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Abstract 
Organization performance has been considered crucial in 21

st
 century 

by many organizations competing in the recent competitive dynamic 

oriented market where change has become more frequent in 

multifarious aspects. Organizations try hard various strategies to 

enhance their performance but still couldn’t keep up with the time and 

space. Mostly organizational performance is considered to be 

depending upon the resources of the organizations; financial resource, 

technological resource, natural resource and human resource. For 

decades, an unspoken but nevertheless widely held belief has 

permeated the social side of the business world. That is, ethical 

leadership is nice, but hardly essential to managerial practice. When 

times are tough and survival becomes an overriding priority for 

companies, ethical leadership appears to be a luxury that can be done 

without. We selected the population from Mobile telecom sector 

organizations, total population was 1100 and the sample size based on 

simple random sampling was 550, we distributed questionnaires to 

mid-level employees in target companies and total response rate was 

80% after eradicating errors and faulty responses. Instrument was 

based on 5 points Likert scale and it was divided in 4 sections. 

Keywords: ethical leadership, organizational performance, job 

embeddedness, psychological empowerment  

 

Introduction 

An organization is identified as an organization because it has a structure 

that positions all its members according to their functions within the 

organization (Daft, 2000). The functions of an organization and its 

structural system are based on the goals of the organization as a whole. 

This structural system, of course, is bound by an effective leadership 

system in order to organize the members and the functions of the 

organization (Chien, 2004). Of course, an efficient leadership should be 

discussed within many contexts for it has many aspects in organizational 

dynamics. 

 In an industry such as the telecom industry, it should be 

understood how it is an industry that is part of the global corporate 
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sphere which banks on technology (Edwards, 2008). Further, this 

industry thrives on a corporate environment which is why this landscape 

was chosen in this study in scrutinizing how ethical leadership works 

within the organization structure.  Through questionnaires, this study 

sought respondents who were employees of mobile telecom companies 

in order to gain introspect regarding their organizational performance in 

connection with the leadership that is present in their organization.  

 The leadership in this specific demographic environment is one 

that is anchored on corporate dynamics. As a corporate environment, 

ethical leadership in telecom companies are based on the structural 

configuration of the company in which the primary concern is how 

employees are positioned within the company which holds different 

functions (Armstrong, 2006). 

Significance of the Study 

 In scrutinizing the correlation between ethical leadership and 

organizational performance, this study will shed light on how ethical 

leadership can increase organizational performance in the context and 

demographics of telecom companies where respondents in this study 

came from. In delving deep on this correlation, this study will be able to 

serve as a reference to different organizations on the value of ethical 

leadership in improving the functionality of their organization. 

Purpose of the Study 

 The primary purpose of this study is to evaluate and examine, 

through quantitative data and methods, the relationship of ethical 

leadership and organizational performance and how these two variables 

are directly proportionate to each other. Through the data gathered from 

the respondents, this study will seek answers to the main idea 

problematized by this study: to investigate and find out through 

quantitative data, the variables involved in the correlation between 

ethical leadership and organizational performance in the context of a 

corporate environment.  

 As this study focuses on the dynamics inside organizations, it 

will also focus on the demographics and how these factors greatly affect 

how organizational variables work alongside each other. Further, through 

this, it would be seen how the structural aspect of an organization in the 

context of the members of the organization also affects the overall 

influence and operations of an organization in the society. 

Literature Review 

Organizational Performance 

 Organization performance is all about the functionality of the 

organization through its structural configuration (Brown & Trevino, 
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2006). This is why organizational performance is measured through the 

actual output of an organization in accordance with the goals and 

primary dispositions of the organization (actual output compared to the 

intended output). The performance of an organization is of course based 

on the efficiency of the organization in different contexts: organizational 

structure and function. Assessing the organization’s performance is 

dependent on the output of the organization towards its set goals, in a 

specific timeframe (Denison & Mishra, 1995). 

