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Abstract. Purpose. This research aims to investigates whether and how ethical leadership influences the
mediator variables (employees’ job satisfaction and job engagement) in the organization context. It also
examines how the mediators should influence employees’ organizational commitment. Study design. All
the participants in the recent study are Indonesian workers who are active in the private sector, which
invited them to fill out an online survey. This online survey was carried out using Google Forms. Various
control and filter questions were anonymous, and random constructs were carried out to avoid bias and
ensure the survey was valid. The initial empirical data were gathered from convenience sample involving
690 employees who work on financial sector. This study applied multi-item scales to all the constructs
from prior studies for the concepts of ethical leadership, employee job satisfaction, job engagement,
and employee commitment. A professional translator reviewed all the instruments. Subsequently, this
study conducts a pilot test of the measurement items to ensure the final formal survey. Demographic
parameters such as gender, age, education, and period of experience as employees were included in
the questionnaire. Structural equation modeling was used to test the research hypotheses. Findings.
The empirical results indicate that ethical leadership has significant and positive effects on employees’
job satisfaction and engagement. Furthermore, employees’ job satisfaction and job engagement have
partial mediators between ethical leadership and employees’ organizational commitment. Implications
for practice. The result of this study can practitioners, regulators, and researchers an insight to observe
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the dynamic behavior to elaborate on the impact of ethical leadership in business and psychology.
The managers need to build ethical standards in the workplace. As well as provide clear rules of the
organization system, which possibly influence workers’ job satisfaction, engagement, and organizational
commitment. The current study was limited to the private organization; there is a future need to study
workers across the culture and region. The values of results. This study contributes to managers’ ethical
or unethical leadership behavior and ethical climate theory literature and, specifically, the decision-
making process through developing and testing a model of employees’ organizational commitment.
This study also provides new insights into the determinants of these variables and employees’
organizational commitment towards job satisfaction and engagement.

Keywords: ethical leadership, job satisfaction, job engagement, ethical climate theory.

Introduction

Competition has occurred in both local and global markets among companies. This phenomenon
puts managers under pressure from the owners, as well as unethical action to make their objective
come true. The regulator and shareholders have paid attention to the organization’s leadership
style due to financial scandals and fraud such as Bernie Madoff, Enron, and Lehman Brothers, which
are significantly more massive than in the past era. Hence, it needs to develop ethical standards
among the employees and decision-makers to prevent other business ethics and financial dishonors.
The main issue is the ethical leadership among the managers and workers, which has become a
serious issue for their integrity. As a solution to organizations facing scandals worldwide, some
scholars attempt to elaborate on business ethics studies in the public and private company areas
(Goswami et al., 2021; Hossain, 2021; Marsh, 2013; Ouakouak et al., 2020; Shakeel et al., 2019). Prior
studies found that managers’ ethical leadership plays an important role in influencing employees’
psychology and well-being in the workplace (Dust et al., 2018; Fu et al., 2020). Other scholars argue
ethical leadership has a strong correlation to employees’ job satisfaction and job engagement (Lee
et al.,, 2022; Neale, 2020; Wang, Hsieh, 2012). It also has positively affected workers’ organizational
commitment (Gallego-Alvarez et al., 2020; Jha, Singh, 2019; Limpo, Junaidi, 2022; Olger, Coskun,
2021). It proves that ethical leadership has a crucial role in enhancing employees’ engagement in
the workplace.

Preliminary studies also examined the correlation between ethics and job satisfaction in an
organizational context (Koh, Boo, 2001; Lee et al., 2022). The authors concluded that Malaysia
and Singapore’s company leadership styles positively influence the work environment and ethical
principles in the workplace. India has the same pattern, where ethical leadership significantly
affects employee engagement (Kurian et al., 2021; Shrotryia, Dhanda, 2020; Zaman, Ansari, 2021).
Job satisfaction and performance also possibly influence company performance and employees’
commitment (Beuren et al,, 2022; Guinot et al., 2021; Hendri, 2019; Limpo, Junaidi, 2022; Reddy,
Kamesh, 2020). The ethical level also has an essential role in the deep understanding of personal
psychology (Tang, Chiu, 2003; Shakeel etal., 2019; Treuren, Frankish, 2014). However, the employees’
ethics have less effect on organization commitment in Iraq (Al Halbusi et al.,, 2021). Preliminary
research has some weaknesses, such as focusing more on pay satisfaction based on social exchange
theory and social cognitive theory rather than ethic perspective (ethics theory). Furthermore, there
are many works of literature written by practitioners and consulting firms that surprisingly lack
empirical study from the educational context. There is also no need to examine the important role of
ethical climate theory. Hence, the theoretical foundation is weak due to being applied from different
viewpoints (Lee et al., 2022; So et al., 2021).
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This study aims to address this gap by examining the effect of ethical leadership on employees’
job satisfaction and job engagement, which are also mediator variables. Furthermore, this study also
analyzes the mediator variable’s role in bridging ethical leadership and organizational commitment.
Insomeresearchrecommended examining the effect of ethics and the connection between these fields
with their ethics and employees’ satisfaction and engagement; it also correlates with their decision
on the organization e.g., leave or stay (Beuren et al., 2022; Neale, 2020; Mostafa et al., 2021). It may
also possibly provide a complete view of the correlation these variables have with observation and
provide insights to managers and company owners. Moreover, the recent study also provides insight
into testing the ethical climate theory more expansively. This study hope to answer the following
research questions by building on arguments and discussion on individuals’ and groups’ attitudes
across regions and combining insights from the ethics, business, and organization field literature.

RQ1. Does the ethical leadership level truly make employees satisfied and engaged in their
workplace?

RQ2.Whether job satisfaction and job engagement positively affect employees’ organizational
commitment?

In answering these questions, this study provides some theoretical and practical contributions.
First, this study validates the associations between ethical leadership, job satisfaction, and job
engagement in the business context based on the ethics climate theory. It can help academicians and
managers better comprehend the role of ethics in their employees’ job satisfaction, influencing their
engagement and commitment to the workplace. Second, few studies which examined the concept
of ethics in the business and employees’ fields neglected the mediating variable (Alam et al., 2022;
Ouakouak et al., 2020; Shakeel et al., 2019; Shrotryia, Dhanda, 2020; Treuren, Frankish, 2014).

Literature review and hypotheses development

Ethics climate theory

Ethics are the rules and procedures that govern how individuals and groups interact in social
situations. Ethical standards and phenomena have become essential to firms and individuals, e.g.,
academia and businesses (Elgamal et al., 2018; Hosain, 2021; Junaidi, 2022). It is the ultimate
element of any society. Nonetheless, the personal characteristic is a necessary stimulant for solving
the ethical problem and committing. The business process also needs to validate the managers’ and
workers’ commitment based on ethical and religion principles (Junaidi et al., 2022).

