less likely to be interested in
leaving the company (Lin et al., 2017). Instead, employees are far more likely to consider quitting
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their job and seeking another one if they believe their supervisor is dishonest, haughty, and morally
bankrupt (Brown et al., 2010). As a result, leaders must constantly reinforce attitudes toward moral
leadership.

H1: Ethical Leadership and turnover intention of employees are negatively correlated.

Ethical Leadership and Organizational Identification of Employees

The impact of identity on employees' attitudes and interactions with coworkers and other group
members has drawn more attention from academics in recent years. (Gu et al., 2015). Association
is the trait of a person's character that arises directly from their affiliation with a group or
organization. Employees who match their values and ambitions with the mission and goals of the
company adjust their self-perceptions and beliefs to reflect these changes (Javed, 2020). The social
identity hypothesis suggests that people are naturally motivated to work toward the welfare of the
group when they have a sense of unity or belonging to a specific societal class, such as an entity
or a community. (Ding et al., 2017). The social identity theory of management's proponent, Hogg
(2001), asserts that "the essence of leadership is to create an agenda, define identity, and motivate
individuals to achieve collective goals.”" Moral leaders who are gregarious, assertive, and creative
will presumably help their team members build stronger relationships with their employers and
colleagues (Walumbwa et al., 2008). The field of literary association is very expansive (Berg,
2004). This study shows that people who identify more with their organizations are more
productive and beneficial to them. One must carefully handle their followers with justice, fairness,
and honesty in order to lead ethically. Respect and consideration for their opinions are vital (Mayer
et al., 2012). By doing this, a follower's confidence and sense of importance can grow. This is a
result of the good behavior and higher moral standards upheld by these leaders. It has been
proposed, considering the discussion above, that moral leadership will strengthen employees'
bonds with the educational system. Accordingly, the study postulates a favorable correlation
between corporate identity and ethical leadership.

H2: Ethical leadership is positively correlated with organizational identification.

Organizational Identification and Employee Turnover Intention

There is a significant impact of organizational identification on people’s views about their jobs
and coworkers in the context of social identity formation. (Abbate et al., 2013). Another advantage
of organizational identification is that it influences people to work harder for the group and the
achievement of the organization's goals (Brown, 2017). Furthermore, a previous study indicates
that an employee's job outcomes are influenced by their historical corporate identification
(Brammer et al., 2014). Since it costs them money, turnover is a significant issue for many firms,
particularly in roles where employees are given the opportunity for training and higher education
(Kim, 2017). Several studies have indicated that employee turnover intention is influenced by
organizational identification. (Javed, 2020). Employee views of themselves and the norms, values,
and objectives of the organizations are regarded as somewhat aligned. Given that organizational
identity is an emotional compact and a strong sense of respect for society, workers who have a
greater organizational identity ought to have lower turnover rates. It is crucial to stress that
identification includes more than just employees' opinions about their employers, even though the
connection between identity and worker turnover has previously been discussed. Considering that
it strengthens workers' feelings of self (Javed et al., 2020; Van Dick et al., 2004). The intention to
resign is harmed by organizational identity. Employees are more likely to embrace company values
when they coincide with their own. They will try to boost their effectiveness and prosperity. It is

Volume: 3 Issue: 3 442 (July - September, 2025)



reasonable to presume that they do not want to stop. Agkunduz et al. (2017) suggest that if a
company's values conflict with an individual's, it may be beneficial to explore alternative work
opportunities. Identification is thought to be a crucial component of employee retention and the
firm's long-term performance.

H3: Organization identification and Employee turnover intention are negatively correlated.

The mediating role of organization identification between EL and TI

According to Fallatah et al. (2017), an individual's self-concept is closely tied to an organization,
so the stronger their connection with it, the more likely they are to want to remain there. When
people leave a company that is often doing what they want to accomplish, they will lose their sense
of self (Edwards et al., 2009). Additionally, it suggests that a sense of corporate identity encourages
workers to support the objectives of the business and discourages them from quitting school. The
leadership style of managers influences Employee turnover intentions, according to a
comprehensive empirical study conducted in several Western and Eastern countries. This may
operate as a mediating factor or directly affect the relationship between turnover intentions and
ethical leadership. American academics have demonstrated a direct, harmful, and unintended
association between organizational identity and turnover intention. (DeConinck, 2015). The
organization facet that garnered consideration is the moderating influence of organizational
identity between moral leadership and other worker job outcomes, like the correlation between
moral workplace culture and workers' intentions to leave the organization (Walumbwa et al.,
2011). The relationship between ethical leadership and intention to leave the company was
mediated by employees' organizational identification (Javed et al., 2020; DeConinck, 2014). Since
turnover intention is a dependent variable and ethical leadership is an independent variable, it is
expected that organizational identity will mediate between the two in this study.

H4: Organization identification acts as a mediating factor between ethical leadership and
turnover intention.

Research Model

Organization

Ethical Leadershi ge .
P / Identification Turnover

e Fairness Intention
e Trustworthy
e Honesty
e Care
Figure 1: Research Model
Method

Research Design and Sample

This research adopted a cross-sectional quantitative design to explore the relationships among
ethical leadership, organizational identification, and turnover intention. The target population
included teachers and support staff working in private schools located in Khairpur and Sukkur,
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Pakistan. A simple random sampling technique was used to ensure the generalizability of findings.
Data were collected through a structured questionnaire distributed both physically and online,
yielding 200 valid responses.