 The performance of an organization is seen through its 

organizational structure; on how the members of the organization work 

together as a system in delivering outputs. Defining performance, 

especially in the context of a corporate work environment, signifies how 

goals of a company are achieved (Edwards, 2008). This includes 

evaluation of methods and strategies of the corporate environment that is 

focused on the members of the said environment (Denison & Mishra, 

1995). In a business in the telecom industry, performance is based on the 

general output and activity of the telecom in the society which is 

dependent on users and subscribers of the telecom company.  

 In knowing more about organizational performance, it is 

important to know the aspects which are involved in carrying out the 

organizational performance in any organization. These aspects are 

dependent on the system which makes an organization function: its 

members and how these members work together within a corporate 

environment. With this, it is important to delve deep on how these 

members are bound to their functions; through an efficient and ethical 

leadership. 

Ethical Leadership 

 Ethical leadership is a primary determinant of organizational 

performance because an organization requires leadership in order to 

progress towards its goals (Kannair, 2007). Ethical leadership is defined 

as the leadership that is grounded by ethical beliefs and consciously 

forwards fair treatment, respect and the value of rights among members 

of an organization (Northouse, 2013). This type of leadership is crucial 

in an organization because it is responsible in holding all together the 

rights and interests of the members of the organization as a whole. With 

ethical leadership, a more functional organization will be actualized 

therefore increasing organizational performance (Northouse, 2013). 

 Ethical leadership prioritizes the value of ethics and charisma 

together in building a leadership dynamic that would be efficient in an 

organization, even in a corporate one (Kannair, 2007). This brand of 

leadership puts forward efficiency because it does not focus on the 
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mechanical aspect of the organization in achieving its goals; it prioritizes 

the well-being of the members of the organization in order for them to be 

efficient members of the organization who are grounded with the overall 

goals of the organization (Moss, 2002). 

 In improving organizational performance, ethical leadership 

definitely plays a big role. Ethical leadership is qualified by the term 

“ethical” because it is really so much more than just leadership (Sankar, 

2003). Ethical leadership values the internal dynamics of an organization 

in order for it to be more efficient in the long run. In the context of a 

corporate work environment, this kind of leadership is what keeps 

members of an organization grounded towards the goal of the 

organization while always remembering their role towards achieving 

these goals. 

Psychological Empowerment 

 One of the primary purposes of ethical leadership is bringing 

about psychological empowerment in order to increase organizational 

performance in an organization (Sims, 1992). Psychological 

empowerment is defined as having four determinants that are important 

to organizational behavior: competence, meaning, impact and self-

determination. These four determinants are important to the individual 

employee in keeping in touch and being functional within his or her work 

environment (Seibert et al., 2004). 

 The thing about psychological empowerment is that it is both 

theoretical and empirical and is measured through actual data. From an 

individual employee’s perspective in a corporate work environment, 

psychological empowerment is based on how one connects with his or 

her workplace and even to his or her organization in general (Moss, 

2002). A psychologically empowered individual, in the context of 

organizational behavior, is defined as someone who has control, is 

competent and goal oriented in the organization that he or she is in 

(Sims, 1992).  

Job Embeddedness  

 The theory of job embeddedness is how employee retention is 

strengthened through different collective forces within an organization 

(Mendonca, 2001). This concept in the organization signifies what makes 

an employee stay in the organization, in both internal and external 

contexts. Job embeddedness is what strengthens the foundations of the 

organization which provides it with more efficiency and functionality 

when it comes to achieving its intended goals (Holtom, 2004). 

 Job embeddedness in an organization should be seen in both the 

perspective of the employees and the organization for it should both be a 
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benefit to both sides (Holtom, 2004). Employee retention does good to 

the organization as long as job embeddedness prioritizes the rights and 

role of the members of the organization in the relevance of the 

organization as a whole. 

