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ABSTRACT

ARTICLE INFORMATION

Purpose: Grounded in Social Exchange Theory (SET), this study
investigates the impact of Ethical Leadership (EL) on nurses’
Organizational Citizenship Behaviors (OCB) and Employee
Commitment (EC) toward patients. Despite the high-stakes nature of
healthcare, the psychological mechanisms linking leadership ethics
to extra-role behaviors remain under-researched in non-Western
clinical settings. This research examines the nexus between EL,
Employee Commitment (EC), and OCB within the Ghanaian public
healthcare.

Design/methodology/approach: A quantitative, cross-sectional
design was employed, surveying 159 nurses across three hospitals
in the Kumasi Metropolis, Ghana. Data were collected via structured
scales and analyzed using Partial Least Squares Structural Equation
Modeling (PLS-SEM) via SmartPLS v4 and SPSS v28. This approach
allowed for a robust assessment of the structural pathways and the
predictive relevance of the proposed model.

Findings: The results provide empirical evidence that EL is a robust
antecedent of both nurse commitment and OCB. Structural path
analysis reveals that ethical supervisors cultivate an environment
of trust, which significantly enhances nurses’ emotional attachment
to their institutions. Furthermore, the study identifies Employee
commitment as a vital conduit that transmits the influence of ethical
leadership into pro-social, patient-centered behaviors. This suggests
that OCB is not merely an individual trait but a reciprocated response
to ethical governance.

Originality/Value: This research contributes to the ‘“nursing-
management” literature by offering rare empirical insights from
a sub-Saharan African context. It demonstrates that in resource-
constrained environments like Ghana, ethical leadership acts as a
critical non-material resource that drives service excellence. The
study provides a mandate for healthcare administrators to integrate
ethical competency into leadership development to reduce turnover
and improve patient care quality through enhanced employee
engagement EC and OCB.
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Introduction

In order to foster a productive work environment, boost
morale among employees, and safeguard the organization’s
core principles, leaders should demonstrate what is known
as ethical leadership (Demirtas, 2013; Haar et al., 2019).
Cullen (2022) define ethical leadership as embodying
behaviour that aligns with societal and moral norms. This
behaviour is not only manifested in personal actions but it
is also evident in the ways leaders engage and interact with
others. This leadership approach is anchored in a profound
respect for ethical principles and values, as well as an
acknowledgment of the dignity and rights of others. As
highlighted by Agha et al. (2017), this style encompasses
associated concepts like trust, integrity, honesty, empathy,
equitable treatment, charisma, and fairness. A number
of studies have been conducted to examine the effects of
ethical leadership on employee outcomes and behaviours
(Pakizekho & Sharifabad, 2022; Vu et al., 2020; Wadei et
al., 2023).

Organisational Citizenship Behaviour (OCB) plays a vital
role in fostering intricate relationships among employees
within an organisation, as it enhances adaptability during
unexpected situations (Tan et al., 2019). A study by
Ting and Law Wai Man (2012) investigated how ethical
leadership impacts employee OCB and found a direct
positive correlation between the two. A similar positive
connection between ethical leadership and employee
OCB was observed in a study by Shareef and Atan
(2019) which was centred around three major public
universities in Iraq’s Kurdistan Region. Adding to this,
Celik et al. (2015) highlighted that ethical leadership
considerably boosts organizational commitment. In line
with these findings, Loi et al. (2015) identified a link
between ethical leadership practices and the emotional
allegiance or affective commitment of employees to their
organizations. However, Aryati et al. (2018) reported that
ethical leadership did not significantly affect organizational
commitment. This implies that the influence of ethical
leadership on employee commitment is inconsistent and
inconclusive.

Employee commitment refers to the depth of an
employee’s emotional and psychological bond with their
workplace (Cherian et al., 2018; Thien et al., 2021). It is
like an inner dedication where employees deeply resonate
with and embrace the organisation’s goals and underlying
values. The significance of ethical practices and the moral
facets of leadership have become evident in light of the
numerous ethical controversies witnessed across a range of
organizations (Demirtas, 2013; Davidson & Hughes, 2020).
Contemporary organizations are increasingly recognizing
the repercussions of ethical leadership on employee