Measurement Instruments

The questionnaire comprised three validated scales. Ethical leadership was measured using 10
items developed by Brown et al. (2005). Organizational identification was assessed through a 5-
item scale by Mael and Ashforth (1992). Turnover intention was measured using 3 items from
Konovsky and Cropanzano (1991). All items were rated on a 5-point Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree). The reliability and validity of these scales were confirmed
in prior studies and revalidated for the current sample.

Data Analysis Strategy
The data were analyzed using SmartPLS software. The analysis consisted of two stages: (1)

Construct Items Loadings Alpha CR AVE
Ethical Leadership EL1 0.640 0.895 0914 0515
EL2 0.717
EL3 0.765
EL4 0.631
EL5 0.734
EL6 0.674
EL7 0.773
ELS8 0.723
EL9 0.751
EL10 0.755
Organizational Identification ol1 0.855 0.868 0.905 0.655
ol2 0.831
(O] K] 0.740
Ol4 0.772
0I5 0.843
Turnover Intention TI1 0.761 0.767 0.865 0.683
TI2 0.911
TI3 0.799

measurement model evaluation to assess reliability, convergent validity, and discriminant validity;
and (2) structural model assessment using bootstrapping to test hypotheses. Cronbach’s alpha,
Composite Reliability (CR), and Average Variance Extracted (AVE) were used to evaluate internal
consistency and convergent validity. Discriminant validity was tested using the HTMT criterion.

Results

Measurement Model Evaluation

The constructs demonstrated strong reliability, with Cronbach’s alpha values exceeding 0.7 for all
variables. Composite reliability values ranged between 0.865 and 0.914, indicating high internal
consistency. AVE values exceeded the threshold of 0.5, confirming convergent validity. HTMT
ratios were below 0.85 for all variable pairs, establishing discriminant validity.

Table 1 Reliability and Validity

The discriminant validity of the data was assessed through the HTMT ratio. The outcomes specify
that all values met the threshold of 0.85 as per the suggestions of (Kline, R.B., 2023).
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Table 2 Discriminant Validity

Variables EP oLC TL

EL 0.718 0.696 -0.532
Ol 0.696 0.810 0.696
Tl -0.532 -0.430 0.826

Structural Model and Hypothesis Testing

an 012 QI3 Q4 Ql5

N1/

n.gss 0831 0740 772 0.843

Organizatio n_Idh

ification -0.115
T
\ ,_,o.?m‘”*
-0.452 4 :0-91 T—p TI2
0.798
) TI3
Turnover_Intention
ETH‘}‘
K
ETH10
Figure 2 Measurement Model
Table 3 Hypothesis Testing
Structural Paths B Values T statistics P values Decision
H1l: EL > TI -0.452 5.071 0.000 Supported
H2: EL = Ol 0.696 14.957 0.000 Supported
H3: 0l = TI -0.115 1.228 0.219 Supported

The fourth hypothesis of the study was to assess the mediating effect of organization identification
in the relationship between ethical leadership and turnover intention. The results show that there
is an indirect, insignificant impact of ethical leadership on turnover intention through organization
identification (B=-0.080, t=1.196, p=0.232). Therefore, H4 was not supported.

Table 4 Mediating effect

Hypothesis B Indirect T statistics P Confidence Interval
Effect values (5-95%) Decision
H4: EL > Ol > TI -0.080 1.196 0.232 (-0.210; 0.044) Not Supported

The results from the structural model revealed the following: - H1: Ethical leadership has a
significant negative effect on turnover intention (B = -0.452, t = 5.071, p <.001). Supported. - H2:
Ethical leadership has a significant positive effect on organizational identification (B = 0.696, t =
14.957, p < .001). Supported. - H3: Organizational identification has a negative but statistically
insignificant effect on turnover intention (B = -0.115, t = 1.228, p = .219). Not supported. - H4:
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The mediating role of organizational identification between ethical leadership and turnover
intention was not supported (B = -0.080, t = 1.196, p = .232). The four hypotheses were tested
through statistical tests using Smart PLS software. The outcomes show that there is a significant
and negative effect of ethical management on worker turnover intention (B=-0.452, t=5.071,
p=0.000), there is a significant and positive impact of ethical leadership on organization
identification (B=0.696, t=14.957, p=0.000) and an insignificant impact of organization
identification on employees’ turnover intention (B=-0.115, t=1.228, p=0.219). Subsequently, there
is no mediating effect of organization identification in the association between ethical leadership
and employee turnover intention (B=-0.080, t=1.196, p=0.232). Hence, hypotheses H1, H2 and H3
were supported, and H4 were not supported.

Discussion

The findings support the hypothesis that ethical leadership significantly reduces employee turnover
intention. This aligns with previous studies indicating that ethical leaders build trust and
satisfaction, which in turn decrease the desire to leave (Majeed et al., 2018). Furthermore, the
positive relationship between ethical leadership and organizational identification reaffirms the
importance of leader behavior in shaping employee attitudes. However, contrary to expectations,
organizational identification did not mediate the relationship between ethical leadership and
turnover intention. This might be due to contextual factors, such as cultural norms or the specific
challenges of the private education sector in Pakistan.

