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This study determines the antecedent of employees’ career
success. Literature on employees’ work-related predictors is well
established but leaders’ work-related behavior is noticeably
overlooked as an antecedent of employees’ career success.
Additionally, the role of intervening mechanism in linking
leaders’ acts and employees’ career success is yet to be fully
examined. Based on social exchange theory and social learning
theory, this study examines the influence of ethical leadership on
employees’ career success. It investigates the mediating process
of psychological empowerment and trust in the leader, among the
ethical leadership and employees’ career success. Furthermore,
the moderating role of emotional exhaustion is also examined.
Data is collected from 336 employees in the banking sector of
Pakistan. The findings reveal that psychological empowerment
and trust in the leader mediates the relations among ethical
leadership and employees’ career success. Furthermore, the
relation between ethical leadership and employees’ career
success is moderated by emotional exhaustion. The practical and
theoretical implications are presented.

Introduction

In the last few decades, ethical leadership has received great attention as many eminent
companies reported the ‘ethical violations’ of the leaders at work (Ofori, 2009). Concerning
incidents alert both practitioners and academics to give great consideration to the ethical
environment in the organizations and to inspect the consequences of ethical leadership (Mo & Shi,
2018). Ethical leadership is defined as leaders’ appropriate conduct i.e. personal actions and
interpersonal relationships with followers, promotion of two-way communication at work place as
well as decision-making and reinforcement (Brown et al., 2005; Dust et al., 2018). Ethical leaders
are self-motivated, cooperative, and willing to establish optimistic relationships with others
(Brown et al., 2005).
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The leaders' ethical values encourage the followers to make good changes in the workplace
and become creative that may contribute to their career advancement (Chen & Hou, 2016). But
there are only a few scholars consider ethical leadership as a predictor of employees’ career success
(Dust et al., 2018). Generally, the term career success is used to evaluate the status of employees’
career expansion. It is considered as expected growth in their current position in the corporate
hierarchy. It is also described as a construct comprise of a set of objective measures as well as
criteria that is observable to others i.e. job status, job designation organizational progress, and
employee rewards (Dries, 2011; Hall, 1996). This research focuses on two different dimensions of
employee career success these are success potential and current success. Current success shows
the in-role performance of employees and success potential reveals their future success potential.
In organizations, the leaders’ role is very important in an employee's career success. Leaders can
improve organization performance by managing financial issues and focusing on ethical rules in
the organization. Ethical leaders tend to be respectful and show trust in their employees through
interactions at work. Ethical leadership is important because respectful behavior is essential for
the ability and willingness of employees to cooperate.

Recently, scholars have examined the role of ethical behavior of leaders, and its impact on
different organization-level outcomes i.e. organization citizenship behavior (Ahmad et al., 2019;
Mo & Shi, 2017), organizational commitment (Zhu et al., 2004). In addition, research work also
focused on the relation of ethical leadership and employees-level outcomes i.e. employees’ well-
being (Chughtai et al., 2015), job performance (Walumbwa et al., 2011), task performance (Mo &
Shi, 2018), creativity (Feng et al., 2018), innovative work behavior (Yidong & Xinxin, 2013), job
satisfaction (Yozgat & Mesekiran, 2016) and their knowledge sharing behavior (Bavik et al.,
2018). Extant literature has also examined different factors which may help to increase employees’
career success. By viewing employee-level attributes, career success is a very important factor as
every employee wants to get success in his or her career.

In this regard, recent research spreads light on some important factors (e.g., generative
mechanisms) that may help employees to get career success through the ethical behavior of leaders.
Similarly, little is known about whether ethical leadership is linked to employees' career success
via employees’ trust in the leader and their psychological empowerment. Psychological
empowerment is a process to enhance the spirits of the self-efficacy of employees. Psychological
empowerment is described as employees’ intrinsic motivation for task and satisfaction (Thomas
& Velthouse, 1990). At this point, there is a lack of studies that emphasized on psychological
empowerment as an intervening mechanism between ethical leadership and employees' career
success. Trust in the leader is described as employees’ mindset or intention to accept openness,
positive expectations or behavior of leader (Rousseau et al., 1998). Furthermore, the intervening
mechanism of trust in the leader in the relation between ethical leadership and employee career is
yet to be explored (Dust et al., 2018).