behaviour (Kia et al., 2019). Consequently, examining how
ethical leadership affects OCB and Employee commitment
is pivotal for a deeper comprehension of its organizational
implications (Yang & Wei, 2018). Yet, there remains
a scarcity of comprehensive research focusing on the
nexus between ethical leadership, OCB, and Employee
commitment (Abuzaid, 2018). While some studies have
underscored a marked positive correlation between
ethical leadership and employee commitment, others have
discerned no significant relationship between the two
(Agha et al., 2017; Aryati et al., 2018; Celik et al., 2015;
Dey et al., 2022; Nemr & Liu, 2021; Ozsungur, 2020).
Hence, more empirical studies are required to enhance
our understanding. Furthermore, while the significance
of ethical leadership in today’s organizational landscape
is increasingly acknowledged, there remains a dearth of
insights into its direct influence on employees’ commitment
and OCB, especially within the backdrop of entities in the
agricultural sector, like Ghanaian Hospitals. Consequently,
the prevailing issue is the scarcity of concrete evidence
elucidating the degree to which ethical leadership shapes
employee commitment and OCB within the confines of
Ghanaian Hospitals. This gap in knowledge impedes the
crafting of efficacious strategies geared towards fostering
ethical leadership and reaping its beneficial outcomes
in the organization. It is worth at this juncture that this
study seeks to examine the influence of ethical leadership
on employees’ commitment and OCB using Ghanaian
Hospitals. This study aims to offer a collection of theoretical
concepts and real-world applications from which other
scholars can build upon to attempt the replication of the
research and address the knowledge voids revealed by
this study. The rest of this article is organized as follows:
Section 2 presents the theoretical background and analyses
of relevant literature. This is followed by the presentation
of the study’s empirical review and hypotheses. Section 3
shows the research methodology. Section 4 presents the
results, discussion, and implications. Section 5 draws the
conclusion and future research prospect.

Literature Review
Social Exchange Theory (SET)

This research leverages the framework of the SET to
delve into the effects of ethical leadership on employee
commitment and OCB. Through the lens of the SET
(Blau, 1964), actions undertaken by individuals hinge
on the anticipation of reciprocated rewards. The crux of
the social exchange theory underscores the transaction of
both concrete and abstract resources between individuals
or between individuals and larger social units, like
organizations (Cropanzano et al., 2001). The significance
of ethical leadership in fostering employee OCB has
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been underscored by scholars, who have grounded their
arguments on the framework of social exchange interaction
(Kacmar et al., 2013). Based on the SET, individuals are
more likely to return the support of a leader when they
view that leader as displaying care and concern for their
overall welfare (Tan et al., 2019). When an ethical leader
demonstrates trustworthiness and fairness, their followers
see these behaviours as typical of an ethical leader. This
perception leads to workers exhibiting selfless rather than
selfish actions (Brown et al., 2005; Brown & Treviflo,
2006). This study used the SET because this theory
provides a robust analytical lens to unravel the possible
mechanisms that explain why employees might display
more commitment and engage in OCBs when led by
ethical leaders. Ethical leaders are viewed as ‘givers’ in the
social exchange process, offering fair and moral leadership
in exchange for their subordinates’ reciprocity in terms
of commitment and citizenship behaviours (Brown &
Trevifo, 2006).

Empirical Review and Hypothesis Development

Influence of Ethical Leadership
Commitment

on Employee

The influence of ethical leadership on employee behaviour
has garnered significant attention in modern organizational
discourse (Kia et al., 2019). It is recognized that leaders
play a pivotal role in fostering organizational commitment
(Celik et al., 2015). Specifically, the ethical conduct
exhibited by leaders amplifies employee commitment
(Gul et al., 2012; Brown, 2005). Supporting this notion,
research by Ghahroodi et al. (2013) and Toor and Ofori
(2009) has demonstrated a positive correlation between
ethical leadership and organizational commitment. Celik
et al. (2015) also reported that ethical leadership has a
significant positive effect on organizational commitment.
Furthermore, Brown and Trevino (2006) suggested a
direct correlation between ethical leadership and the
commitment employees display both to their work and

Conceptual Framework

HI

Ethical
Leadership

H2

the organization. Similarly, research by Loi et al. (2015)
identified a linkage between ethical leadership practices
and affective commitment among employees. We,
therefore, hypothesize that:

Ethical leadership will significantly
andpositively influence employee commitment.