Ethical climate theory was initially built to examine personal moral development, sociological
and philosophical among firms’ managers in the decision-making process (Neale, 2020). It includes
the ethical views that correlate to the culture, policy, and procedure of the managers’ decision-making
process and describes how and what the workers expect. The moral climate also has a crucial role
in workers’ attitudes and behaviors. Hence, workers are concerned with other workers’ perceptions
based on acceptable actions, expected and ethical principles, e.g., bad, or good, which are accepted
in the workplace environment (Cullen et al.,, 2003; Junaidi, 2021). The concept of climate type
includes two common dimensions: the ethical criteria that have a relationship within the decision-
making process, e.g., benevolence, egoism, and principle, and the locus of personal analysis, e.g.,
cosmopolitan, and local. Furthermore, the ethical principles have three classes: egoism, which is
more prone to maximizing self-interest; utilitarianism, which concerns mutual relationships or
group interests, and deontology, which highlights the moral standards of the organization.

Preliminary research has shown that ethical climate has a strong correlation with worker
job satisfaction (Sharma et al., 2019; Tsai, Huang, 2008; Wang, Hsieh, 2012). Through the rights
and obligations, it also positively affects employees’ engagement (Coggburn et al., 2017; Neale,
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2020). The workers’ perception and views significantly affect their job satisfaction and behavior
and their decision on whether to stay or leave the company (Ladkin, 2018). Hence, influence the
organization’s existence in a business and social context. Recently, it was confirmed that the ethical
climate also positively affects worker commitment in India’s banking sector (Kaur, 2017). The lack
of worker commitment is influenced by the reduction in performance and the growth of improper
action among the managers, e.g., corruption and fraud. The unethical action intentions predicted
worker motivation and satisfaction in the workplace. It also strongly correlates with real attitudes
and behaviors, e.g., positive, and negative, and maintains beliefs and moral issues, e.g., ethics and
commitment.

Job satisfaction

Ethical and employee satisfaction are critical key points in a company performance. Job
satisfaction results from workers’ perception and psychology, e.g., attitudes, and emotions, about
their job and workplace environment (Hendri, 2019). Job satisfaction is commonly defined as a
tool for bridging individual emotions and obtaining. In some cases, managers and companies focus
more on profit-making than ethics rules and employees’ well-being, thus enhancing the employees’
dissatisfaction (Coggburn, 2017; Stringer et al., 2011). Some studies have concluded that personal
psychology has a crucial role in addressing the correlation between employees’ job satisfaction
and their job engagement (Dhamija et al, 2019; Havold et al.,, 2021; Shrotryia, Dhanda, 2020)
and organizational commitment (Bashir, Gani, 2020; Guinot et al., 2021; Mwesigwa et al., 2020).
However, the lack of studies examining the relationship between these variables comprehensively
makes the empirical study and theoretical development in this context worthwhile. Furthermore,
the benefit of ethical assistance programs, possibly deliver benefits for managers, employees, and
firms. Hence, the satisfaction among employees and the organization’s performance seems more
attractive. In other words, employees’ and managers’ can also strengthen their relationship. If all the
members’ teamwork is well organized on company goals and vision, it will develop expressive and
interpersonal relationships and offer their commitment to the organization.

The objective of the recent study also comes from calls for future management accounting and
management operation research to address two issues. First, the ethical leadership construct has
been examined in a different setting. Hence, this issue may be fascinating to investigate the manager’s
ethical leadership as a predictor of employees’ job satisfaction and teamwork engagement. It has
implications for private and public organizations. Second, human resources management and
operational management studies have become hot issues due to the COVID-19 pandemic. Hence,
the turnover study will provide essential literature. We encourage the employees’ attitudes and
behavior in the business field and provide literature to further develop management accounting and
operational areas.

Employees’ engagement

According to W. Schaufeli, employee engagement has three dimensions: vigor as positive energy
and mental focus while working; dedication refers to personal psychological well-being, including
work challenges and experiencing commitment; a sense of enthusiasm, and respect (Schaufeli et
al,, 2002). Lastly, absorption is defined as serious concentration on work. Moreover, the concept
of worker engagement has a multidimensional motivation construct rather than job satisfaction.
This concept has a more complete and comprehensive view. Hence, employee engagement in the
workplace or organization has become an important issue for managers, supervisors, and employees.
In the management resources and operational fields, some scholars are concerned about enhancing
personal well-being and firms’ performance and their commitment to the organization (Hendri,
2019; Mwesigwa et al., 2020; Shrotryia, Dhanda, 2021; Zaman, Ansari, 2021). Recently, it was
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concluded that employee engagement strongly correlates to company revenue (Devalekar, 2021).
[t implies that workers have become their greatest asset and resource. Hence, the need to allocate
specific investments to enhance their professional skills, career-building, and employees’ well-
being, e.g., income and psychology. Furthermore, the study also needs to build on current programs
and teamwork, which refers to the apparent worker inquiries such as reward standards, training
systems, and career development standards, and how employees feel and respect in their workplace,
achieving aspirations and expectations from their managers. However, despite obtaining significant
attention, the issue of employees’ engagement is still the supreme challenge in the organizational
context (Saks et al., 2021; Shrotryia, Dhanda, 2021).

Organizational commitment

The employees’ engagement has a strong correlation to the organization’s competitive advantage
and loyalty. It also correlates to their emotional, mental, and spiritual well-being to achieve the
organizations’ goals. Hence, it directly affects company performance due to the workers’ fully
allocating their resources to organization goals. Today, organization managers have paid attention
to employee engagement and emotional well-being toward their assignment, project, task, or other
activities that are more prone to the organization rather than a specific job (Fu et al.,, 2020; Jha,
Singh, 2019; Mwesigwa et al.,, 2020). Organizational commitment is also an important worker
consideration in deciding whether to leave or stay with the organization (Ramalho Luz et al., 2018;
Shrotryia, Dhanda, 2020). Organizational commitment refers to the connection between personal
psychology and the workplace. The recent study applied tridimensional commitment dimensions
from J. Meyer and N. Allen concept, namely affective commitment, instrumental commitment, and
normative commitment (Meyer, Allen, 1991).

Relationship between ethical leadership and employees’ job satisfaction

Effective business processes and performance are close to the leader’s attitude, ethics, and skill.
Recently, a corporate world scandal has occurred, which is commonly due to the irresponsible and
improper attitude of the organization leader. Managers’ behavior also has a strong correlation to
employees’ satisfaction in the workplace. It implies that companies revise their ethical rules and
standards (Sharma et al., 2019). Effective and efficiency are related to honesty, integrity, and justice.
Leaders concerned about the ethical decision-making process with respect, sincerity, and honesty
may possibly strengthen their relationship with employees. The leader also needs to allocate specific
effort and time to enhance their ethical understanding, intellect, and humanism. It is possible to
become an inspiration and respect their workers and other people (Salas-Vallina et al., 2020).
Thus, causality flows among variables and possibly occurs. Prior studies validated the effect of
ethical leadership on job satisfaction, such as Salas-Vallina et al. (2019), which revealed that ethical
leadership helps workers’ positive energy, motivation, and satisfaction in the workplace. Similarly,
in India, ethical leadership has a significant effect on employees’ job satisfaction in the public sector
(Al Halbusi et al., 2021; Bashir, Gani, 2020; Dhamija et al., 2019; Goswami et al., 2021; Shakeel et al.,
2019). Hence, we propose the following hypothesis.