In addition, we consider emotional exhaustion that may exacerbate or mitigate the relation
of ethical leadership and employees’ career success. To examine the importance of emotional
states during social learning processes, we accentuate emotional exhaustion. Emotional exhaustion
is an employee's psychological state of having depression due to excessive job or personal
problems and continuous stress. Social learning theory also shows that emotional states damage
individuals’ mental functioning and reduce the ability to learn in the social environment (Bandura,
1977).
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To fulfill the research gap and to address the recent calls to advance the literature on ethical
leadership and employees career (Dust et al., 2018), this research attempts to examine the
mediating mechanism of psychological empowerment and trust in the leader to understand the
association of ethical leadership and employees’ career success. Furthermore, we also examined
emotional exhaustion as boundary condition for the direct relationship of ethical leadership and
employees’ career success.

Literature Review and Hypotheses

Ethical Leadership and Employee Career Success

“Ethics is at the heart of leadership” (Ciulla, 2004). Ethical leadership is considered a
leadership style that is most prominent in the context of social enterprise (De Hoogh & Den Hartog,
2008). Although ethical leadership has received great concerns, there is a lack of empirical research
for the relation among ethical leadership and employees’ work-related outcomes (Ofori, 2009) e.g.
"organizational commitment (Kim & Brymer, 2011), job performance (Walumbwa et al., 2011),
and job satisfaction (Neubert et al., 2009)". Ethical leaders tend to focus on employees’
benevolence and developing needs that may help to raise their confidence and career growth. These
leaders provide training sessions to encourage the employees to become creative as well as ethical
organizational members. Therefore, employees under ethical leadership feel more competent in
existing positions.

When trusted leaders show ethical behavior in the workplace, then employees’ experience
reduction in anxiety, fear, and risk. Accordingly, these employees feel that they have the abilities,
confidence, and self-worth to influence events in workplace settings. The empirical findings have
also confirmed that ethical leadership is connected to employees' work-related outcomes e.g. high
levels of commitment, satisfaction, willingness to share difficulties with the leader, effective
performance, and more organizational citizenship behaviors (Brown et al., 2005; Walumbwa et
al., 2011). Hence, ethical leadership actions tend to protect the rights of the employees' respect,
autonomy, dignity and more likely to enhance their career development.

Haia: Ethical leadership positively affects employee career success.

Ethical Leadership and Psychological Empowerment

Psychological empowerment is considered as an active intentions toward work, which can
affect the potential of employees’ success (Maynard et al., 2012). Specifically, empowered
workers are more attentive in determining their work context, and feel more confident in
performing their actions (Spreitzer, 1995). Empowerment is one of the key concepts that tend to
promote favorable individuals and organizational levels outcomes. Psychological empowerment
is perceived as an empowering process that improves employees’ mission initiation and
persistence (Conger & Kanungo, 1988).

Ethical leaders are expected to treat the employees with respect. In this way, they protect
the rights of employees and create feelings of empowerment in employees. Therefore, the
employees under ethical leaders are more capable to perform any task. According to social learning
theory, ethical leader acts as an explicit role model of employees, by this way, employees may
learn specific psychological states to deal with changes in the workplace (Gooty et al., 2009).
Ethical leadership can also affect the psychological resources of employees and create similarities
between the leaders and their followers, it influences employees' performance-related efficiency
in the workplace (Bouckenooghe et al., 2015). Additionally, an ethical leader encourages
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employees to implement their ideas and contribute to the decision-making process, which may
increase employees' autonomy within the given work environment (Piccolo et al., 2010).
Haib: Ethical leadership positively affects psychological empowerment.

Ethical Leadership and Trust in the Leader

Trust is “psychological feelings embracing positive expectations or behavior of another”
(Rousseau et al., 1998). According to Matloob (2018), there is positive relation between ethical
leadership and project success. When employees believe that leaders encourage them and they
perform tasks according to the direction of their leadership; it can lead to employees' trust in the
leader. The employees believe that the work environment established by the leader is for their
welfare, it can boost their trust in the leader (Whitener et al., 1998).

The ethical behavior of a leader helps and assists the employees at all stages in the
organization (Brown et al., 2005; Piccolo et al., 2010). In reciprocation to ethical leadership,
employees show good performance (Hassan et al.,, 2013). For instance, ethical leadership
motivates and changes the belief, self-concepts of employees and affects their commitment (Den
Hartog & Belschak, 2012). Ethical leadership does not only improve the employees' creativity but
also enhances their supportive attitude toward the leader and organization (Den Hartog, 2015).

Lasthuizen (2008) determined that transformational leadership has a positive impact on
employees' trust in the leader, which recommends the relationship between ethical leadership and
employee trust. Moreover, Den Hartog et al. (2003) found that the effect of perceived leader
integrity on employee trust in the leader. Caldwell et al. (2008) theoretically found ethical
stewardship to a high level of trust. Finally, honest leadership is considered as an essential
perspective for being an ethical leader (Trevifio & Weaver, 2003). Based on the above literature
we expect that there is relation between ethical leadership and employees' trust in their leader.
Hac: Ethical leadership positively affects trust in the leader.