Influence of Ethical Leadership on OCB

Hypothesis 1:

The first point of connection between ethical leadership and
OCB arises from the role modeling that leaders provide.
Ethical leaders, through their conduct and decision-
making, set an example that others within the organization
tend to follow (Brown et al., 2005). Employees observing
their leaders behaving ethically can feel inspired to emulate
these behaviours, leading to increased engagement in OCB.
Ethical leaders thereby directly influence the extent of
citizenship behaviour among their employees. Lu (2014)
posits that OCB serves as a barometer for organizational
outcomes and can be employed to assess the authenticity
of ethical leadership. Similarly, Brown and Trevifio (2006)
propose a positive association between ethical leadership
and OCB, suggesting that ethical leadership might act as
a precursor to OCB (as supported by Lu, 2014; Kacmar
et al.,, 2011). Studies have extensively investigated the
relationship between ethical leadership and employee
OCB (Pitzer-Brandon, 2013). For example, a study by
Ting and Law Wai Man (2012) reported a direct positive
correlation between the two. Similarly, Lu (2014) found
that ethical leadership significantly predicts OCB. A
similar positive connection between ethical leadership and
employee OCB was observed in a study by Shareef and
Atan (2019) which was centred around three major public
universities in Iraq’s Kurdistan Region. Thus, leaders who
demonstrate ethical behaviour significantly influence the
extent to which their employees engage in such actions.
We, therefore, hypothesise that:

Hypothesis 2: Ethical leadership will significantly and
positively influence OCB

Organizational
Commitment

Organizational
Citizenship Behaviour

Figure 1. Conceptual framework
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Methods
Participants, Procedure, and Measures

The purpose of this research is to describe the level of
ethical leadership in correlation to employee commitment
and OCB at Ghanaian Hospitals in Kumasi Metropolis.
The target population for this study was staff of Kumasi
South Hospital, KNUST Hospital, and Manhyia District
Hospital. The hospitals were selected based on their
revenue, size, and impact in the region. The combined staff
population is estimated to be 472 working staff. The method
of convenience sampling was employed to select the
participants. The sample size constituted 159 nurses from
the selected hospitals. For the analytical procedures, SPSS
version 28 and SmartPLS was used. Ethical leadership was
measured using six (6) items from Brown et al. (2005).
Employee commitment was measured by using six (6)
items developed by Meyer and Allen (1997). To measure
organizational citizenship behaviour, a six-item scale from
Podsakoff et al. (1990) was used.

Results
Demographic Information of the Respondents

The majority of respondents were female, making up
nearly two-thirds (64.8%) of the sample, with males
accounting for 35.2%. This suggests that females are more
prevalent within this group. The age range of respondents

Table 1. Tests of Normality

varied considerably. The largest group (41.5%) was
aged 25-34 years. The least represented age group was
those aged 55 years and above, making up only 1.3%
of respondents. This indicates that the organization’s
staff’ skews towards younger ages, particularly those in
their late twenties to mid-thirties. 38.4% reported being
single. There were no divorced individuals in the sample.
Regarding the educational level of respondents, most had
completed at least a Bachelor’s degree (33.3%) or had
a diploma (28.9%). Fewer respondents had only a basic
or secondary education (26.4%) or a Master’s degree
(11.3%). No respondents had a PhD or Doctorate. This
distribution indicates a fairly educated workforce, with
a notable emphasis on undergraduate and diploma-level
education. The length of service at Ghanaian Hospitals
is another important demographic factor. The majority of
respondents (48.4%) had been with the hospital for 11-15
years, indicating a high level of staff retention or loyalty.
The least represented group was those who had worked for
the hospital for 1-5 years (8.8%) and those who had been
there for over 20 years (0%).

Normality Test

This section provides the outcomes of normality
tests conducted on the three primary constructs. The
Kolmogorov-Smirnov test and the Shapiro-Wilk test were
used to perform the analyses. The result is presented in
Table 1.