H1. Ethical leadership has a positive effect on employee job satisfaction.

The link between ethical leadership and job engagement

Because of the competition, managers and employees must adapt to and be aware of the business
environment, and creativity and innovation are essential to organizational success. Unfortunately,
most employees depend on their managers’ leadership approaches. Therefore, the leader believes
the organization’s performance depends on worker job engagement, enhancing their motivation
and engagement (Aljuhmani et al.,, 2021; Nazir et al.,, 2021). Some scholars have paid attention to
examining ethical leadership. It has a dominant and influential role in measuring managers’ success
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and moral outcomes. It is crucial because some managers neglect the ethical value of their leadership
approach. The employees also paid attention to their leader’s promoting moral values due to
historical ethical and financial scandals. Ethical leadership is also essential due to the workers’ need
to obtain honest guidance from their managers to deal with a moral dilemma (Al Halbusi etal., 2021;
Jha, Singh, 2019).

Preliminary concluded thatethical leadership has a positive effect on employees’job engagement.
For instance, it was found that the firms’ managers’ concerns with workers’ well-being will influence
their collaboration and trust (Saks et al., 2021; Salas-Vallina, Fernandez, 2020). Hence, the leader
becomes an inspiration to employees. Ethical leadership is also possible to enhance employee
creativity and performance (Nazir et al., 2019). The researcher revealed that ethical leadership
positively affects building employee commitment (Saks et al., 2021; Sharma et al., 2019). Ethical
leadership also has a crucial role in an organization’s existence (Al Halbusi et al., 2021; Fu et al,
2020; Mostafa et al., 2021; Ouakouak et al., 2020). Hence, we propose the following hypothesis.

H2. Ethical leadership has a positive effect on employees’ job engagement.

Relationship between employees’ job satisfaction and job engagement

Global business and economic competition have rapidly changed. Today, companies face a
complex, competitive environment. Leaders and employees must work together to transform the
workplace’s rapid change. Hence, employees’ job engagement has become a critically important issue
in business and management. Some scholars argue that job satisfaction has a vital role in employee
job engagement (Bashir, Gani, 2020; Ramalho Luz et al., 2018; Saks et al., 2021) and improve
organization performance (Devalekar, 2021). Other elements like ethics value in the workplace
are employees’ psychology and satisfaction (Cullen et al., 2003; Guinot et al.,, 2021; Havold et al,,
2021). Furthermore, job satisfaction is a sign of a worker’s commitment to their career. Hence,
it has a psychological effect on employees’ job engagement. Job engagement is also considered a
valuable investment among managers and workers to improve company performance and prevent
counterproductive behavior. Job satisfaction also prevents conflict management between managers
and workers in the workplace (Coggburn et al., 2017; Dust et al.,, 2018; Mwesigwa et al., 2020) and
enhances employees’ well-being (Fu et al., 2020). Thus, this study proposes the following hypothesis.

H3. The employees’ job satisfaction has a positive effect on job engagement.

Relationship between employees’ job satisfaction and organizational commitment

Employees’ commitment to an organization is different from their work teams (team
commitment) and their personal’ commitment to their workplace organization. The initial aspect
to distinguish between employees’ view of team commitment and organizational commitment
is the workplace environment. The commitment dimensions such as instrumental, attitudinal,
and temporal components strongly correlate with personal psychological well-being. In the
corporate field, employees’ organizational commitment maintains a correlation between managers
and employees. whereas, in the business context, employees’ job satisfaction influences their
commitment to the organization toward relationships and a sense of belonging (Ramalho Luz et
al., 2018; Shrotyia, Dhanda, 2020; So et al,, 2021; Treuren , Frankish, 2014; Zaman, Ansari, 2021).
Job satisfaction contributes to developing a meaningful and positive relationship and commitment
among team members and the company. Commonly, employees tend to switch to other organizations
if they perceive dissatisfaction with a particular organization. On the other hand, workers may have
positive or negative influences on their feelings towards the organization.

This study also considers employees’ job satisfaction as a mediator when examining the
relationship between ethical leadership and employees’ organizational commitment. Prior studies
concluded that employees’ satisfaction with the leader’s ethical approach in the workplace possibly
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influences their commitment to the organization (Ouakouak et al., 2020; Rai, Maheshwari, 2021;
Sallas-Vallina et al., 2020; Shakeel et al.,, 2019; Sharma et al., 2019). Hence, the recent study possibly
enhances the quality of inferences, increases access to knowledge, and provides a substantial
contribution. Thus, this study proposes the following hypothesis.
H4a. The employees’ job satisfaction has a positive effect on their organizational commitment.
H4b. The manager’s ethical leadership positively affects their employees’ organizational
commitment, mediated by job satisfaction.

Relationship between employees’ job engagement and organizational commitment

Job engagement can explain job characteristics and satisfaction through cognitive, emotional,
and behavioral mechanisms. According to V. K. Shrotryia and U. Dhanda, job engagement has three
multidimensional constructs: alignment, which refers to an employee’s understanding of her / his
job and role in the organization (Shrotryia, Dhanda, 2020). Hence, the worker has organizational
value and makes them feel empowered. The affective dimension refers to employees’ engagement
with their psychology in the workplace. It also refers to an emotional experience that includes
obvious belongingness, commitment, and pride. This part possibly engages employees happy in the
workplace and influences them to enhance their commitment to the organization. Lastly, the action-
orientation dimension captures the employee’s behavior and willingness to take a decision process.
Furthermore, this condition may influence the employees’ commitment, and the decision to stay
or leave the company (Bailey et al., 2016; Guinot et al.,, 2021; Treuren, Frankish, 2014). Thus, it is
possibly applied to help the company exist. Hence, this study proposes the following hypotheses.

H5a. The employees’ job engagement has a positive effect on their organizational commitment.

H5b. Ethical leadership positively affects employee organizational commitment, which is mediated
by job engagement.

The Figure 1 presents all hypotheses of this study.

Job

Satisfaction H4
H1
: H3 S
Ethical Or gam?.'atmnal
Leadership Commitment
H2 .

Job

H5
Engagement

Figure 1. Proposed research model

Methodology

Questionnaire design, pretest, and pilot study

This study applied multi-item scales to all the constructs from prior studies for the concepts
of ethical leadership, employee job satisfaction, job engagement, and employee commitment. A
professional translator reviewed all the instruments. Subsequently, this study conducts a pilot test of
the measurement items to ensure the final formal survey. The pilot test was used to identify various
responses, implications, difficulties, attentiveness, and kindness related to the pretest questions (Hair
Jr et al,, 2019). Subsequently, a pilot test was carried out on 120 samples, which were considered
adequate for statistical analysis.
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Sample and data collection

All the participants in the recent study are Indonesian workers who are active in the private
sector, which invited them to fill out an online survey. This online survey was carried out using
Google Forms, which lasted from August 1 to September 30, 2021. Conversely, various control and
filter questions were anonymous, and random constructs were carried out to avoid bias and ensure
the survey was valid. The samples were gathered from random convenience sampling involving 690
employees who work on financial sector. However, 616 samples were valid, and this indication was
experienced at a rate of 89.28 %. Table 1 shows the respondents’ demographics.