Psychological Empowerment and Employee Career Success

Psychological empowerment means employees' motivation and satisfaction. Prior findings
proved that empowerment is associated with the in-role performance of employees (Seibert et al.,
2011). An employee achievements or work-related outcomes that he or she accumulates during
work experience (Judge et al., 1995). Previously, research work also determined that employees'
careers can be influenced by situational factors. Numerous studies have focused on some personal
and organizational factors such as are socio-demographic status (Ng et al., 2005), and
organizational size (Mathieu & Zajac, 1990) which tend to influence employees’ career success
and career satisfaction.

Limited research is conducted to incorporate the association of psychological
empowerment and the career success of individuals. Empowering persons are more likely to
exhibit job satisfaction, job performance, and organizational commitment (Avolio et al., 2004).
Employees are more likely to satisfy with their career, when they are psychologically empowered.

Researchers have used career success as a tool to assess employees’ career growth. Indeed,
It is a positive emotional outcome and attainment accrued during work (Seibert et al., 1999). Career
continues throughout the job, even over the sequence of life. From the assessment to career
expansion or progress, it is very important to receive gratitude and promotion from the leader.
Psychological-based studies show that employees with high psychological capital can receive
more positive evaluations (Chen & Lim, 2012). Thus we propose the following hypothesis.

H2: Psychological empowerment positively affects employee career success.
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Trust in Leader and Employee Career Success

It has been determined that trustworthy leadership is positively related with employee-
level attributes because when the employees have trust in their leader, they feel more confident
and pay more attention to their career success (Chughtai et al., 2015). According to the social
exchange theory, when employees have more trust in their leader, they are more likely to show
positive attitudes. In contrast, when employees have less trust in their leader, they left to feel
overwhelmed and withdrawal intention at work (Dirks & Ferrin, 2002). Research evidence also
demonstrated that trust is an important element to extend social exchange relations and decrease
uncertainty (Colquitt & Rodell, 2011). Therefore, the employees who have trust in their leader,
feel a sense of responsibility based on their reliable relationship with leaders (Colquitt et al., 2012).
By following assumptions of social exchange theory, trustworthy leadership tends to decrease
employees' turnover intention and helps them to improve their career success.

As mentioned, the parties operate based on trust in business, and also considered goodwill
and mutual concern” (Blau, 1964; Dirks & Ferrin, 2002). Indeed, employees observe the element
of trust in establishing a relationship with their leaders. It is important to consider this factor to
examine the relationship of the leader with employees because when employees have more trust
in their leader, it also enhances the employees’ career success. Consequently, we suggest the
following hypothesis.

Has: Trust in the leader positively affects employee career success.

Mediating Role of Psychological Empowerment

Psychological empowerment can ultimately influence individual and work-related
outcomes. Individuals who are empowered e.g., intrinsic motivation, self-control would feel
confident and show more involvement in their work role (Zhang & Bartol, 2010). Likewise,
empowered employees try to align their personal goals with the organizational goals (Spreitzer et
al., 1999). More probably these employees participate in organizational benefits (Choi, 2007).
Psychological empowerment is considered an important mechanism to enhance employee efficacy.

Thus, it is expected that employees’ psychological empowerment enhances the association
among ethical leadership and career success. Indeed, ethical leadership may increase employees’
motivation and feelings of self-efficacy, which subsequently support the employees’ career
development. Recent research suggests that psychological empowerment may indirectly influence
the positive relationship of servant leadership and employee career success (Dust et al., 2018).
Combining research evidence, we propose that ethical leadership will increase employees’ career
success Vvia psychological empowerment.

Hasa: Psychological empowerment mediates the relationship between ethical leadership and
employee career success.

Mediating Role of Trust in Leader

Scholars have examined that trust has relation with job-related attitudes and behavioral
goals (Davis et al., 2000). The social exchange viewpoint demonstrates two core sides e.g., trust
and fairness. Fair interactions can increase the social exchange relationship and trust can
strengthen the integrity between two parties (DeConinck, 2010). These factors are important to
develop the intention to persist. Consequently, trust is considered as an antecedent of employees'’
well-being (Mulki et al., 2006). Numerous studies have highlighted the relationship between the
behavior of the leader and the trust in different perspectives of workplace settings (Dirks & Ferrin,
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2002; Joseph & Winston, 2005). But there is a lack of research that provides evidence for the
intervening role of trust in the leader (Chan et al., 2008; Mulki et al., 2006).