Kolmogorov-Smirnov* Shapiro-Wilk
Constructs/Items
Statistic df Sig. Statistic df Sig.
EL1 0.277 159 0.000 0.821 159 0.000
EL2 0.244 159 0.000 0.804 159 0.000
EL3 0.258 159 0.000 0.860 159 0.000
EL4 0.245 159 0.000 0.871 159 0.000
ELS 0.276 159 0.000 0.836 159 0.000
EL6 0.225 159 0.000 0.845 159 0.000
EC1 0.228 159 0.000 0.874 159 0.000
EC2 0.277 159 0.000 0.813 159 0.000
EC3 0.312 159 0.000 0.796 159 0.000
EC4 0.308 159 0.000 0.807 159 0.000
EC5 0.305 159 0.000 0.790 159 0.000
EC6 0.291 159 0.000 0.824 159 0.000
OCBlI 0.217 159 0.000 0.871 159 0.000
OCB2 0.207 159 0.000 0.895 159 0.000
OCB3 0.289 159 0.000 0.823 159 0.000
OCB4 0.275 159 0.000 0.825 159 0.000
OCB5 0.301 159 0.000 0.829 159 0.000
OCB6 0.336 159 0.000 0.801 159 0.000
Composite EL 0.183 159 0.000 0.887 159 0.000
Composite EC 0.190 159 0.000 0.910 159 0.000
Composite OCB 0.143 159 0.000 0.936 159 0.000
a. Lilliefors Significance Correction
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From the results in Table 1, we notice that for all the
constructs/items, both the Kolmogorov-Smirnov and
Shapiro-Wilk tests returned a significance level (sig.) of
0.000. In general, a sig. value less than 0.05 indicates that
the data significantly deviates from a normal distribution
(Pallant, 2016). Therefore, these results suggest that the
data for all the constructs/items do not follow a normal
distribution. The Shapiro-Wilk test, which is more
appropriate for smaller sample sizes, also confirms the
Kolmogorov-Smirnov findings, further reinforcing the
conclusion of non-normality (Razali & Wah, 2011).
In conclusion, the findings suggest that the data for all
constructs/items in this study do not meet the assumption
of normality. These results have important implications
for further statistical analyses and need to be taken into

EL1

EL2

0.637

0.700 \\‘

0.517

account when choosing appropriate statistical tests.

Confirmatory Composite Analysis (CCA) for Reliability
and Validity Assessment

This segment reports the CCA which covers measurement
model assessment for determining the reliability and
validity of the data. Composite reliability and Cronbach’s
alpha (a) were used in assessing the reliability of the
constructs. Further, the convergent validity was assessed
using average variance extracted (AVE>0.50) while
discriminant validity was assessed using Fornell-Larcker,
cross-loading, and Heterotrait-Monotrait Ratio (HTMT ,,)
criteria. The results are presented in Tables 2 to 5 and
Figure 2.
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Figure 2. Measurement model showing the loadings and AVEs

Table 2. Loadings

Items Loadings t-statistics p-values VIF
EC1 <- EC 0.720 12.997 0.000 1.877
EC2 <-EC 0.786 16.488 0.000 2.189
EC3 <-EC 0.710 17.785 0.000 1.627
EC4 <- EC 0.773 14.130 0.000 4.218
EC5 <-EC 0.724 13.856 0.000 1.917
EC6 <- EC 0.670 8.695 0.000 4.003
EL1 <- EL 0.637 8.024 0.000 1.874
EL2 <- EL 0.820 21.824 0.000 2.830
EL3 <- EL 0.810 20.239 0.000 2.093
EL4 <- EL 0.667 9.893 0.000 1.523
EL5 <- EL 0.751 14.103 0.000 1.795
EL6 <- EL 0.819 29.949 0.000 1.994

OCB1 <- OCB 0.821 24.477 0.000 2.017
OCB2 <- OCB 0.781 18.569 0.000 1.945
OCB3 <- OCB 0.760 12.949 0.000 2.247
OCB4 <- OCB 0.684 10.421 0.000 1.905
OCBS5 <- OCB 0.782 23.401 0.000 1.593
OCB6 <- OCB 0.780 15.457 0.000 2.013
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Table 2 shows the factor loadings with respective
t-statistics, p-values, and variance inflation factors (VIF)
for the constructs. High factor loadings (greater than 0.5)
are indicative of a significant relationship between the
item and its construct (Hair et al., 2010). For the construct
employee commitment, all six items (EC1 - EC6) have
factor loadings ranging from 0.670 to 0.786, indicating a
strong correlation with the construct. The t-statistics for
all these items are above 1.96 (the threshold for a two-
tailed test at the 5% level), and the p-values are 0.000,
indicating the significance of these items in explaining the
construct EC (Kline, 2011). The VIF values are below the
typical threshold of 5, suggesting that there is no severe
multicollinearity between the items (O’Brien, 2007).