Table 1. Respondent demographics

Demographic items Frequency Percentage (%)

Gender
Male 289 46.92
Female 327 53.08
Age
Under 26 years old 148 24.02
26~40 years old 288 46.75
Over 40 years old 180 29.22
Education
Bachelor and below 340 55.19
Master 276 44.81
Time period as employee
Below 5 years 79 12.82
6~10 years 155 25.16
11~15 years 192 31.17
Over 15 years 190 30.84

Measures

The items used to measure each of the constructs are presented in the Appendix. Demographic
parameters such as gender, age, education, and period of experience as employees were included
in the questionnaire. A seven-point Likert scale anchored between 1 (“strongly disagree”) and
7 (“strongly agree”) was used for all scale items.

Data analysis

The data was analyzed using two statistical programs, SPSS 22 and AMOS 22. Furthermore,
hypothesis testing was carried out by applying the structural equation model (SEM). The main
advantage of using SEM is that it facilitates the separate use of factor and regression analyses to test
the model. Besides, it is simultaneously used to estimate all the path coefficients. According to Byrne
(2016), SEM provides two essential aspects of the procedure. First, it is used to determine the causal
effects of the observed variables, and (b) the structural relations among variables enable a clear
description of the theory examined in this study. The hypothesized model is comprehensively used
to validate all the variables and determine consistency with the investigation.

After that, descriptive statistics using frequency distribution were generated. The Pearson
correlation coefficient was also used to determine the relationship among the variables observed.
Third, standard method variance was adopted as a prevention and post-detection technique. Lastly,
this study applied the bootstrapping method (Hayes, 2018) to examine the mediating and indirect
effects of ethical leadership on employees’ job satisfaction and job engagement as a mediator, which
possibly influences their organizational commitment.
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Results

Pilot study and descriptive statistic

The means and standard deviations were adopted in this study to validate the subjective data
and compare the variables that were initially observed in the first step (Hair Jr et al., 2019). Table 2
shows the value of mean differences is stated in terms of standard deviations. Therefore, an effect
size greater than 5 shows that the mean difference is one-half of the standard deviation and a good
fit for the observed data (Byrne, 2016).

Table 2. Correlation matrix for measurement scales

Constructs Mean SD EL ET PS 0C
Ethical leadership (EL) 5.49 .76 .808
Job satisfaction (JS) 5.68 .68 209 771
Job engagement (JE) 5.87 77 2987 6197 776
Organizational commitment (OC) 5.39 80 319 .689FF  .626%F 734

Note: Diagonal elements are the square roots of the AVE for each construct. Pearson correlations are shown below the diagonal. Significant at
*—p<0.05* —p<0.01,* — p <0.001.

Common method variance

This study adopted prevention and post-detection procedures to avoid and reduce the issue of
common method variance. For prevention procedures, this study asked respondents to fill up the
survey anonymously, randomized the order of measurement items, and obscured the labels for the
constructs to reduce respondents’ concerns (Podsakoff et al., 2003).

Measurement model

Table 3 shows the CFA model reproduces the covariance matrix of the observed variables with a
good fit (Byrne, 2016; Hair Jretal.,, 2019): x?/df = 4.026, goodness-of-fitindex (GFI) = 0.902, nonnormed
fit index (NFI) = 0.886, comparative fit index (CFI) = 0.912, incremental fit index (IFI) = 0.912, Tucker
— Lewis index (TLI) = 0.903, and root mean square error of approximation (RMSEA) = 0.070. Besides,
each item’s factor loading, and multiple square correlations were larger than 0.700. The Cronbach’s
a for all constructs was more than 0.800, indicating good convergent validity and reliability for all
measurement items and constructs. This indicates a good reliability for all measurement items
(Table 3), constructs, and convergent validity (Hair Jr et al.,, 2019; Byrne, 2016).

Table 3. Measurement results

Constructs MLE estimates | Measurement | Squared multiple Composite | Average of variance | Cronbach’s a
factor loading error correlation (SMC) | reliability (CR) | extracted (AVE)
Ethical leadership 939 608 938
ELI 744 446 554
EL2 853 272 728
EL3 763 418 582
EL4 777 396 604
EL5 .746 443 .557
EL6 .735 460 .540
EL7 793 371 629
EL8 840 294 706
EL9 .818 331 .669
EL10 718 484 .516
Job satisfaction 904 653 902
JS1 749 439 561
JS2 821 326 674
JS3 769 409 591
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]S4 .845 286 714
JS5 .851 276 724
Job engagement 864 616 .909
JE1 .760 422 578
JE2 .805 352 648
JE3 .769 409 .591
JE4 .806 .350 .650
JE5 720 482 518
JE6 .808 347 653
JE7 724 476 524
Organizational commitment 924 .602 925
OC1 811 342 .658
0C2 753 433 567
0C3 761 421 579
OC4 .780 392 .608
0G5 773 402 .598
OCeé 758 425 .575
ocC7 .807 349 651
0Cs8 761 421 .579

Note: Fit statistics (N = 616); y*/df = 4.026, Goodness-of-Fit Index (GFI) = .902, Nonnormed fit index (NFI) = .886, Comparative Fit
Index (CFI) = .912, Incremental fit index (IFI) = .912, and Root Mean Square Error of Approximation (RMSEA) = .070.

Structural model

This study empirically validates the managers’ ethical leadership level has a significant
and positive effect on employees’ job satisfaction and job engagement (y,, =.227, p <.001) and
(v,, =.184, p <.001), respectively, supporting H1 and HZ2. Furthermore, employees’ job satisfaction
also significantly affects their job engagement to support H3 (f,, = .631, p <.001). It implies that
the leaders’ behavior directly influences their employees’ attitudes and motivation. It also has a
positive effect on their organizational performance and possibly strengthens their relationship.

Table 4. Proposed model results

Hypotheses  Symbol Path Coefficients  Test results
H1 Y, Ethical leadership =~ —> Job satisfaction 227X Supported
H2 Vs Ethical leadership  —> Job engagement .184%%* Supported
H3 B,, Job satisfaction —> Job engagement L631%%* Supported
H4a B,, Job satisfaction —>  Organizational commitment 3120 Supported
H5a B., Job engagement —>  Organizational commitment 552%%% Supported

Note: Significant at: * — p < .05, ** — p <.01, ** — p <.00.

This study further confirms that employees’ job satisfaction and job engagement significantly
affect their organizational commitment (f,, =.315, p <.001, 8, =.552, p >.001). H4a and Hba are
supported. [t means that most workers believe their managers’ ethical behavior strongly correlates
to their job satisfaction and job engagement which also influences their commitment in their
workplace, e.g., stay or leave. It also offers a solution to the firms and managers, and their leadership
approach and pattern will give their employees reasons to compel an organization. The employees’
job satisfaction and engagement among the workers and company system include developing mutual
relationships. Table 4 and Figure 2 show the results of the research hypotheses.
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Job
Satisfaction
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Yu P, =0.312%x
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Ethical
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B, =0.63 1%+

v,,=0.184%%

L R?=0.208
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N2
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Note. Model fit: y* = 1599.03, df =395, y*/df = 4.048, GFI = 0.902, NFI = 0.885, CFI = 0.911, IFI =
0.911, and RMSEA= 0.070.