Social exchange theory also supports indirect relationship of ethical leadership and
employees’ career success through trust in leader. When employees experience the ethical
behavior of the leadership, it can enhance employee career success via trust in leaders. Prior
research has focused on the mediating role of trust between ethical leadership and work
engagement (Chughtai et al., 2015). To our best knowledge, this is the first research that empirical
examines the mediating effect of trust in leader in understanding the relation between ethical
leadership and employee career success. Hence, we suggest the following hypothesis.

Hab: Trust in the leader mediates the relationship between ethical leadership and employee
career success.

Moderation of Emotional Exhaustion

Emotional exhaustion is the phenomenon of burnout that negatively influences individuals'
behaviors in the workplace(Maslach et al., 2001). Generally, emotional exhaustion is linked with
work-related activities and may cause to decrease performance and increase depression of
employees. Numerous studies found that emotional exhaustion may damage work-related behavior
e.g., work efforts (Skaalvik & Skaalvik, 2011) as well as harms the work-related attitude e.g.,
organizational commitment and job satisfaction (Mulki et al., 2006). Further, it negatively
influences organizational citizenship behavior (Cropanzano et al., 2003), and job performance
(Babakus et al., 1999) and is positively associated with employees' turnover intentions (Moore,
2000).

Scholars have discussed the emotional exhaustion basis on the psychological foundations.
When employees are emotionally depleted, they are unable to maintain psychological-
physiological states in order to perform their job (Ambrose et al., 2014). As stated, emotional
exhaustion leads to an employee’s burnout, which can damage the interpersonal interaction of
organizational members e.g., leaders and employees (Cropanzano et al., 2003). Moreover, when
an individual feels a high level of emotional exhaustion, it decreases employee's performance
(Cropanzano et al., 2003), increases intention to leave the job (Knudsen et al., 2009), and increases
intended staff turnover (Beidas et al., 2016). Similarly, employees who experience emotional
exhaustion, they are not able to maintain their efficiency and focus on their work. Prior research
determined that emotional exhaustion can affect the indirect relation between ethical leadership
and career success (Dust et al., 2018). We propose that emotional exhaustion will moderate the
positive relation between ethical leadership and employees’ career success.

Hs:  The direct relationship between ethical leadership and employee career success is
moderated through emotional exhaustion such that the direct effect is stronger as emotional
exhaustion decrease and vice versa.
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Figure 1: Hypothesized Model.
Research Methodology

In this study, we collected data from focal employees of the banking sector in Pakistan.
The data collected through a self-administrated questionnaire from permanent employees of all
public and private limited banks situated in metropolitan cities. To increase the effectiveness, we
conducted a pilot test, before collecting the final responses of all participants. Firstly, we
maintained the list of all banks, which are operating in metropolitan cities of Pakistan. Secondly,
we contacted the HR department of each bank. We requested the HR department to assist in the
process of data collection. We selected the online survey approach and administered the
questionnaire along with a covering letter to the permanent employees of head offices and relevant
branches. The participants were approached through their emails and WhatsApp. This process was
continued for six weeks. The final sample consisted of 336 useable responses.
Ethical leadership

It is measured by adopted 10 items from Brown et al. (2005). A sample item includes “My
organization’s manager makes fair and balanced decisions”. These items were measured by
utilizing a six-point scale ranged from 1=strongly disagree to 6=strongly agree.
Employee career success

We considered two factors, which were associated with both employee success potential
and employee current success. To measure employee success potential, we used four items from
Schaubroeck and Lam (2004). A sample item is “I have a good chance of being promoted soon”.
The employee current success was measured by utilizing 7 items scale from Frese et al. (1997). A
sample item includes "I take initiative immediately, even when others don't". The employees rated
these items by using a 6-item scale ranging from 1=not true and 6=absolutely true.

Psychological empowerment
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Psychological empowerment was measured by using 12 items adopted from previous
studies (Dust et al., 2018; Spreitzer, 1995). A sample item is “The work | do is very important to
me”. The employees rate these items by using a 5-point scale ranging from 1=never and 5=always.

Trust in the leader: it is measured by using 5 items from Anand et al. (2012). A sample
item is “I'm sure I could openly communicate my ideas to my organization’s Manager”. Employees
responded to these items by using a 6-point scale ranging from 1=strongly disagree to 6=strongly
agree.

Emotional exhaustion

To measure emotional exhaustion, we used 10 items scale from (Maslach & Jackson,
1981). A sample item is “I feel emotionally drained from my work”. The employees rate these
items by using a 5-item scale ranging from 1=never and 5=always.