Ethical Leadership & Organizational Performance 

 The relationship of these two concepts is directly proportionate; 

as one increases, the other also increases. Ethical leadership is seen to be 

crucial to the improvement of organizational performance which will 

benefit the organization in the long run (Brown, 2005). Hence, the 

functionality of an organization is dependent on how ethical leadership is 

observed within the organization in order to foster a more efficient 

organizational performance without compromising the needs and 

interests of the members of the organization (Chen & Silverthorne, 

2005). 

Ethical Leadership & Psychological Empowerment 

 Efficient and appropriate ethical leadership fosters psychological 

empowerment in the organizational environment which leads to healthy 

and meaningful relationships within the organization (Darcy, 2010). As 

psychological empowerment is encouraged in a corporate work 

environment, alienation among employees will be prevented and being 

goal oriented within the organization will be much easier to achieve 

(Chang et al., 2010). 

 In building psychological empowerment within an organization, 

the members of the organization are empowered and the value of their 

needs and interests are highlighted as part of the goals of the organization 

in the long run (Enderle, 1987). 

Ethical Leadership & Job Embeddedness 

 To establish and sustain job embeddedness in an organization, 

members of the organization should be made aware that they are part of 

an organization’s long term plan (Darcy, 2010). Employee retention is 

essential in making organizational dynamics pro-employee and it also 

helps in building healthy and productive environments for all the 

members of the organization. With this, it is seen that ethical leadership 

fosters job embeddedness which then determines a more effective 

organizational performance. 
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Theoretical Framework 

 

 

 

 

 

 

 

 

 

 

 This framework shows the linear relationships between the four 

variables with psychological empowerment as the mediator variable and 

job embeddedness as the moderator variable. In this framework, it is also 

seen how ethical leadership and psychological empowerment has direct 

effects on organizational performance while job embeddedness only has 

an indirect effect to it. 

Methodology 

 Methods used in proceeding with this research study are 

anchored on the foundations of the study based on the concept of ethical 

leadership and its link to organizational performance. Through this, the 

study proceeded in focusing on getting quantitative data backed up by 

conceptual and theoretical grounding based on the four primary variables 

which is involved in the study. 

Sampling and Demographics 

 In order to gather information needed for this study, the 

researcher utilized a comprehensive questionnaire that was designed to 

gain both qualitative and quantitative data from the respondents 

regarding the goal and nature of this research study. The population 

focused on by the research was selected from mobile telecom 

organizations. The total population was 1100 individuals and the sample 

size was 550 and simple random sampling was utilized. Mid-level 

employees were the focus of the research because these individuals were 

seen as the ones who are involved in the four variables at play in this 

research study. Questionnaires were distributed to the selected 

respondents. The response rate was 80% after eradicating errors and 

ensuring the validity of the returned questionnaires. 

Instrumentation 

 In designing the questionnaire, likert scaling was utilized in 

getting answers from the respondents. Through this method, responses 

Ethical 

Leadership 

Organizational 

Performance 

Psychological 

Empowerment 

Job Embeddedness 



Advances in Managing Operations and Sustainability (AMOS 2017) 

Journal of Managerial Sciences  7  Volume XI Number 03  

were regulated through a scale that would accurately reflect how the 

variables of the study are involved (Nichols et al., 2006) with each other 

(ethical leadership, organizational performance, psychological 

empowerment and job embeddedness). The likert scale had five points 

and was divided in four parts. In implementing likert scaling in the 

instrumentation of research, the variables can be more conveniently 

weighed according to the different tables and analysis produced from the 

gathered data. Through likert scaling in the questionnaire, the researcher 

was able to let respondents gauge their responses towards the questions 

presented to them. 

 In the analysis and interpretation of data, this research study 

relies in utilizing the correlation table which highlights the relationship 

of the four variables of this study based on empirical data gathered. The 

correlation table presents how each variable relies on each other within 

the organizational dynamics and environment.  