Figure 2. Structural model
Mediating effect

This study adopted the procedure recommended by A. F. Hayes and the PROCESS macro for SPSS
to calculate the 95% confidence interval (CI) with 5,000 bootstrapped samples to test the mediation
effects of employees’ job satisfaction and job engagement to bridge the managers’ ethical leadership
level and organizational commitment (Hayes, 2018). Bootstrapping is a nonparametric statistical
procedure in which the dataset is repeatedly sampled (Table 5). Mediation analysis showed that the
95% Cls of all tested indirect effects did not include zero. The results from the regression show that
the entire set are partial mediators. Therefore, it was concluded that the ethical leadership level has
a significant direct and indirect effect on employees’ organizational commitment through their job
satisfaction and job engagement. All the conditions were met because H4b and H5b are supported.

Table 5. Mediation effects

v M DV IV->DV  IV->M IV+M->DV Bootstrapping 95% CI

(c) (a) IV(Z) M(b) Percentile method Bias-corrected
Ethical Job satisfaction Jobengagement ;1 jow  5ppeen 3400 g4t [0275.034] [.070;.094]
leadership
Standard error .033 .040 .040 .032
Ethical Job satisfaction Organizational ) oo 5 gjune g7eee 51200 [027;.035) [.068; .091]
leadership commitment
Standard error .028 .040 .034 .028
Ethical Job satisfaction Organizational 13 Homune 3gpeee 7780 [032;.133) [.040; .178]
leadership commitment
Standard error .032 .034 .041 .036

Note: Significant at: * — p < .05, **— p < .01, *** — p <.001.

Discussion

Key findings
This study confirms that the managers’ character (e.g., ethics), success perception with their

counterparts, respect to workers’ complaints and suggestions, respect to ethical standards in the
organization, fair decision-making process, and the manager trusted their employees. All of them
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strongly correlate with employees’ satisfaction at work, coordination with other workers. Furthermore,
surveillance processes, salary systems, and promotion procedures influence their workers’
organizational expectations in their work system. It aligns with the company’s vision and mission,
motivation to enhance company value; feeling like they have contributed and respecting their work
toward organizational achievement. These are ground-breaking findings that have not been validated
in earlier studies. Specifically, a recent study found that employees’ job satisfaction and engagement
align with their managers’ leadership patterns. The result also proved the leader in the organization
had played a pivotal role in mobile their workers’ minds and views about company goals.

Although, every organization has had an ethics code of conduct for their managers and workers.
The confirmed ethics climate theory can explain the individual’s mind and view about their
organization toward the ethical leadership pattern, job satisfaction, and job engagement, which also
has an essential point to their organizational commitment. However, conflict is sometimes inevitable
due to miscommunication and misperception about the rules and processes to obtain organizational
goals. This study is contrary to the prior studies (Bashir, Gani, 2020; Bailey et al,, 2016; Coggburn et
al,, 2017), which revealed other variables, e.g., salary, have a crucial role in workers’ job satisfaction
and job engagement.

This study suggests that the company’s owners, managers, and employees must collaborate
on their ethics principles, which stakeholders need to evaluate. Therefore, they directly affect their
employees’ job satisfaction and job engagement and their motivation to keep their company’s
ongoing concern. It can also avoid the potential for worker migration to their competitors.
Moreover, the firms’ managers or organization leaders need to employ their employees to expose
their organization’s operational system and enlighten their workers by incorporating ethics, work
standards, and remuneration systems to enhance their workers’ loyalty. The findings indicate that
the primary motivators in the ethics climate theory (ECT) context are the leaders’ ethical leadership
practice, job satisfaction, job engagement, and organizational commitment. Consequently, it will
pursue the workers and firms’ possibly maintaining their relationships to achieve success.

Both mediators (employees’ job satisfaction and job engagement) are crucial in encouraging
the workers to consider whether they leave or stay with their current workplace. The findings
are consistent with other investigations, which found that the leaders’ leadership pattern allows
the employees’ personal to feel convenient in their organization (Dust et al., 2018; Fu et al., 2020;
Goswami et al., 2021). However, there is a lack of study to validate the correlation between ethical
leadership, job satisfaction, job engagement, and workers’ organizational commitment.

Conclusions

The results of this study strengthen the ethics climate theory to prove that the leaders are an
important point in their worker psychology and their satisfaction and engagement on the job, which
mediated their leader’s ethical leadership and organizational commitment. Although previous
research found that culture, income, and education all have a strong correlation with employee-
leader relationships. However, Western and developed countries are more prone than Eastern fields.
It will probably also strengthen the relationship among the stakeholders. The leaders’ moral and
commitment to ethical standards can be applied as a predictor of organizational commitment. The
results indicate that the main ideas of ethical climate theory in this context are ethics leadership, job
satisfaction, and job engagement, specifically engaging the employees and their organization.

Theoretical implications

The result of this study has some implications for ethics and employee decisions. First, the
research model provides a better understanding of leaders’ ethical leadership, which lacks studies
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that validate the concept of ethics, job satisfaction, job engagement, and employees’ simultaneous
commitment to the private field. This study concluded that ethical leadership has an essential role
in employees’ personal satisfaction and engagement, subsequently influencing their commitment to
the organization. The workers who have had positive perceptions of the manager’s leadership are
more prone to be committed and have a sense of belonging to their organization. It implies that this
study also expands the concept of ethics climate theory to explain how ethical leadership has a strong
correlation to their employees’ job satisfaction and engagement and their behaviors as individuals
and groups. Hence, it provides a solid theoretical basis for future studies by providing the mediating
role of the employees’ job satisfaction and engagement to develop commitment and reduce the
frequency of workers who have planned to go outside. It also suggests that ethical leadership, job
satisfaction, job engagement, and employees’ commitment must be established in the initial phase
of the organization. Finally, the recent study also strengthens the ethics climate theory to predict
factors (e.g., ethical leadership) that influence worker frequency, satisfaction, engagement, and
behavior. It also reinforces the close relationships among workers, individually and in terms of their
organizational commitment.

Practical implications

This study suggests academics and organizational stakeholders need to develop ethical
leadership standards regarding which actions are good or bad, which positively affects their
workers’ job satisfaction and engagement and their organization’s sense of belonging. In addition,
the organizational system possibly affects their attitude and behavior. It implies a leader’s ethical
and unethical organization’s influence on workers’ attitudes toward the organization. It could
explain why some companies care about the ethical standards and operational system to embrace
their talented employees’. This study implies that company leaders need to be concerned about the
ethics standard that will be applied to all workers.

Employees value the ethical leadership standard because it allows them to revise their views
and commitment through job satisfaction and engagement. The organization’s leaders must also
be conscious and identify the aims and characteristics of their workers to enhance their concerns.
Besides, the stakeholders also need to focus on the important measurements of the ethics climate
theory to increase their communication and worker attitudes and satisfaction with the organization.