Results and Discussion

To analyze the data, we utilized AMOS Software and PROCESS macro for SPSS
developed by Hayes (2013). Table 1 consists of the Mean, standard deviation and correlations of
all variables. The results indicate significant correlation between hypothesized relations. The
ethical leadership significantly positively affect employee career success (coefficient = 0.31**),
psychological empowerment (coefficient = 0.37**) and employees’ trust in the leader (coefficient
= 0.60**). The results also indicate that psychological empowerment and employee’s trust in the
leader both have significant and positive impact on employees' career success (coefficient =
0.52**) and (coefficient = 0.41**). Furthermore, emotional exhaustion has a significant and
positive impact on employee career success (coefficient = 0.19**). Furthermore, all control
variables were not correlated with the main variables of the current study. Consequently, control
variables were not considered for further analyses (Petersitzke, 2009).

Table 1: Mean, standard deviation and correlations

Variables Mean SD 1 2 3 4 5 6 7
1. Education 159 109 1

2. Tenure 245 188 -0.14" 1

3. Ethical leadership 459 0.86 0.02  0.14" (0.89)

4. Emotional

exhaustion 3.08 089 -0.08 -0.01 -0.09 (0.86)

5.ECS 423 087 0.01 0.11° 0317 0.19™ (0.84)

6. Psychological

empowerment 397 0.69 0.04 012" 037" 0.04 052 (0.75)

7. Trustin Leader 453 096 0.02 0.04 0.60” -0.08 0417 0.38" (0.91)

Notes: N = 336. *p < 0.05; **p < 0.01; ***p < 0.001; ECS= Employee career success

To examine the reliability of core variables, all the items were tested through Cronbach
alpha, the alpha values of all scales were above 0.70 (Table 1). The convergent and discriminant
validity was tested by following the process given by Hair et al. (2010). Table 2 depicts that the
composite reliability of all variables is statistically significant and within the acceptable range.
Moreover, the values of AVE are above 0.50 and the values of MSV and ASV are less than AVE.
Hence, there is no issue of convergent and discriminant validity.

Table 2: Reliability and Validity

Variables CR AVE MSV ASV
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Employee career success 0.85 0.53 0.19 0.11

Trust in leader 0.91 0.56 0.44 0.18
Ethical leadership 0.89 0.50 0.44 0.16
Emotional exhaustion 0.86 0.51 0.04 0.02
Psychological empowerment 0.76 0.53 0.08 0.06

Notes: CR: composite reliability; AVE: average variance extracted; MSV: maximum
shared variance; ASV: average shared variance

To test the hypothesized model, we applied the SPSS Process macros model five (Hayes,
2013) for simultaneously testing the direct, indirect, and moderating effects. Table 3 shows the
results. The results show that the influence of ethical leadership on the employees' career success
(B=0.280; p<0.1), psychological empowerment (=0.293; p<0.001), and trust in the leader
(B=0.670; p<0.001) was positively associated and significant. Thus, Hia, Hib, and Hic were
supported. Results also indicated that the association between psychological empowerment and
employees' career success was positively associated and significant $=0.477 (p<0.001), Therefore,
H> was supported. The relation of trust in the leader with employee career success was positive
and significant $=0.230, (p<0.001). Thus, Hz was supported.

The results of indirect effect suggested that the relationship of ethical leadership with
employee career success was significantly mediated through psychological empowerment as
=0.139 (LLCI= 0.088 & ULCI=0.200). Both values, upper and lower-class intervals were
positive. Hence Haa was fully supported. The results also reveal the relation of ethical leadership
with employee career success was significantly mediated through trust in the leader p=0.154
(LLCI=0.083 & ULCI=0.221). Both values, upper and lower class interval were positive. Thus,
Hsb was also fully supported. The results also show that the employee emotional exhaustion
moderated the direct relationship of ethical leadership with employees' career success = -0.078
(p<0.05). Thus, Hs was also fully supported.

Table 3: Process Macro Results

Hypotheses Path Coefficient LLCI ULCI
Hia EL—> ECS 0.280* 0.411 0.942
Hib EL—> PE 0.293*** 0.589 0.749
Haic EL —> TIL 0.670*** 0.221 0.398
H2 PE—> ECS 0.477*** 0.133 0.277
Hs TIL—» ECS 0.230*** -0.253 -0.099
Hsa EL—> ECSviaPE 0.139 0.088 0.200
Hasb EL—> ECSviaTIL 0.154 0.083 0.221
Hs ELx EE— ECS -0.078* -0.153 -0.003