Data Collection and Analyses 
Table 1. Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Gender 450 1.00 2.00 1.3571 .48030 

Qualification 450 1.00 4.00 3.0000 .53580 

Age 450 1.00 7.00 2.7190 .99382 

Experience 450 1.00 5.00 1.9571 .73405 

Valid N (listwise) 450     

 

 Out of the sample size of 1100 mobile telecom employees, 450 

questionnaires returned with valid responses. 335 respondents were male 

and 115 were female. In the context of educational attainment, majority 

of the respondents accomplished master’s degrees having frequency of 

156 or 74.3 %. Respondents with graduate qualification were 24 or 

11.4%, respondents with MPhil/PHD qualification were 28 0r 13.3% and 

others. Age of respondents were classified in to six categories which 

were 25-30, 31-35, 36-40, 41-45, above 45-50 , 50 and above. Majority 

of the respondents were between the age of 31-35. Which were amounted 

53.8% followed by category 26-30 which amounted 21.4%, category 41-

45 amounted 3%, category of 25-30 amounted 12.4% and above 45 

amounted 3%. 

Reliability analysis 

Scale No of items Alpha reliability 
Ethical Leadership  

Job_ Embededness 

Psychological_Empowerment 

Organizational performances 

15 

6 

12 

7 

0. 902%, 

0.802 

0.689 

0.849 
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The alpha reliability for Independent variable ethical leadership 

was 90.2%, which means the level of relative internal consistency is very 

good. Alpha reliability for moderator job embeddedness was 80.2%, for 

the mediator psychological empowerment, alpha reliability was 68.9% 

and organizational performance scale was used to evaluate respondents’ 

level of their organizational performance compare with other 

organization. The scale was subjected to item analysis to ensure it is 

valid and reliable and it yielded reliability alpha of 84.9%.  

Correlation Analysis  
 Mean Std. Deviation N 

Ethical_Leadership 3.9632 .59151 450 

Job_Embeddedness 3.6746 .73748 450 

Psychological_Empowerment 3.8746 .43315 450 

Org_Performance 3.5128 .80906 450 

 
Correlations 

Pearson Correlation Ethical_ 

Leadersh

ip 

Job_Embe

ddedness 

Psychological_ 

Empowerment 

Org_ 

Performance 

Ethical_ 

Leadership 

 1    

Sig. (2-tailed)     

N 450    

Job_ 

Embeddedness 

Pearson r .341** 1   

Sig.(2-tailed) .000    

N 450 450   

Psychological_ 

Empowerment 

Pearson r .206** .181* 1  

Sig. (2-tailed) .004 .012   

N 450 450 450  

Org_ 

Performance 

Pearson r .309** .356** .450** 1 

Sig. (2-tailed) .000 .000 .000  

N 450 450 450 450 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

Pearson’s correlation technique was used to find out the 

correlation between the variables present in this study. The values of 

correlation range from -1 to +1. -1 shows the strongest negative and +1 

shows the strongest positive. The result in table shows the positive 

relationship between ethical leadership and organizational performance 

(r= 0.309). It also shows that ethical leadership has a significant and 

positive relation with all variables as well. Job embeddedness is a highly 

significant variable and has a strong relationship with ethical leadership 

(r=0.341) and this is also the case for organizational performance 

(r=.356). Psychological empowerment also has a positive and significant 
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relationship with dependent and independent variables and is crucial to 

ethical leadership opportunities(r=0.206) and with organizational 

performance (r=0.450). The mediating variable is positive and significant 

to independent and dependent variables.  

In the correlation table, it is also seen how the organizational 

performance variable is affected by the movement of all other variables, 

both directly and indirectly. This signifies the relevance of organizational 

performance in binding the relationship of all the variables in the context 

of organizational functionality.  