Limitations and future research directions

Some parts need to be enhanced in the subsequent research. First, this study was limited to
Indonesian workers. Hence, the following research needs more focus on workers from other cultures
and countries. It can help managers and regulators to understand many kinds of workers’ dynamic
economic and social aspects, which affect their ethical actions, job satisfaction, job engagement,
and organizational commitment. Second, convenience sampling and mixed-method techniques are
needed to obtain more complete results and improve the quality of the participants. because the
workers possibly have distinguished minds and views regarding ethical standards, job perception,
and organizational commitment. Third, most respondents held bachelor’s degrees. Hence, future
studies need to focus on the employees’ education and position.

References

Al Halbusi, H., Williams, K. A., Ramayah, T., Aldieri, L., Vinci, C. P. (2021). Linking ethical leadership
and ethical climate to employees’ ethical behavior: the moderating role of person-organization fit.
Personnel Review, 50(1), 159-185.

85



Organizational Psychology, 2023, Vol. 13, No. 1. www.orgpsyjournal.hse.ru

Alam, R., Rahmawati, R,, Junaidi, ]., Nurimansjah, R. S. (2022). Work Engagement and knowledge
sharing: Empirical evidence of ethical leadership, employees’ performance and organization
commitment. VINE Journal of Information and Knowledge Management Systems, 1-19.

Aljuhmani, H.Y,, Emeagwali, O. L., Ababneh, B. (2021). The relationships between CEOs’ psychological
attributes, top management team behavioral integration and firm performance. International
Journal of Organization Theory & Behavior, 24(2), 126-145.

Bashir, B., Gani, A. (2020). Testing the effects of job satisfaction on organizational commitment.
Journal of Management Development, 39(4), 525-542.

Bailey, A. A., Albassami, F, Al-Meshal, S. (2016). The roles of employee job satisfaction and
organizational commitment in the internal marketing-employee bank identification relationship.
International Journal of Bank Marketing, 34(6), 821-84.

Beuren, I. M,, dos Santos, V, Theiss, V. (2022). Organizational resilience, job satisfaction and business
performance. International Journal of Productivity and Performance Management, 71(6),2262-2279.

Byrne, B. M. (2016). Structural equation modeling with AMOS: Basic concepts, applications, and
programming (3™ ed.), Routledge, New York, NY.

Coggburn, . D, Battaglio Jr, R. P, Bradbury, M. D. (2017). Employee job satisfaction and organizational
performance: The role of conflict management. International Journal of Organization Theory and
Behavior, 17(4), 498-53.

Cullen, J. B, Parboteeah, K. P, Victor, B. (2003). The effects of ethical climates on organizational
commitment: a two-study analysis. Journal of Business Ethics, 46, 127-141.

Devalekar, A. (2021). Why high employee engagement result in accelerated revenue growth. Available
at: https://www.forbes.com/sites/forbesbusinesscouncil/2021/07 /14 /why-high-employee-
engagement-results-in-accelerated-revenue-growth /?sh=678a87d9597b

Dhamija, P, Gupta, S., Bag, S. (2019). Measuring of job satisfaction: the use of quality of work-life
factors. Benchmarking: An International Journal, 26(3), 871-892.

Dust, S. B, Resick, C.]., Margolis, J. A., Mawritz, M. B, Greenbaum, R. L. (2018). Ethical leadership and
employee success: Examining the roles of psychological empowerment and emotional exhaustion.
The Leadership Quarterly, 29(5), 570-583.

Fu, ], Song, Y, He, Q., Liy, Y. (2020). Can ethical leadership improve employees’ well-being at work?
Another side on ethical leadership based on organizational citizenship anxiety. Frontiers in
Psychology, 11, 1-13.

Gallego-Alvarez, 1., Rodriguez-Dominiguez, L., Valejjo, ]. M. (2020). An analysis of business ethics in
the cultural context of different religions. Business Ethics, the Environment & Responsibility, 29(3),
570-586.

Goswami, M., Agrawal, R. K., Goswami, A. K. (2021). Ethical leadership in organizations: evidence
from the field. International Journal of Ethics and Systems, 37(1), 122-144.

Guinot, J., Monfort, A., Chiva, R. (2021). How to increase job satisfaction: the role of participative
decisions and feeling trusted. Employee Relationship: The International Journal, 43(3), 1397-1413.

Hair Jr, J. F, Black, W. C., Babin, B. J., Anderson, R. E. (2019). Multivariate data analysis. 9" Edition,
Cheriton House, NW: Cengage Learning.

Havold, O. K. S., Havold, J. L., Glavee-Geo, R. (2021). Trust in leaders, work satisfaction and work
engagement in public hospitals. International Journal of Public Leadership, 17(2), 145-159.

Hayes, A. F. (2018). Introduction to mediation, moderation and conditional process analysis: A
regression-based approach (2 ed.). Guilford Press, New York, NY.

Hendri, M. . (2019). The mediating effect of job satisfaction and organizational commitment on the
organizational learning effect of the employee performance. International Journal of Productivity
and Performance Management, 68(7), 1208-1234.

86



Organizational Psychology, 2023, Vol. 13, No. 1. www.orgpsyjournal.hse.ru

Hosain, S. (2021). Unethical pro-organizational behavior: A review of existing literature.
Organizacionnad psihologid (Organizational Psychology), 11(1), 152-161.

Jha,]. K, Singh, M. (2019). Exploring the mechanisms of influence of ethical leadership on employment
relations. IIMB Management Review, 31(4), 385-195.

Junaidi, J. (2021). The awareness and attitude of Muslim consumer preference: the role of religiosity.
Journal of Islamic Accounting and Business Research, 12(6), 919-938.

Junaidi, J. (2022). Religiosity versus profit-loss sharing: how Islamic banks brand fidelity influence
the Muslim consumers’ commitment. Journal of Islamic Accounting and Business Research, 13(6),
960-976.

Junaidi, J., Wicaksono, R., Hamka, H. (2022). The consumers’ commitment and materialism on Islamic
banking: the role of religiosity. Journal of Islamic Marketing, 13(8), 1786-1806.

Kaur, J. (2017). Exploring relationships among ethical climate types and organizational commitment:
A case of Indian banking sector. Journal of Indian Business Research, 9(1), 20-24.

Koh, H. C,, Boo, E. H. Y. (2001). The link between organizational ethics and job satisfaction: A study of
managers in Singapore. Journal of Business Ethics, 29, 309-324.

Kurian, ].,Rajini, K., Reddy, A.(2021).Socio-psychological factorsonemployee turnover: Ademystifying
perspective. Organizacionnad psihologia (Organizational Psychology), 11(3), 168-179.

Ladkin, D. (2018). Self-constitution as the foundation for leading ethically: a Foucauldian possibility.
Business Ethics Quarterly, 28(3), 301-323.

Limpo, L., Junaidj, J. (2022). The influence of ethical and empowering leadership on employees’ job
satisfaction, performance, and organization commitment. Humanities and Social Science Letter,
10(4), 1-15.