Notes: *p < 0.05; **p <0.01; ***p < 0.001; EL= Ethical leadership; ECS= Employee career
success; PE= Psychological empowerment; TIL= Trust in leader; EE= Emotional
exhaustion
The graphical representation (Figure 2) shows the moderating effect of emotional
exhaustion between the direct relation of ethical leadership and employee career success. The beta
value of the interaction effect was negative and significant, which shows that the interaction effect
of ethical leadership and emotional exhaustion was negatively associated with employees' career
success (B =—0.073, p=0.08). Moreover, we also conducted the slope analysis to understand the
moderating effect of emotional exhaustion. As shown in Figure 2, the positive relation of ethical
leadership with employee career success was weak at high levels of emotional exhaustion and this
relation was stronger when emotional exhaustion decrease. These findings further supported Hs.
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Figure 2: Slop analysis
Implications for research

This research extends the current literature on the consequences of ethical leadership. It
determines a positive effect of ethical leadership style on employees’ career success through
psychological empowerment, and trust in the leader. It offers new insights to researchers and
suggests them to pay attentions toward the ethical leadership role and its effect on the employees’
level outcomes. Current research also enriches the literature and determines the potential
antecedents of employees’ career success. This proposes that employees’ career success might not
only connect with the employees' attributes but also stem from the ethical behavior of leaders.
Previous research focused on the impact of ethical leadership on organizational and societal factors
(Den Hartog, 2015). Moreover, this study provides theoretical understating through mediating
mechanism of psychological empowerment; trust in the leader in examining linking between
ethical leadership and employees’ career success. This theoretical framework may help the
scholars to further extend the research in different directions.

This study has also some practical implications. Leaders might wish to carry ethical
behavior and influence the employees' career success positively. Because leaders' ethical actions
may help to shape the employees' career development. This employee’s career success is one of
the organizational level objectives to improve the both employees’ career related success and
organizational level success. This study is important for policy makers specifically in the banking
sector of Pakistan. Because, current research provides understanding to the top management to
make policies according to the employees' related behavior e.g., employees career success,
psychological empowerment, and trust in the leadership, specifically in the banking sector.

Limitations and Research Directions

Each research work has some limitations; this study has also certain limitations. First, the
current study has measured both independent and dependent variables from the single source i.e.
employees of banks, which may create common rater bias. The future researcher can collect the
data and record the responses from two separate sources (e.g., leader and immediate employees).
Second, the current study also shows a limitation that we used cross-sectional and collect the data
at one point in time, which may not measure the fluctuation in the employees’ career success path.
In the future, scholars may collect data and measure employee career success at different intervals
of time by using a longitudinal design. Third, this study focuses on only one kind of leadership
approach i.e. ethical leadership. Future research should use different leadership styles (i. e. leader
humility, transformational leadership and transactional leadership) and examine different effects
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on employee career success. Finally, this study only focuses on the banking sector of Pakistan.
Therefore, its findings cannot be generalized in different sectors, specifically manufacturing and
services sectors. Future research may select different sectors (e.g., manufacturing and service), and
investigate the generalizability of the current study.

Conclusion

This research has examined the relation of ethical leadership and the career success of
employees. We also examine the intervening mechanism of psychological empowerment and trust
in leaders, and moderating role of emotional exhaustion in the banking sector of Pakistan. The
results supported the direct relations of ethical leadership and employees’ career success, and
indirect association via psychological empowerment and trust in the leader. Our findings have also
supported the entire process that ethical leadership influences the employees’ career success
though psychological empowerment and trust in the leader, but not for employees with high
emotional exhaustion at work. The moderating effect of emotional exhaustion has also supported
the theoretical expectations. The hypothesized model will provide a forum to scholars to
investigate that how ethical leadership may create an effective environment for employees’ career
success as well as the success of organization.

References

Ahmad, I., Donia, M. B., Khan, A., & Waris, M. (2019). Do as I say and do as | do? The mediating
role of psychological contract fulfillment in the relationship between ethical leadership and
employee extra-role performance. Personnel review.
https://doi.org/https://doi.org/10.1108/PR-12-2016-0325

Ambrose, S. C., Rutherford, B. N., Shepherd, C. D., & Tashchian, A. (2014). Boundary spanner
multi-faceted role ambiguity and burnout: An exploratory study. Industrial Marketing
Management, 43(6), 1070-1078.
https://doi.org/https://doi.org/10.1016/j.indmarman.2014.05.020

Anand, G., Chhajed, D., & Delfin, L. (2012). Job autonomy, trust in leadership, and continuous
improvement: An empirical study in health care. Operations Management Research, 5(3),
70-80. https://doi.org/https://doi.org/10.1007/s12063-012-0068-8