Practical implications

School administrators should invest in leadership development programs that emphasize ethical
conduct. Ethical leadership not only contributes to employee well-being but also improves
organizational commitment and stability. While organizational identification is important, it may
not fully explain the effects of leadership on turnover intention, suggesting that future studies
should examine alternative mediators such as job satisfaction, perceived organizational support,
or psychological safety.

Limitations and Future Direction

Although the study has great importance, there are still some limitations.

Firstly, this study was limited to the private schools of Sukkur and Khairpur and generalizing the
results in other contexts/sectors can be risky (Suifan, 2020). Hence, future research in
manufacturing, healthcare, banking sectors, and other contexts is recommended so that the results
can be generalized (Majeed, 2018). Secondly, the nature of the data collection was cross-sectional.
Therefore, conducting a longitudinal study in the future is recommended to support more
substantial implications, as cross-sectional data limit the capability of attaining causal implications
(Linetal., 2017). Lastly, this study was limited to ethical leadership, and future research on other
styles like transformational leadership, transactional leadership, charismatic leadership, and
spiritual leadership are recommended for reducing the turnover intention of employees.

Conclusion

This study contributes to the literature by examining the role of ethical leadership in reducing
turnover intention and promoting organizational identification in the private education sector of
Pakistan. The results confirm the beneficial effects of ethical leadership and highlight its relevance
in retaining employees. Although organizational identification did not mediate the relationship
between ethical leadership and turnover intention, it remains a valuable construct for
understanding employee attachment to the organization. Policymakers and educational leaders are
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encouraged to promote ethical leadership as a strategy to improve employee retention and
organizational performance.

References

Abd-El-Salam, E. M. (2023). Exploring factors affecting Employee Loyalty through the
relationship between Service Quality and Management Commitment, a case study analysis
in the iron and steel industry, Al Ezz Dekheila Steel Company in Egypt. Cogent Business
& Management, 10(2), 2212492.

Abrams, D., & Hogg, M. A. (2010). Social identity and self-categorisation. The SAGE handbook
of prejudice, stereotyping and discrimination, 1, 179-193.

Akgunduz, Y., & Bardakoglu, O. (2017). The impacts of perceived organisational prestige and
organisation identification on turnover intention: The mediating effect of psychological
empowerment. Current Issues in Tourism, 20(14), 1510-1526.
https://doi.org/10.1080/13683500.2015.1034094

Aryee, S., Walumbwa, F. O., Mondejar, R., & Chu, C. W. (2015). Accounting for the influence of
overall justice on job performance: Integrating self-determination and social exchange
theories. Journal of Management Studies, 52(2), 231-252.

Ashforth, B. E., & Mael, F. (1989). Social Identity Theory and the Organisation. The Academy of
Management Review, 14(1), 20.https://doi.org/10.2307/258189

Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in organisations: An
examination of four fundamental questions. Journal of Management, 34(3), 325-374.

Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in Organisations: An
Examination of Four Fundamental Questions. Journal of Management, 34(3), 325-374.
https://doi.org/10.1177/0149206308316059

Awan, F. H., Dunnan, L., Jamil, K., & Idrees, M. (2021). Impact of Role Conflict on Intention to
Leave Job with the Moderating Role of Job Embeddedness in Banking Sector
Employees. Frontiers in Psychology, 12, 719449.

Beekun, R. 1. (2012). Character-centred leadership: Muhammad (p) as an ethical role model for
CEOs. Journal of Management Development, 31(10), 1003-1020.

Beekun, R. I, & Badawi, J. A. (2005). Balancing ethical responsibility among multiple
organisational stakeholders: The Islamic perspective. Journal of Business Ethics, 60, 131-
145.

Belete, A. K. (2018). Turnover intention influencing factors of employees: An empirical work
review. Journal of Entrepreneurship & Organisation Management, 7(3), 1-7.

Bello, S. M. (2012). Impact of ethical leadership on employee job performance. International
Journal of Business and Social Science, 3(11), 228-236.

Belschak, F. D., Den Hartog, D. N., & De Hoogh, A. H. (2018). Angels and demons: The effect
of ethical leadership on Machiavellian employees’ work behaviours. Frontiers in
Psychology, 9, 315217.

Benevene, P., Dal Corso, L., De Carlo, A., Falco, A., Carluccio, F., & Vecina, M. L. (2018). Ethical
Leadership as Antecedent of Job Satisfaction, Affective Organizational Commitment and
Intention to Stay Among Volunteers of Non-profit Organizations. Frontiers in Psychology,
9, 2069.https://doi.org/10.3389/fpsyg.2018.02069.

Blader, S. L., Patil, S., & Packer, D. J. (2017). Organisational identification and workplace
behaviour: More than meets the eye. Research in Organisational Behaviour, 37, 19-34.
https://doi.org/10.1016/j.riob.2017.09.001

Boehm, S. A., Dwertmann, D. J., Bruch, H., & Shamir, B. (2015). The missing link? Investigating

Volume: 3 Issue: 3 447 (July - September, 2025)


https://doi.org/10.1080/13683500.2015.1034094
https://doi.org/10.2307/258189
https://doi.org/10.1177/0149206308316059
https://doi.org/10.3389/fpsyg.2018.02069
https://doi.org/10.1016/j.riob.2017.09.001

organisational identity strength and transformational leadership climate as mechanisms
that connect CEO charisma with firm performance. The leadership quarterly, 26(2), 156-
171.