Similarly, for the construct Ethical Leadership (EL),
all items (EL1 - EL6) show high factor loadings (0.637

Table 3. Reliability and convergent validity

- 0.820), significant t-statistics, and p-values of 0.000,
signifying a strong relationship between these items and the
EL construct. The VIF values are well below the threshold
of 5, showing no severe multicollinearity. Lastly, for the
construct OCB, all the items (OCB1 - OCB6) display
high factor loadings (0.684 - 0.821), large t-statistics,
and p-values of 0.000, which again indicate a strong
relationship between these items and the construct OCB.
The VIF values for these items are below the threshold of
5, suggesting no significant multicollinearity.

In conclusion, all the constructs in this analysis demonstrate
high loadings, significant t-statistics, and p-values, along
with low VIF values. These results provide strong support
for the measurement model and the validity of these
constructs in the context of this study.

Constructs Cronbach’s alpha Composite reliability (rho_c) Average variance extracted (AVE)
EC 0.828 0.873 0.535
EL 0.848 0.887 0.569
OCB 0.869 0.896 0.591

For all three constructs (EC, EL, OCB), the reliability
values are above the 0.70 threshold. For instance,
Cronbach’s alpha values range from 0.828 to 0.869, which
suggests good internal consistency among the items in
each construct. Similarly, the composite reliability values
for the three constructs (EC, EL, OCB) are all above 0.7,
ranging from 0.873 to 0.896, indicating excellent internal
consistency. Regarding the convergent validity which was
examined using the Average Variance Extracted (AVE), if
AVE is above 0.5, it means that, on average, the construct

Discriminant Validity

Table 4. Cross loadings for discriminant validity

explains over 50% of the variance of its indicators, which
suggests good convergent validity (Fornell & Larcker,
1981). The AVE values for EC, EL, and OCB are all above
0.5, indicating that each construct captures a substantial
amount of the variance in its items. In conclusion, based
on Cronbach’s alpha, composite reliability, and AVE
values, the constructs of employee commitment, ethical
leadership, and OCB demonstrate both high reliability and
good convergent validity in the context of this study.

Constructs/Items EC EL OCB
EC1 0.720 0.573 0.603
EC2 0.786 0.611 0.569
EC3 0.710 0.492 0.515
EC4 0.773 0.479 0.353
EC5 0.724 0.498 0.420
EC6 0.670 0.361 0.342
EL1 0.375 0.637 0.202
EL2 0.566 0.820 0.361
EL3 0.514 0.810 0.432
EL4 0.420 0.667 0.307
EL5 0.560 0.751 0.400
EL6 0.659 0.819 0.539

OCBI1 0.413 0.462 0.821
OCB2 0.450 0.378 0.781
OCB3 0.403 0.222 0.760
OCB4 0.354 0.182 0.684
OCB5 0.749 0.574 0.782
OCB6 0.441 0.271 0.780
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From Table 4, all items of the constructs EC, EL, and OCB
show their highest loadings on their respective constructs,
which is a good initial indication of discriminant validity.
According to Hair et al. (2010), for a construct to exhibit
good discriminant validity, the loading of an item on its

construct should be significantly higher than its cross-
loadings with any other construct. For example, EC1 has
a loading of 0.720 on its construct (EC) and lower cross-
loadings on EL (0.573) and OCB (0.603). This pattern is
observed consistently for all items within each construct.

Table S. Discriminant validity by Fornell-Larcker and HTMT criteria

Constructs EC EL OCB
Fornell-Larcker criterion

EC 0.732

EL 0.700 0.754

OCB 0.654 0.517 0.769
Heterotrait-monotrait ratio (HTMT) criterion

EC

EL 0.800

OCB 0.691 0.499

From Table 5 above, the square root of the AVE for each
construct (EC: 0.732, EL: 0.754, 0CB: 0.769) is higher than
the correlations between constructs (e.g., EC-EL: 0.700,
EC-OCB: 0.654, EL-OCB: 0.517), indicating satisfactory
discriminant validity. The HTMT criterion is an additional,
more stringent approach to assess discriminant validity.
Lower HTMT values indicate better discriminant validity.
Henseler et al. (2015) suggest a threshold value of 0.85
or 0.90, depending on the context. Looking at the table,
the HTMT values between all pairs of constructs (EC-EL:
0.800, EC-OCB: 0.691, EL-OCB: 0.499) are below 0.85,

Correlation Analysis

Table 6. Correlation matrix

further supporting the presence of discriminant validity. In
conclusion, based on both the Fornell-Larcker and HTMT
criteria, the constructs exhibit good discriminant validity
in this study. Thus, the cross-loadings, Fornell-Larcker,
and HTMT results provide robust evidence supporting
the discriminant validity of the constructs. This assures us
that the constructs in the study - EC, EL, and OCB - are
distinct from each other, and measure separate and unique
phenomena, which is crucial for the integrity and validity
of the research findings (Hair Jr, et al., 2016).