Avolio, B. J.,, Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational leadership and
organizational commitment: Mediating role of psychological empowerment and
moderating role of structural distance. Journal of Organizational Behavior: The
International Journal of Industrial, Occupational and Organizational Psychology and
Behavior, 25(8), 951-968. https://doi.org/https://doi.org/10.1002/job.283

Babakus, E., Cravens, D. W., Johnston, M., & Moncrief, W. C. (1999). The role of emotional
exhaustion in sales force attitude and behavior relationships. Journal of the Academy of
Marketing Science, 27(1), 58-70.
https://doi.org/https://doi.org/10.1177%2F0092070399271005

Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioral change. Psychological
review, 84(2), 191. https://doi.org/https://psycnet.apa.org/doi/10.1037/0033-
295X.84.2.191

Bavik, Y. L., Tang, P. M., Shao, R., & Lam, L. W. (2018). Ethical leadership and employee
knowledge sharing: Exploring dual-mediation paths. The Leadership Quarterly, 29(2),
322-332. https://doi.org/https://doi.org/10.1016/j.leaqua.2017.05.006

JMAS, Vol. 3, Issue. 1, Year 2023 29


https://doi.org/https:/doi.org/10.1108/PR-12-2016-0325
https://doi.org/https:/doi.org/10.1016/j.indmarman.2014.05.020
https://doi.org/https:/doi.org/10.1007/s12063-012-0068-8
https://doi.org/https:/doi.org/10.1002/job.283
https://doi.org/https:/doi.org/10.1177%2F0092070399271005
https://doi.org/https:/psycnet.apa.org/doi/10.1037/0033-295X.84.2.191
https://doi.org/https:/psycnet.apa.org/doi/10.1037/0033-295X.84.2.191
https://doi.org/https:/doi.org/10.1016/j.leaqua.2017.05.006

Beidas, R. S., Marcus, S., Wolk, C. B., Powell, B., Aarons, G. A., Evans, A. C., Hurford, M. O.,
Hadley, T., Adams, D. R., & Walsh, L. M. (2016). A prospective examination of clinician
and supervisor turnover within the context of implementation of evidence-based practices
in a publicly-funded mental health system. Administration and Policy in Mental Health
and Mental Health Services Research, 43(5), 640-649.
https://doi.org/https://doi.org/10.1007/s10488-015-0673-6

Blau, P. (1964). Power and exchange in social life. In: New York: J Wiley & Sons.

Bouckenooghe, D., Zafar, A., & Raja, U. (2015). How ethical leadership shapes employees’ job
performance: The mediating roles of goal congruence and psychological capital. Journal
of Business Ethics, 129(2), 251-264. https://doi.org/https://doi.org/10.1007/s10551-014-
2162-3

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

Caldwell, C., Hayes, L. A., Bernal, P., & Karri, R. (2008). Ethical stewardship—implications for
leadership and  trust.  Journal of business ethics, 78(1), 153-164.
https://doi.org/https://doi.org/10.1007/s10551-006-9320-1

Chan, K. W., Huang, X., & Ng, P. M. (2008). Managers’ conflict management styles and employee
attitudinal outcomes: The mediating role of trust. Asia Pacific Journal of Management,
25(2), 277-295. https://doi.org/https://doi.org/10.1007/s10490-007-9037-4

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

Chen, D. J., & Lim, V. K. (2012). Strength in adversity: The influence of psychological capital on
job  search. Journal of  Organizational  Behavior,  33(6), 811-839.
https://doi.org/https://doi.org/10.1002/job.1814

Choi, J. N. (2007). Change-oriented organizational citizenship behavior: effects of work
environment characteristics and intervening psychological processes. Journal of
Organizational Behavior: The International Journal of Industrial, Occupational and
Organizational Psychology and Behavior, 28(4), 467-484.
https://doi.org/https://doi.org/10.1002/job.433

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

Ciulla, J. B. (2004). Ethics and leadership effectiveness. The nature of leadership, 302-327.