Brown, A. D. (2017). Identity Work and Organisational Identification. International Journal of
Management Reviews, 19(3), 296-317. https://doi.org/10.1111/ijmr.12152

Brown, M. E., & Trevifio, L. K. (2014). Do role models matter? An investigation of role modelling
as an antecedent of perceived ethical leadership. Journal of Business Ethics, 122, 587-598.

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

Cable, D. M., Gino, F., & Staats, B. R. (2013). Breaking them in or eliciting their best? Reframing
socialisation around newcomers’ authentic self-expression. Administrative science
quarterly, 58(1), 1-36.

Caesens, G., Stinglhamber, F., Demoulin, S., & De Wilde, M. (2017). Perceived organisational
support and employees’ well-being: The mediating role of organisational
dehumanisation. European Journal of Work and Organisational Psychology, 26(4), 527-
540.

Cassar, V., Bezzina, F., & Buttigieg, S. C. (2017). The relationship between transformational
leadership and work attitudes: Comparing mediating influences of social identity and the
psychological contract. Leadership & Organisation Development Journal, 38(5), 646—
661.

Chami, R., & Fullenkamp, C. (2002). Trust and efficiency. Journal of banking & finance, 26(9),
1785-18009.

Chen, S. (2010). The role of ethical leadership versus institutional constraints: A simulation study
of financial misreporting by CEOs. Journal of Business Ethics, 93(Suppl 1), 33-52.
Cheng, M.-Y., & Wang, L. (2015). The Mediating Effect of Ethical Climate on the Relationship
Between Paternalistic Leadership and Team Identification: A Team-Level Analysis in the
Chinese  Context. Journal of  Business Ethics, 129(3), 639-654.

https://doi.org/10.1007/s10551-014-2189-5

Chughtai, A., Byrne, M., & Flood, B. (2015). Linking ethical leadership to employee well-being:
The role of trust in the supervisor. Journal of Business Ethics, 128, 653-663.

Cole, M. S., & Bruch, H. (2006). Organisational identity strength, identification, commitment and
their relationships to turnover intention: Does organisational hierarchy matter? Journal of
Organizational Behavior: The International Journal of Industrial, Occupational and
Organizational Psychology and Behavior, 27(5), 585-605.

DeConinck, J. B. (2015). Outcomes of ethical leadership among salespeople. Journal of Business
Research, 68(5), 1086—1093. https://doi.org/10.1016/j.jbusres.2014.10.011

Demir, M., Demir, S. S., & Nield, K. (2015). The relationship between person-organisation fit,
organisational identification and work outcomes. Journal of Business Economics and
Management, 16(2), 369-386.

Ding, X., Li, Q., Zhang, H., Sheng, Z., & Wang, Z. (2017). Linking transformational leadership
and work outcomes in temporary organisations: A social identity approach. International
Journal of Project Management, 35(4), 543-556.
https://doi.org/10.1016/j.ijproman.2017.02.005

Dutton, J. E., Glynn, M. A, & Spreitzer, G. (2008). Positive organisational scholarship. The SAGE
handbook of organisational behaviour, 1, 693-712.

Edward Godbless, E. (2021). Moral leadership, shared values, employee engagement, and staff
job performance in the university value chain. International Journal of Organisational

Volume: 3 Issue: 3 448 (July - September, 2025)


https://doi.org/10.1111/ijmr.12152
https://doi.org/10.1016/j.obhdp.2005.03.002
https://doi.org/10.1007/s10551-014-2189-5
https://doi.org/10.1016/j.jbusres.2014.10.011
https://doi.org/10.1016/j.ijproman.2017.02.005

Leadership, 10(1), 15-38.

Edwards, J. R., & Cable, D. M. (2009). The value of value congruence. Journal of Applied
Psychology, 94(3), 654-677. https://doi.org/10.1037/a0014891

Engelbrecht, A. S., Heine, G., & Mahembe, B. (2017). Integrity, ethical leadership, trust and work
engagement. Leadership & Organisation Development Journal, 38(3), 368-379.

Ershaghi, H. M. (2013). Ethical leadership as an enabler of organisational culture change.

Fallatah, F., Laschinger, H. K. S., & Read, E. A. (2017). The effects of authentic leadership,
organisational identification, and occupational coping self-efficacy on new graduate
nurses’ job turnover intentions in Canada. Nursing Outlook, 65(2), 172-183.
https://doi.org/10.1016/j.outlook.2016.11.020

Gefen, D., Straub, D., & Boudreau, M.-C. (2000). Structural Equation Modelling and Regression:
Guidelines for Research Practice. Communications of the Association for Information
Systems, 4. https://doi.org/10.17705/1CAIS.00407

Groves, K. S., & LaRocca, M. A. (2011). An empirical study of leader ethical values,
transformational and transactional leadership, and follower attitudes toward corporate
social responsibility. Journal of Business Ethics, 103, 511-528.