Regression Weights: (Group number 1 - Default model) 

   
Estimate S.E. C.R. P Label 

Psychological_Emp <--- Ethical_Leadership .151 .052 2.900 .004 par_3 

Job_Embeddedness <--- Ethical_Leadership .425 .085 4.984 *** par_4 

Org_Performance <--- Psychological_Emp .744 .116 6.437 *** par_1 

Org_Performance <--- Job_Embeddedness .311 .068 4.585 *** par_2 

 The regression table shows the significance of the relationship of 

one variable to another. From the collection of the regression weights, it 

is seen how the four variables are involved with each other especially in 

the case of organizational performance and psychological empowerment 

and also between job embeddedness and ethical leadership. These two 

positive relationships signify how one variable becomes responsible for 

the other and this is seen as a two way relationship.  

Moderation Analysis 

 Job embeddedness as the moderator variable showed how it is 

strongly connected to ethical leadership (p=0.425). This signifies how 

ethical leadership triggers job embeddedness within the organization 

which in turn positively influences organizational performance. The 

effects of this moderator variable show both direct and indirect ones. As 

it directly affects ethical leadership, it then indirectly affects 

psychological empowerment and organizational performance. 

Mediation Analysis 

 As a mediator variable, psychological empowerment’s alpha 

reliability rated 68.9%. Psychological empowerment is the intervening 

variable between ethical leadership (p=0.151) and organizational 

performance (t=0.744). The mediating role of the said variable is seen to 

be very significant in the disposition and outlook of employees, 

regardless of the category that they are in within their organization. 
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Ethical_Leader

ship 

Job_Embedded

ness 

Psychological_Empow

erment 

Job_Embeddedness .425 .000 .000 

Psychological_Empow

erment 
.151 .000 .000 

Org_Performance .245 .311 .744 

AMOS Diagram 

 
Path Analysis 

 The diagram shows the four variables which are all observable 

variables. Ethical leadership, job embeddedness and psychological 

empowerment all have linear relationships with organizational 

performance. The value of the RMSEA, .026 and .290 show a close fit of 

the model in relation to the degrees of freedom. RMR values are also all 

less than 1 (.109, .000, .025) which reinforces the close fit among the 

variables. In the context of baseline comparisons, figures of the saturated 

model signify a good fit because the figures are all above 0.95. 

The diagram formed by the data in this study also shows the relevant 

involvement of gender in how the four variables work with each other. It 

is seen how psychological empowerment mediates between ethical 

leadership and organizational performance among female employees of 

the organization. This is due to the subjective influence of psychological 

empowerment in affecting the disposition of these female employees in 

their work environment. 

Gendered Organizational Performance 

 According to the path analysis which focuses on the gendered 

correlation of the variables, it is seen how variables are also gendered 

and becomes subjective especially in the outlook and disposition of 

female workers that affects their organizational performance. The 

general flow of variables in the context of gendered organizational 
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dynamics is different from the combined flow of male and female 

employees.  

 Based on the data gathered and analyzed, it is seen how in 

female employees, the mediator variable becomes more effective in 

increase the levels of organizational performance within the 

organization. Further, with female employees, linear relationships 

between job embeddedness – psychological empowerment and ethical 

leadership – organizational performance.  
 Ethical_Leade

rship 

Job_Embedde

dness 

Psychological_Empow

erment 

Job_Embeddedness .000 .000 .000 

Psychological_Empow

erment 

.000 .000 .000 

Org_Performance .181 .000 .000 
Iteration  Negative 

eigenvalues 

Condition # Smallest 

eigenvalue 

Diameter F NTries Ratio 

0 e 0 7.098  9999.000 58.734 0 9999.000 

1 e 0 6.604  .622 21.568 2 .000 

2 e 0 3.738  .157 9.614 1 1.158 

3 e 0 3.305  .069 8.022 1 1.121 

4 e 0 3.215  .018 7.955 1 1.033 

5 e 0 3.148  .001 7.955 1 1.002 

 

 Based on findings seen on the final table which integrates R 

square – Beta Value – T Statistics – Composite Reliability – P Value, it 

is seen how all statistical data reinforce findings that the involvement of 

the four variables among each other is significant which makes it 

accepted within the research study. It is seen that the linear relationships 

of the four variables are integrated within an organization in order to 

work together, one variable affects another (directly or indirectly) which 

are all integrated in the organizational performance output of the 

organization. 