Constructs 1 2 3 4 5 6 7 8
1.  Gender --

2. Age 0.018 --

3. Marital Status 0.258™ =527 --

4. Education -0.233 0.235™ -0.296™ --

5. Tenure -0.202 0.474™ -0.315™ 0.307* --

6. EL -0.008 0.101 -0.056 0.069 -0.010 --

7. EC 0.097 0.214* -0.067 -0.002 -0.038 0.627* --

8. OCB 0.030 0.120 -0.047 -0.018 -0.058 0.422* 0.506™ --

**_ Correlation is significant at the 0.01 level (2-tailed).
*_ Correlation is significant at the 0.05 level (2-tailed).

From Table 6 above, there is no significant correlation
between gender and EL, suggesting that the gender of
the employees does not have a substantial impact on
their perception of ethical leadership. Similarly, there
is no significant correlation between gender and OCB,
indicating that OCB is not gender-dependent. However,
EL shows a significant positive correlation with EC (r
= 0.627) and OCB (r = 0.422). This implies that ethical
leadership is strongly associated with both the commitment
of employees and their OCB. Furthermore, EC and OCB

are significantly positively correlated (r = 0.506). This
suggests that employees who are committed to their
organization are more likely to demonstrate OCB.

In conclusion, the results obtained from the correlation
analysis reveal meaningful relationships between various
demographic variables and the constructs under study. It
also strengthens the connection between ethical leadership,
employee commitment, and OCB.
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Hypotheses Testing

Table 7. Hypotheses results
Hypothesis Path p SE t-statistics p-values Va R?
H1 EL ->EC 0.700 0.042 16.777 0.000 0.963 0.491
H2 EL -> OCB 0.517 0.056 9.299 0.000 0.365 0.267

For hypothesis H1, which proposed that ethical leadership
increases organizational commitment of employees, the
results indicate a statistically significant path coefficient (f
=0.700; SE=0.042;¢=16.777; p=0.000). Thus, hypothesis
HI is supported. The effect size (/2 = 0.963) and R squared
value (R* = 0.491) for this path suggest a substantial
effect, indicating that ethical leadership accounts for about
49.1% of the variance in nurse commitment. H2 posited
that ethical leadership improves OCB of employees. The

analysis substantiates this hypothesis, with a significant
path coefficient (f = 0.517; SE = 0.056; ¢t = 9.299; p =
0.000). The effect size (* = 0.365) indicates a moderate
effect, while the R squared value (R2 = 0.267) shows that
ethical leadership explains about 26.7% of the variance in
OCB. In summary, the results provide strong support for
both hypotheses. It is clear from these findings that ethical
leadership plays a crucial role in promoting both nurse’s
commitment and OCB in Ghanaian hospitals.

0.700 (16.777)

EL 0.517 (9.299)
0.267
OCB

Figure 3. Structural model showing the hypotheses results

Discussion of Results

It is evident in this study that ethical leadership enhanced
employee commitment of nurses of Ghanaian hospitals,
supporting the first hypothesis of this study. The statistically
significant relationship observed in the present research
(B =0.700; p = 0.000), along with the considerable effect
size (f2 = 0.963) and explained variance (R2 = 0.491),
reinforce the idea that ethical leadership plays a pivotal role
in shaping employees’ commitment to their organization.
A series of studies have indicated that ethical leadership
leads to a higher level of organizational commitment
(Ghahroodi et al., 2013; Toor & Ofori, 2009). This echoes
the findings of our study where ethical leadership accounted
for about 49.1% of the variance in nurses’ commitment at
Ghanaian hospitals. Ethical leaders, through their actions,
foster a sense of obligation and commitment among their
employees (Neubert et al., 2009), thus setting the stage for a
robust ethical culture within the organization (Brown et al.,
2005). Moreover, ethical leadership positively influences
employee commitment by acting as role models that

employees can emulate (Mayer et al., 2009). The aligned
ethical values shared by leaders and followers enhance the
attachment of nurses towards their organization (Brown et
al., 2005), thus fostering a strong sense of commitment.
This resonance of ethical principles forms a cornerstone of
organizational commitment, as evidenced in the study by
Celik et al. (2015) and Brown and Trevino (2006).