Gu, Q., Tang, T. L.-P., & Jiang, W. (2015). Does Moral Leadership Enhance Employee Creativity?
Employee ldentification with Leader and Leader-Member Exchange (LMX) in the
Chinese  Context.  Journal  of  Business  Ethics, 126(3),  513-529.
https://doi.org/10.1007/s10551-013-1967-9

Guan, M., & So, J. (2016). Influence of Social Identity on Self-Efficacy Beliefs Through Perceived
Social Support: A Social Identity Theory Perspective. Communication Studies, 67(5), 588—
604. https://doi.org/10.1080/10510974.2016.1239645

Hair, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality in PLS-SEM
using confirmatory composite analysis. Journal of Business Research, 109, 101-110.
https://doi.org/10.1016/j.jbusres.2019.11.069

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the
results of PLS-SEM. European Business Review, 31(1), 2-24.
https://doi.org/10.1108/EBR-11-2018-0203

Hamidi, R., Barari, R., Sahebdel, F., & Bayat, F. (2023). Evaluating the Model of Causal Relations
between Organizational Identity and Organizational Commitment in Hospital Nursing
Staff through the Mediation of Organizational Culture. Employee Responsibilities and
Rights Journal, 1-22.

Haque, A., Fernando, M., & Caputi, P. (2019). The Relationship Between Responsible Leadership
and Organisational Commitment and the Mediating Effect of Employee Turnover
Intentions: An Empirical Study with Australian Employees. Journal of Business Ethics,
156(3), 759-774. https://doi.org/10.1007/s10551-017-3575-6

Hausknecht, J. P., Rodda, J., & Howard, M. J. (2009). Targeted employee retention: Performance-
based and job-related differences in reported reasons for staying. Human Resource
Management: Published in Cooperation with the School of Business Administration, The
University of Michigan and in alliance with the Society of Human Resources
Management, 48(2), 269-288.

Hogg, M. A. (n.d.).A Social Identity Theory of Leadership.

Inoue, Y., Lock, D., Gillooly, L., Shipway, R., & Swanson, S. (2022). The organisational
identification and well-being framework: Theorising about how sport organisations
contribute to crisis response and recovery. Sport Management Review, 25(1), 1-30.
https://doi.org/10.1080/14413523.2021.1911496

Jano, R., Satardien, M., & Mahembe, B. (2019). The relationship between perceived organisational

Volume: 3 Issue: 3 449 (July - September, 2025)


https://doi.org/10.1037/a0014891
https://doi.org/10.1016/j.outlook.2016.11.020
https://doi.org/10.17705/1CAIS.00407
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1080/14413523.2021.1911496

support, organisational commitment and turnover intention among employees in a selected
organisation in the aviation industry. SA Journal of Human Resource Management, 17(1),
1-8.

Javed, I. (n.d.).Effect of Ethical Leadership on Project Employee Turnover Intention with
Mediating Role of Project ldentification and Moderating Role of Trust in Leader.

Kang, M., & Sung, M. (2017). How symmetrical employee communication leads to employee
engagement and positive employee communication behaviours: The mediation of
employee-organisation relationships. Journal of communication management, 21(1), 82—
102.

Kanyama, J., & Siripipatthanakul, S. (n.d.).Hotel Service Quality and Its Effect on Customer
Loyalty: The Case of Ubon Ratchathani, Thailand during the COVID-19 Pandemic. 9.

Karanika-Murray, M., Duncan, N., Pontes, H. M., & Griffiths, M. D. (2015). Organisational
identification, work engagement, and job satisfaction. Journal of Managerial
Psychology, 30(8), 1019-1033.

Kim, W. (2017). Examining Mediation Effects of Work Engagement Among Job Resources, Job
Performance, and Turnover Intention. Performance Improvement Quarterly, 29(4), 407—
425. https://doi.org/10.1002/piq.21235

Kim, W. G., & Brymer, R. A. (2011). The effects of ethical leadership on manager job satisfaction,
commitment, behavioural outcomes, and firm performance. International Journal of
Hospitality Management, 30(4), 1020-1026.

Kline, R. B. (2018). Response to Leslie Hayduk’s Review of Principles and Practice of Structural
Equation Modelling, 4th Edition. Canadian Studies in Population, 45(3-4), 188.
https://doi.org/10.25336/csp29418

Ko, C., Ma, J., Bartnik, R., Haney, M. H., & Kang, M. (2018). Ethical Leadership: An Integrative
Review and Future Research Agenda. Ethics & Behaviour, 28(2), 104-132.
https://doi.org/10.1080/10508422.2017.1318069

Kolodinsky, R. W., Giacalone, R. A., & Jurkiewicz, C. L. (2008). Workplace Values and
Outcomes: Exploring Personal, Organisational, and Interactive Workplace Spirituality.
Journal of Business Ethics, 81(2), 465-480. https://doi.org/10.1007/s10551-007-9507-0

Krishna, A. (2022). Employee-organisation identity fusion: Connecting leadership and
symmetrical  internal  communication  to  identity-and  engagement-related
outcomes. International Journal of Business Communication, 23294884221130744.

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2017).
Perceived organisational support: A meta-analytic evaluation of organisational support
theory. Journal of Management, 43(6), 1854-1884.