Discussion 

 This research study shows the correlation of the four variables 

that are involved in the dynamics of functionality of an organization. 

This study is not something new; it is something already seen within 

organizations yet what is needed is empirical data backed up by 

theoretical framework in order to provide accuracy and reliability.This 

study utilized empirical analysis of data because organizational dynamics 

work on both theory and practice. With theory, there is a manifested and 

actual practice that needs to be studied in order to know how things 

within an organization work. This specific study strengthens known 

concepts and ideas regarding the correlation of the said variables focused 

on by this study. In focusing on these variables and the demographics of 

the selected field of interest (mobile telecom companies), this study came 
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across empirical data on the presence of the gender aspect in the level of 

organizational performance inside an organization. This gendering 

affects the linear relationships and direct effects of the variables which 

show that the male-female dichotomy within an organization also affects 

how the organization functions as a whole. 

Value of Variable Correlation 

 In utilizing Pearson’s correlation analysis, the relationships of 

variables in the functionality of an organization are highlighted. 

According to the tables and analysis presented in this study, the 

essentiality of measuring correlations is seen and how it would help in 

regulating the internal operations and relations within an organization.  

` From the empirical data gathered, this study will serve as a 

pathway for empirical regulations and improvements in an organization, 

especially in the corporate sector, that would help in developing more 

strategies in increasing organizational performance that is focused on 

ethical leadership within an organization. The value of variable 

correlation in a research study such as this one serves many purposes in 

organizational management. Findings in this study, along with already 

available knowledge, will be able to act as a point of reference in 

reinforcing the value of the relationship of these variables in improving 

how an organization sets and achieves its goals both internal and 

external.  

Directions of Further Study: Demographic Focus 

 For directions of future study, it is important to delve deep on the 

demographics of an organization in applying how the four variables act 

upon each other. In focusing on the aspects of the demographics, future 

studies would be able to study both objective and subjective factors in 

the structure of the population of the members of an organization. 

Through this, there is a possibility the politics in the formation of the 

organization would also be seen to affect the correlation of the primary 

variables that trigger the increase of organizational performance and the 

overall improvement of organizational functionality. 

Conclusion 

 Based on the analysis and statistical findings of this study, it is 

seen how the four variables focused on in this study are positively 

involved with each other in the dynamics of an organization. Through 

objective analysis, the study reinforces available knowledge and 

information which already states the involvement of the four variables 

with each other. This specific study goes to show the value of moderator 

and mediator variables in organizational dynamics and how it is 
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influenced by the demographics of the organization which includes 

aspects of age, gender, experience and the likes.  

 This research study will serve as added literature, based on 

empirical findings, on the interplay of ethical leadership, psychological 

empowerment, job embeddedness and organizational performance within 

an organization.  

Limitations of the Study 

 The primary limitation of the study is the scope of the study. As 

it focused on employees of mobile telecom companies, the study is 

isolated in this specific corporate field but still, this study serves as a 

reflection on how ethical leadership, psychological empowerment, job 

embeddedness and organizational performance work in service oriented 

companies. 

Future Studies 

 This research study is not a starting point on this specific topic 

and context of organizational dynamics; rather it supplements and 

strengthens available knowledge and information on this field of study. 

As recommendation, it would be essential to explore all contexts of 

organizations in terms of their respective fields, whether they are part of 

the corporate sphere or not.  

 Future studies regarding this specific topic on the correlation of 

variables in organization dynamics can explore comparisons between 

different organization types and how their internal dynamics differ from 

one another. With this, it would be easier to see how organizations 

function depending on their internal and external goals and how this 

affects the levels of organizational performance. 
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