Lee, Q.-L., Tan C.-S., KrishnanS.a/p (2022). The mediating role of job satisfactionand work engagement
in the relationship between self-reported person-job fit and job performance. Organizacionnada
psihologia (Organizational Psychology), 12(2), 183-197.

Marsh, C. (2013). Business executives’ perceptions of ethical leadership and its development. Journal
of Business Ethics, 114(3), 565-582.

Meyer, |. P, Allen, N. J. (1991). A three-component conceptualization of organizational commitment.
Human Resource Management Review, 1(1), 61-89.

Mostafa, A. M. S, Farley, S., Zaharie, M. (2021). Examining the boundaries of ethical leadership:
The harmful effect of co-worker social undermining on disengagement and employee attitudes.
Journal of Business Ethics, 174, 355-368.

Mwesigwa, R., Tusiime, I., Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and organizational
commitment among academic staff in public universities. Journal of Management Development,
39(2), 253-268.

Nazir, S., Shafi, A., Asadullah, M. A., Qun, W,, Khadim, S. (2021). How does ethical leadership boost
follower’s creativity? Examining mediation and moderation mechanism. European Journal of
Innovation Management, 24(5), 1700-1729.

Neale, N. R. (2020). The trouble with secrets: Pay secrecy, satisfaction and climate. International
Journal of Organization Theory & Behavior, 23(4), 337-357.

Olger, F, Coskun F. (2021). The mediator and moderator role of positive organizational behavior
in the effect of corporate reputation on organizational commitment. Organizacionnad psihologia
(Organizational Psychology), 11(3), 47-61.

Ouakouak, M. L., Zaitouni, M. G., Arya, B. (2020). Ethical leadership, emotional leadership, and
quitting intentions in public organizations: Does employee motivation play a role? Leadership &
Organization Development Journal, 41(2), 257-279.

87



Organizational Psychology, 2023, Vol. 13, No. 1. www.orgpsyjournal.hse.ru

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., Podsakoff, N. P. (2003). Common method biases in
behavioral research: A critical review of the literature and recommended remedies. Journal of
Applied Psychology, 88(5), 879-903.

Rai, A., Maheshwari, S. (2021). Exploring the mediating role of work engagement between the
linkages of job characteristics with organizational engagement and job satisfaction. Management
Research Review, 44(1), 133-157.

Ramalho Luz, C. M. D., Luiz de Paula, S., de Oliveira, L. M. B. (2018). Organizational commitment, job
satisfaction and their possible influences on intent to turnover. Revista de Gestdo, 25(1), 84-101.

Reddy, A., Kamesh, A. (2020). Mediating role of trust on the relationship between servant leadership
and team commitment among the employees of IT-sector in south India. Organizacionnaad
psihologia (Organizational Psychology), 10(4), 12-40.

Sallas-Vallina, A., Simone, C., Fernandez-Guerrero, R. (2020). The human side leadership: Inspiration
leadership effect on follower characteristics and happiness at work (HAW). Journal of Business
Research, 107, 162-171.

Saks, A. M., Gruman, J. A,, Zhang, Q. (2021). Organization engagement: a review and comparison to
job engagement. Journal of Organizational Effectiveness: People and Performance, 1-3.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V. Bakker, A. B. (2002). The measurement of
engagement and burnout: a two-sample confirmatory factor analytic approach. Journal of
Happiness Studies, 3, 71-92.

Shakeel, F,, Mathieu Kruyen, P, Van Thiel, S. (2019). Ethical Leadership as Process: A Conceptual
Proposition. Public Integrity, 21(6), 1-12.

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.

Shrotryia, V. K., Dhanda, U. (2020). Development of employee engagement measure: experiences
from best companies to work for in India. Measuring Business Excellence, 24(3), 319-343.

So, B. H,, Kim, J. H,, Ro. Y. ], Song, J. H. (2021). Developing a measurement scale for employee
engagement: a validation study in a South Korea context. European Journal of Training and
Development, 1-22.

Stringer, C., Didham, ]., Theivananthampillai, P. (2011). Motivation, pay satisfaction, and job satisfaction
of front-line employees. Qualitative Research in Accounting & Management, 8(2), 161-179.

Tang, T. L. P, Chiu, R. K. (2003). Income, money ethic, pay satisfaction, commitment, and unethical
behavior: Is the love of money the root of evil for Hong Kong employees? Journal of Business Ethics,
46(August), 13-30.

Treuren, G.]. M., Frankish, E. (2014). The impact of pay understanding of pay satisfaction and retention:
Salary sacrifice understanding in the not-for-profit sector. Journal of Industrial Relations, 56(1),
103-122.

Tsai, M. T, Huang, C. C. (2008). The relationship among ethical climate types, facets of job satisfaction,
and the three components of organizational commitment: a study of nurses in Taiwan. Journal of
Business Ethics, 80, 565-581.

Wang, Y. D., Hsieh, H. H. (2012). Toward a better understanding of the link between ethical climate
and job satisfaction: A multilevel analysis. Journal of Business Ethics, 105, 535-545.

Zaman, S., Ansari, A. H. (2021). Pathways to job engagement: Evidence from the software industry.

VINE Journal of Information and Knowledge Management Systems, 1-19.
Received 25.03.2022

88



Organizational Psychology, 2023, Vol. 13, No. 1. www.orgpsyjournal.hse.ru

Appendix. The items used to measure each of the constructs

Ethical leadership (Nazir et al., 2021)

. My manager conducts his/her personal life in an ethical manner.
. My manager defines success not just by results but also by the way that they are obtained.
. My manager listens to what employees have to say
. My manager disciplines employees who violate ethical standards
. My manager makes fair and balanced decisions
. My manager can be trusted
. My manager discusses business ethics or values with employees
. My manager sets an example of how to do things the right way in terms of ethics
. My manager has the best interests of employees in mind
10. My manager makes decisions, asks “what is the right thing to do?”

O© 0N O Ul b Wi

Job satisfaction (Tsai, Huang, 2008)

1. I am satisfied with the work of my job

2. I am satisfied with my co-workers

3. I am satisfied with the supervision

4. I am satisfied with my salary system

5. I am satisfied with the promotional opportunities

Employees’ engagement (Shrotryia, Dhanda, 2020)

.  know what is expected out of me at work

. My personal goals match with the vision and mission of the organization

. [ find that the work I do has useful for my company

. I feel empowered while working for my job as it gives me confidence about my abilities
. I believe that [ am in-charge of the work [ do in the organization I work for

. [ understand how my work is contributing toward achievement of organizational goals
. I am aligned with the activities of the organization I work for

NOY UL A WD R

Organizational commitment (Ramalho Luz et al., 2018)

1. I have a sense of belonging to my organization

2. I have felt “emotionally attached” to this organization

3. This organization has a great deal of personal meaning for me

4.1 have felt like “part of the family” at this organization

5.1 am very happy to spend the rest of my career with this organization
6.1 enjoy discussing my organization with people outside it