Lamm, E., Tosti-Kharas, J., & King, C. E. (2015). Empowering Employee Sustainability:
Perceived Organisational Support Toward the Environment. Journal of Business Ethics,
128(1), 207-220. https://doi.org/10.1007/s10551-014-2093-z

Lee, C., Bobko, P., & Chen, Z. X. (2006). Investigation of the multidimensional model of job
insecurity in China and the USA. Applied psychology, 55(4), 512-540.

Lee, E.-S., Park, T.-Y., & Koo, B. (2015). Identifying organisational identification as a basis for
attitudes and behaviours: A meta-analytic review. Psychological Bulletin, 141(5), 1049-
1080. https://doi.org/10.1037/bul0000012

Lennick, D., & Kiel, F. (2011). Moral intelligence 2.0: Enhancing business performance and
leadership success in turbulent times. Pearson Prentice Hall.

Li, Y., & Jones, C. B. (2013). A literature review of nursing turnover costs: A Literature review of
nursing turnover costs. Journal of Nursing Management, 21(3), 405-418.
https://doi.org/10.1111/j.1365-2834.2012.01411.x

Volume: 3 Issue: 3 450 (July - September, 2025)


https://doi.org/10.1002/piq.21235
https://doi.org/10.1007/s10551-007-9507-0
https://doi.org/10.1007/s10551-014-2093-z
https://doi.org/10.1037/bul0000012

Lin, C.-P., & Liu, M.-L. (2017). Examining the effects of corporate social responsibility and
ethical leadership on turnover intention. Personnel Review, 46(3), 526-550.
https://doi.org/10.1108/PR-11-2015-0293

Linz, S. J., & Semykina, A. (2012). What makes workers happy? Anticipated rewards and job
satisfaction. Industrial Relations: A Journal of Economy and Society, 51(4), 811-844.

Lowery, C. (2020). Moral literacy and school leadership: Perceptions of principals in southeast
Ohio on the ethics of decision-making. Journal of Educational Administration, 58(1), 112—
127.

Mael, F. A., & Ashforth, B. E. (1995). Loyal from day one: Biodata, organisational identification,
and turnover among newcomers. Personnel psychology, 48(2), 309-333.

Mael, F., & Ashforth, B. E. (1992). Alums and their alma mater: A partial test of the reformulated
model of organisational identification. Journal of Organisational Behaviour, 13(2), 103—
123.

Magalhaes, A., dos Santos, N. R., & Pais, L. (2019). Multi-source research designs on ethical
leadership: A literature review. Business and Society Review, 124(3), 345-364.

Majeed, N., Jamshed, S., & Mohd Mustamil, N. (2018). Striving To Restrain Employee Turnover
Intention Through Ethical Leadership And Pro-Social Rule Breaking. International Online
Journal of Educational Leadership, 2(1), 39-53. https://doi.org/10.22452/iojel.vol2nol.4

Marin, L., & Ruiz, S. (2007). “I need you too!” Corporate identity attractiveness for consumers
and the role of social responsibility. Journal of Business Ethics, 71, 245-260.

Marique, G., Stinglhamber, F., Desmette, D., Caesens, G., & De Zanet, F. (2013). The relationship
between perceived organisational support and affective commitment: A social identity
perspective. Group & Organisation Management, 38(1), 68-100.

Mathieu, C., Fabi, B., Lacoursiere, R., & Raymond, L. (2016). The role of supervisory behaviour,
job satisfaction and organisational commitment on employee turnover. Journal of
Management & Organisation, 22(1), 113-129.

Mayer, D. M., Aquino, K., Greenbaum, R. L., & Kuenzi, M. (2012). Who displays ethical
leadership, and why does it matter? An examination of antecedents and consequences of
ethical leadership. Academy of Management Journal, 55(1), 151-171.

Mayer, D. M., Aquino, K., Greenbaum, R. L., & Kuenzi, M. (2012). Who Displays Ethical
Leadership, and Why Does It Matter? An Examination of Antecedents and Consequences
of Ethical Leadership. Academy of Management Journal, 55(1), 151-171.
https://doi.org/10.5465/amj.2008.0276

Memon, M. A,, Salleh, R., Baharom, M. N. R., & Harun, H. (2014).Person-Organisation Fit and
Turnover Intention: The Mediating Role of Employee Engagement. 6(3).

Men, L. R., & Stacks, D. (2014). The effects of authentic leadership on strategic internal
communication and employee-organisation relationships. Journal of Public Relations
Research, 26(4), 301-324.

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004). Employee commitment and motivation:
a conceptual analysis and integrative model. Journal of Applied Psychology, 89(6), 991.

Mihelic, K. K., Lipicnik, B., & Tekavcic, M. (2010). Ethical leadership. International Journal of
Management & Information Systems (IJMIS), 14(5).

Moore, C., Mayer, D. M., Chiang, F. F., Crossley, C., Karlesky, M. J., & Birtch, T. A.
(2019). Leaders matter morally: The role of ethical leadership in shaping employee moral
cognition and misconduct (Vol. 104, No. 1, p. 123). American Psychological Association.