However, it is important to note that the beneficial
outcomes of ethical leadership are reliant on consistency
between leaders’ words and actions. Discrepancies in this
regard can undermine the positive influence of ethical
leadership on employee commitment (Eisenbeiss et al.,
2008). This serves as a reminder that ethical leadership is
not merely about advocating ethical principles, but also
about embodying these values consistently.

This study’s results proved that ethical leadership improved
OCB of nurses in Ghanaian hospitals. That is, the evidence
from the analysis supports the second hypothesis, with
ethical leadership showing a significant positive impact on
OCB (B = 0.517; p = 0.000). The effect size (2 = 0.365)
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suggests a moderate effect, and the variance in OCB
explained by ethical leadership is approximately 26.7%
(R2 = 0.267). The findings from the present study align
with the existing body of literature, indicating a positive
relationship between ethical leadership and nurses OCB
(Brown &Trevino, 2006; Lu, 2014; Shareef & Atan,
2019; Ting & Law Wai Man, 2012). The role modeling
performed by ethical leaders is a central mechanism
through which they can foster increased OCB among
employees (Brown et al., 2005). By exemplifying ethical
behaviour in their actions and decision-making, ethical
leaders can inspire employees to adopt similar behaviours,
promoting increased participation in OCB. This suggests
that the way leaders act and conduct themselves can directly
influence the degree of citizenship behaviour among their
employees. Ethical leaders also play a crucial role in
fostering a positive ethical climate within an organization.
This climate, characterised by shared perceptions about the
appropriateness and value of ethical behaviours (Victor &
Cullen, 1988), encourages employees to internalise these
ethical norms. When an alignment exists between the
ethical values of the organization (as embodied by the
leaders) and those of the employees, it can drive increased
engagement in OCB.

Implications of the Study

The implications of this study for both theory and practice
are manifold. Theoretically, it strengthens the existing
body of knowledge on ethical leadership and its influence
on organizational outcomes by providing empirical
evidence from a Ghanaian perspective, thus adding to the
growing body of research from non-Western contexts. The
empirical results lend credence to the notion that ethical
leadership is a critical factor in fostering commitment
and encouraging discretionary behaviours that go beyond
formal job requirements.

In terms of practical implications, the findings underline the
importance for organizations, like Ghanaian Hospitals, to
invest in ethical leadership development. Such efforts may
range from the incorporation of ethical considerations into
leader selection and promotion processes to the creation of
training and development initiatives that cultivate ethical
leadership skills. To conclude, our study underscores the
pivotal role ethical leadership plays in shaping nurses’
Employee commitment and OCB.

Conclusion

The findings of this study provide robust evidence
that ethical leadership significantly impacts both
organizational commitment and OCB among nurses of
Ghanaian Hospitals in Kumasi Metropolis. The analysis
demonstrated a substantial and positive relationship
between ethical leadership and organizational commitment

as well as a moderate and significant relationship between
ethical leadership and OCB. The study thereby supports
and extends the literature advocating the relevance of
ethical leadership in shaping organizational commitment
and stimulating OCB among employees (e.g., Brown &
Trevifio, 2006; Celik et al., 2015; Lu, 2014).

In conclusion, the present study’s findings are well
aligned with the broader literature indicating a positive
impact of ethical leadership on EC and OCB. These
findings underscore the significance of ethical leadership
in encouraging employees’ discretionary behaviours that
exceed their job descriptions and contribute to overall
organizational effectiveness.

Limitation and Future Research

One avenue for future research could involve exploring
additional variables that may serve as mediators or
moderators in the association between ethical leadership
and organizational outcomes. Potential variables that
could be considered in this study encompass trust, job
satisfaction, and perceived organizational support. This
research opens up several avenues for future exploration.
In addition, longitudinal research might help provide light
on the interconnectedness of ethical leadership, Employee
commitment, and OCB. These studies have the potential
to offer valuable insights into the temporal dynamics of
these relationships. Furthermore, there exists potential
for additional investigation into these associations within
diverse organizations and cultural settings.
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