7.1feel as if this organization’s problems are my own
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AHHoOTauMs. [/esb. ITO HccIef0BaHNMe HANPABJIEHO HA U3YYEHUE TOTO, BJUSET JIU U KaK 3TUYEeCKoe
JIN/IepCTBO Ha MeIMAaTOPHbIe epeMeHHbIe (YA0BJIETBOPEHHOCTb COTPY/IHUKOB paGOTOM U UX BOBJIE-
4YEHHOCTh B paboTy) B KOHTEKCTe opraHusanuu. Kpome Toro, ucciaeqyercs, Kak J0JDKHbBI BIUATH
Ha OPraHU3alMOHHYI0 PHUBEPKEHHOCTh COTPY/IHUKOB MeJUaTOPHbIe NepeMeHHble. Ju3alit uccae-
dosaHusi. Bce y4acTHUKM MCC/IelOBaHUS — WH/OHE3UHCKHEe pabOTHUKH, paboTalolie B YaCTHOM
CEKTOpe, KOTOPBIM ObLJIO MPE/JIOKEHO MPUHSATD yYacTHe B UHTepHeT-onpoce. Onpoc 6bl1 POBeEH
¢ ucnoJsib3oBaHueM Google Forms. Pa3nnyHble KOHTPOJIbHbIE U QUIBTPYIOIHE BOMPOCHI HOCHJIU
AHOHUMHBIU xapakTep. YTOObI U36eXKaTh CUCTEMAaTUYECKOH OIMOKU U 00ECIeYnThb JO0CTOBEPHOCTh
OTpoca BOMPOCHI MPeAbABIISAINCh B CIy4allHOM mopsjke. [lepBuyHble aHHble GbLIM COOpaHbI Ha
yl00HOU BbIGOpKe U3 690 COTPYAHUKOB, paboTaIIuX B GUHAHCOBOM ceKTope. B aTom uccnenoBa-
HUM OBbLIM PHUMeHEHbI LIKAJIbl U3 HECKOJIbKUX MyHKTOB, 3aMMCTBOBAHHbIE U3 MPEAbIAYIUX HUCCIe-
JIOBaHUM, ZIJI1 U3MEPEHUSI TAKUX KOHCTPYKTOB, KaK «3THYECKOE JINIEPCTBO», Ky OBJIETBOPEHHOCTh
TPYZIOM», «KBOBJIEUEHHOCTb COTPYJHUKOB B PaboOTy» U «OpTaHHU3alMOHHAsi MPUBEPKEHHOCTb». Bce
WHCTPYMEHTHI ObLJIN NepenpoBepPeHbl IPOodecCHOHANbHBIM TePEBOAYUKOM. [asiee GblJI0 TPOBEJEHO
MUJIOTAKHOE HCCIe/JOBAaHUE, HAMpaBJeHHOE Ha IPOBEPKY HW3MEpPUTEJNbHOT0 WHCTPYMEHTapHs,
YTOOBI 00ECIeYnTb OKOHYATebHOE 0PUIMaTbHOE 06C/IeloBaHNe. B aHKeTy GbLIM BKJIIOYEHBI TaKHe
JleMorpaduiecKkre napamMeTphl, KaK 110J1, BO3pacT, 06pa30BaHue U CTaXK paboThl B KAUeCTBE HAEMHOT'0
paboTHuUKa. [l MPOBEPKU TUIOTE3 HCCIAEA0BAaHUS KCIOJIb30BAJOCh MO/JIEJIUPOBAaHUE CTPYKTYpP-
HbIMU ypaBHEHUSIMU. Bbl80dbl. IMNIUPUYECKHE Pe3yJIbTAaThl OKA3bIBAIOT, UYTO 3TUUECKOE JINJEPCTBO
BHOCUT 3HAYUTEJbHbBIA MOJI0XKUTENbHBIA BKJIA/, B YA0BJIETBOPEHHOCTb TPY/AOM U BOBJIEUEHHOCTD B
pa6oty. KpoMme Toro, y0B/1eTBOPEHHOCTb COTPYAHHUKOB CBOUM TPY/ZIOM U X BOBJIEUEHHOCTD B PaboTy
YaCTUYHO OMOCPEAYIOT CBSI3b MEXJY 3TUYECKUM JIMJEPCTBOM U NMPUBEPKEHHOCTbIO COTPYHUKOB
opranusanuu. [IpakThieckass 3HaYUMOCTb. Pe3y/IbTaThl 3TOr0 UCCAeJ0BAHUSI MOTYT IIOMOYb CHEIH-
aJIMCTaM-TIPAaKTHUKaM, PEryJHUPYIOLMM OpraHaM W HCCJe/loBaTessiM HabJl0/|aTh 32 OPraHU3aLMOH-
HbIM [10BeJIeHHEeM, YTOObI yTOYHUTD BJIUSIHUE 3TUUECKOTO0 JIM/JIePCTBA Ha 6BU3HEC- U ICUX0JI0TUYECKHe
acnekTbl. PykoBoguTeISIM HEOGX0AMMO CO3/1aBaTh 3TUHYECKHE CTAH/IaPThl HAa pab0YeM MeCTe, a TaK¥Ke
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3a/laBaTb Y€TKHUeE MIpaBUJa OPraHU3aLMOHHONW CHCTEMBbI, KOTOPbIE, BO3MOXHO, BJIUSIOT Ha Y[ OBJIET-
BOPEHHOCTb PaGOTHUKOB TPYZAOM, HAa UX BOBJIEUYEHHOCTb B PaGOTy U HA UX OpPraHU3aLOHHYIO NpH-
BepKeHHOCTb. HacTos1ee ncciejoBaHMe 6bII0 OTPAHUYEHO OPTaHU3ALUAMI YaCTHOW CO6CTBEHHO-
ctu. CylecTByeT NOTPEGHOCTb U3yYeHUs B OYyLeM pabOTHUKOB B pa3HbIX KYJbTypax U peruoHax.
LlenHocmb pe3ysnemamos. ITO Hccae,0BaHUe BHOCUT CBOM BKJIAJ, B IOHUMaHUE 3TUYHOTO WJIM Hed-
TUYHOTO [T0BeJIEeHUS PYKOBOAUTEJIEH, B IMTEPATYPY [0 TEOPHUU 3TUUECKOT0 KJIMMaTa B OpPraHU3aLHU
Y, B YaCTHOCTH, B IPOLLeCC IPUHSATHUS pellleHUH NyTéM pa3paboTKU U TECTUPOBAHUSA MOZE/HN OpraHu-
3allMOHHON NMPUBEPKEHHOCTH COTPYAHUKOB. DTO UCCIeL0BaHUE TaKXKe JAéT HOBOeE IIpeJiCTaBJeHHe
0 CBSI3W OPraHU3aLlMOHHON MPUBEPKEHHOCTHU COTPYLHHUKOB C UX YAOBJETBOPEHHOCTHIO TPYLOM U
BOBJIEYEHHOCTDIO B PabOTY.

KiroueBble c/10Ba: 3THYECKOE JIUAEPCTBO; YA0BJIETBOPEHHOCTh TPYAOM; BOBJIEUEHHOCTD B paboTy;
TEOPHUs ITUYECKOT0 KIMMaTa B OPraHU3aLUH.
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