Muavia, M., Hussain, G., Sahibzada, U. F., & Wan Ismail, W. K. (2022). Workplace spirituality,
knowledge-hiding and the mediating role of organisational identification: Evidence from
Pakistan. International Journal of Emerging Markets. https://doi.org/10.1108/1JOEM-03-

Volume: 3 Issue: 3 451 (July - September, 2025)


https://doi.org/10.1108/PR-11-2015-0293
https://doi.org/10.22452/iojel.vol2no1.4
https://doi.org/10.1108/IJOEM-03-2021-0388

2021-0388

Muindi, F. K. (2011). The relationship between participation in decision making and job
satisfaction among academic staff in the School of Business, University of Nairobi.

Nyberg, A. J., & Ployhart, R. E. (2013). Context-Emergent Turnover (CET) Theory: A Theory of
Collective  Turnover. Academy of Management Review, 38(1), 109-131.
https://doi.org/10.5465/amr.2011.0201

O’Keefe, D. F., Peach, J. M., & Messervey, D. L. (2019). The Combined Effect of Ethical
Leadership, Moral Identity, and Organizational ldentification on Workplace Behavior.
Journal of Leadership Studies, 13(1), 20-35. https://doi.org/10.1002/jls.21638

O'Malley, M. (2000). Creating commitment: How to attract and retain talented employees by
building relationships that last. John Wiley & Sons.

Otaye-Ebede, L., Shaffakat, S., & Foster, S. (2020). A Multilevel Model Examining the
Relationships Between Workplace Spirituality, Ethical Climate and Outcomes: A Social
Cognitive Theory Perspective. Journal of Business Ethics, 166(3), 611-626.
https://doi.org/10.1007/s10551-019-04133-8

Palanski, M., Avey, J. B., & Jiraporn, N. (2014). The Effects of Ethical Leadership and Abusive
Supervision on Job Search Behaviors in the Turnover Process. Journal of Business Ethics,
121(1), 135-146. https://doi.org/10.1007/s10551-013-1690-6

Pham, M. (2020). The effect of professional identification and organizational identification on
career satisfaction, job satisfaction and organizational commitment. Management Science
Letters, 10(11), 2683-2694.

Qi, Y., & Ming-Xia, L. (2014). Ethical leadership, organizational identification and employee
voice: Examining moderated mediation process in the Chinese insurance industry. Asia
Pacific Business Review, 20(2), 231-248. https://doi.org/10.1080/13602381.2013.823712

Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. The Leadership
Quarterly, 16(5), 655-687. https://doi.org/10.1016/j.leaqua.2005.07.003

Riyanto, S., Endri, E., & Herlisha, N. (2021). Effect of work motivation and job satisfaction on
employee performance: Mediating role of employee engagement. Problems and
Perspectives in Management, 19(3), 162.

Ruggieri, S., & Abbate, C. S. (2013). Leadership Style, Self-Sacrifice, and Team Identification.
Social Behavior and Personality: An International Journal, 41(7), 1171-1178.
https://doi.org/10.2224/sbp.2013.41.7.1171

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2021). Partial Least Squares Structural Equation
Modeling. In C. Homburg, M. Klarmann, & A. E. Vomberg (Eds.), Handbook of Market
Research (pp. 1-47). Springer International Publishing. https://doi.org/10.1007/978-3-
319-05542-8 15-2

Sauser Jr, W. I., & Sims, R. R. (2007). Fostering an ethical culture for business. Human Resource
Management: Contemporary Issues, Challenges, and Opportunities, 253285.

Schaubroeck, J. M., Hannah, S. T., Avolio, B. J., Kozlowski, S. W., Lord, R. G., Trevifio, L. K.,
... & Peng, A. C. (2012). Embedding ethical leadership within and across organization
levels. Academy of Management Journal, 55(5), 1053-1078.

Scott, A., Gravelle, H., Simoens, S., Bojke, C., & Sibbald, B. (2006). Job satisfaction and quitting
intentions: a structural model of British general practitioners. British journal of industrial
relations, 44(3), 519-540.

Shafique, 1., N. Kalyar, M., & Ahmad, B. (2018). The Nexus of Ethical Leadership, Job
Performance, and Turnover Intention: The Mediating Role of Job Satisfaction.
Interdisciplinary Description of Complex Systems, 16(1), 71-87.
https://doi.org/10.7906/indecs.16.1.5

Volume: 3 Issue: 3 452 (July - September, 2025)


https://doi.org/10.1108/IJOEM-03-2021-0388
https://doi.org/10.5465/amr.2011.0201
https://doi.org/10.1002/jls.21638
https://doi.org/10.1007/s10551-019-04133-8
https://doi.org/10.1007/s10551-013-1690-6
https://doi.org/10.1016/j.leaqua.2005.07.003
https://doi.org/10.2224/sbp.2013.41.7.1171
https://doi.org/10.1007/978-3-319-05542-8_15-2
https://doi.org/10.1007/978-3-319-05542-8_15-2
https://doi.org/10.7906/indecs.16.1.5

Shah, U., & Khan, J. (n.d.).An Analysis of the Factors Affecting Turnover Intensions: Evidence
from Private Sector Universities of Peshawar.

Shakeel, F. (n.d.).153459 Fahad Shakeel R OMS.indd Alle pagina’s.

Shapiro, J. P., & Stefkovich, J. A. (2016). Ethical leadership and decision making in education:
Applying theoretical perspectives to complex dilemmas. Routledge.

Shareef, R. A., & Atan, T. (2019). The influence of ethical leadership on academic employees’
organizational citizenship behavior and turnover intention: Mediating role of intrinsic
motivation. Management Decision, 57(3), 583-605. https://doi.org/10.1108/MD-08-2017-
0721

Sharma, A., Agrawal, R., & Khandelwal, U. (2019). Developing ethical leadership for business
organizations: A conceptual model of its antecedents and consequences. Leadership &
Organization Development Journal, 40(6), 712-734.

Shen, Y., Jackson, T., Ding, C., Yuan, D., Zhao, L., Dou, Y., & Zhang, Q. (2014). Linking
perceived organizational support with employee work outcomes in a Chinese context:
Organizational identification as a mediator. European Management Journal, 32(3), 406-
412.

Stewart, R. B. (2004). Employee perceptions of trust: Rebuilding the employee-employer
relationship. Regent University.

Suifan, T. S., Diab, H., Alhyari, S., & Sweis, R. J. (2020). Does ethical leadership reduce turnover
intention? The mediating effects of psychological empowerment and organizational
identification. Journal of Human Behavior in the Social Environment, 30(4), 410-428.
https://doi.org/10.1080/10911359.2019.1690611

Sulamuthu, G. A., & Yusof, H. M. (2018). Leadership style and employee turnover intention.
In Proceedings of the International Conference on Industrial Engineering and Operations
Management (Vol. 2001, pp. 2298-2306).

Surdam, D. G. (2020). Business Ethics from the 19th Century to Today. Springer Books.

Tett, R. P, & Meyer, J. P. (1993). JOB SATISFACTION, ORGANIZATIONAL
COMMITMENT, TURNOVER INTENTION, AND TURNOVER: PATH ANALYSES
BASED ON META-ANALYTIC FINDINGS. Personnel Psychology, 46(2), 259-293.
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x

Thompson, L. J. (2004). Moral leadership in a postmodern world. Journal of Leadership &
Organizational Studies, 11(1), 27-37.

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

Turiel, E. (2002). The culture of morality: Social development, context, and conflict. Cambridge
University Press.

Turner, J. R., & Chacon-Rivera, M. R. (2019). A theoretical literature review on the social identity
model of organizational leadership. Advances in Developing Human Resources, 21(3),
371-382.

Umrani, W. A., Channa, N. A., Ahmed, U., Syed, J., Pahi, M. H., & Ramayah, T. (2022). The laws
of attraction: Role of green human resources, culture and environmental performance in
the hospitality sector. International Journal of Hospitality Management, 103, 103222.
https://doi.org/10.1016/j.ijhm.2022.103222

Vakola, M., & Nikolaou, I. (2005). Attitudes towards organizational change: what is the role of
employees’ stress and commitment? Employee relations, 27(2), 160-174.

Valentine, S. R., Hanson, S. K., & Fleischman, G. M. (2019). The Presence of Ethics Codes and
Employees’ Internal Locus of Control, Social Aversion/Malevolence, and Ethical

Volume: 3 Issue: 3 453 (July - September, 2025)


https://doi.org/10.1108/MD-08-2017-0721
https://doi.org/10.1108/MD-08-2017-0721
https://doi.org/10.1080/10911359.2019.1690611
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x
https://doi.org/10.1177/0018726703056001448
https://doi.org/10.1016/j.ijhm.2022.103222

Judgment of Incivility: A Study of Smaller Organizations. Journal of Business Ethics,
160(3), 657—674. https://doi.org/10.1007/s10551-018-3880-8

Van Dick, R., Wagner, U., Stellmacher, J., Christ, O., & Tissington, P. A. (2005). To be (long) or
not to be (long): Social identification in organizational contexts. Genetic, social, and
general psychology monographs, 131(3), 189-218.

van Dierendonck, D. (2011). Servant Leadership: A Review and Synthesis. Journal of
Management, 37(4), 1228-1261. https://doi.org/10.1177/0149206310380462

Walumbwa, F. O., Mayer, D. M., Wang, P., Wang, H., Workman, K., & Christensen, A. L. (2011).
Linking ethical leadership to employee performance: The roles of leader—member
exchange, self-efficacy, and organizational identification. Organizational Behavior and
Human Decision Processes, 115(2), 204-213.
https://doi.org/10.1016/j.0bhdp.2010.11.002

Wang, C., Xu, J., Zhang, T. C., & Li, Q. M. (2020). Effects of professional identity on turnover
intention in China's hotel employees: The mediating role of employee engagement and job
satisfaction. Journal of Hospitality and Tourism Management, 45, 10-22.

Whitaker, T., Whitaker, B., & Lumpa, D. (2013). Motivating & inspiring teachers: The
educational leader's guide for building staff morale. Routledge.

Yates, L. (2011). Exploring the relationship of ethical leadership with job satisfaction,
organizational commitment, and organizational citizenship behavior.

Yeakey, G. W. (2000). Hersey and Blanchard's situational leadership theory: Applications in the
military. Nova University.

Volume: 3 Issue: 3 454 (July - September, 2025)


https://doi.org/10.1007/s10551-018-3880-8
https://doi.org/10.1177/0149206310380462
https://doi.org/10.1016/j.obhdp.2010.11.002