Colquitt, J. A., LePine, J. A., Piccolo, R. F., Zapata, C. P., & Rich, B. L. (2012). Explaining the
justice—performance relationship: Trust as exchange deepener or trust as uncertainty
reducer? Journal of applied psychology, 97(1), 1.
https://doi.org/https://psycnet.apa.org/doi/10.1037/a0025208

Colquitt, J. A., & Rodell, J. B. (2011). Justice, trust, and trustworthiness: A longitudinal analysis
integrating three theoretical perspectives. Academy of Management Journal, 54(6), 1183-
1206. https://doi.org/https://doi.org/10.5465/amj.2007.0572

Conger, J. A., & Kanungo, R. N. (1988). The empowerment process: Integrating theory and
practice. Academy of management review, 13(3), 471-482.
https://doi.org/https://doi.org/10.5465/amr.1988.4306983

JMAS, Vol. 3, Issue. 1, Year 2023 30


https://doi.org/https:/doi.org/10.1007/s10488-015-0673-6
https://doi.org/https:/doi.org/10.1007/s10551-014-2162-3
https://doi.org/https:/doi.org/10.1007/s10551-014-2162-3
https://doi.org/https:/doi.org/10.1016/j.obhdp.2005.03.002
https://doi.org/https:/doi.org/10.1007/s10551-006-9320-1
https://doi.org/https:/doi.org/10.1007/s10490-007-9037-4
https://doi.org/https:/doi.org/10.1016/j.leaqua.2015.10.007
https://doi.org/https:/doi.org/10.1002/job.1814
https://doi.org/https:/doi.org/10.1002/job.433
https://doi.org/https:/doi.org/10.1007/s10551-014-2126-7
https://doi.org/https:/psycnet.apa.org/doi/10.1037/a0025208
https://doi.org/https:/doi.org/10.5465/amj.2007.0572
https://doi.org/https:/doi.org/10.5465/amr.1988.4306983

Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2003). The relationship of emotional exhaustion to
work attitudes, job performance, and organizational citizenship behaviors. Journal of
Applied psychology, 88(1), 160. https://doi.org/https://psycnet.apa.org/doi/10.1037/0021-
9010.88.1.160

Davis, J. H., Schoorman, F. D., Mayer, R. C., & Tan, H. H. (2000). The trusted general manager
and business unit performance: Empirical evidence of a competitive advantage. Strategic
management journal, 21(5), 563-576. https://doi.org/https://doi.org/10.1002/(SICI1)1097-
0266(200005)21:5%3C563::AID-SMJ99%3E3.0.CO;2-0

De Hoogh, A. H., & Den Hartog, D. N. (2008). Ethical and despotic leadership, relationships with
leader's social responsibility, top management team effectiveness and subordinates'
optimism: A multi-method study. The leadership quarterly, 19(3), 297-311.
https://doi.org/https://doi.org/10.1016/j.leaqua.2008.03.002

DeConinck, J. B. (2010). The effect of organizational justice, perceived organizational support,
and perceived supervisor support on marketing employees' level of trust. Journal of
business research, 63(12), 1349-1355.
https://doi.org/https://doi.org/10.1016/j.jbusres.2010.01.003

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

Den Hartog, D. N., & Belschak, F. D. (2012). When does transformational leadership enhance
employee proactive behavior? The role of autonomy and role breadth self-efficacy. Journal
of Applied Psychology, 97(1), 194.
https://doi.org/https://psycnet.apa.org/doi/10.1037/a0024903

Den Hartog, H., Derix, M., Van Bemmel, A., Kremer, B., & Jolles, J. (2003). Cognitive
functioning in young and middle-aged unmedicated out-patients with major depression:
testing the effort and cognitive speed hypotheses. Psychological medicine, 33(8), 1443.
https://doi.org/DOI: 10.1017/S003329170300833X

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytic findings and implications
for research and practice. Journal of applied psychology, 87(4), 611.

Dries, N. (2011). The meaning of career success: Avoiding reification through a closer inspection
of historical, cultural, and ideological contexts. Career Development International.
https://doi.org/https://doi.org/10.1108/13620431111158788

Dust, S. B., Resick, C. J., 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.
https://doi.org/https://doi.org/10.1016/j.leaqua.2018.02.002

Feng, J., Zhang, Y., Liu, X., Zhang, L., & Han, X. (2018). Just the right amount of ethics inspires
creativity: A cross-level investigation of ethical leadership, intrinsic motivation, and
employee  creativity.  Journal of  Business  Ethics, 153(3), 645-658.
https://doi.org/https://doi.org/10.1007/s10551-016-3297-1

Frese, M., Fay, D., Hilburger, T., Leng, K., & Tag, A. (1997). The concept of personal initiative:
Operationalization, reliability and validity in two German samples. Journal of
occupational and organizational psychology, 70(2), 139-161.
https://doi.org/https://doi.org/10.1111/j.2044-8325.1997.tb00639.x

Gooty, J., Gavin, M., Johnson, P. D., Frazier, M. L., & Snow, D. B. (2009). In the eyes of the
beholder: Transformational leadership, positive psychological capital, and performance.

JMAS, Vol. 3, Issue. 1, Year 2023 31


https://doi.org/https:/psycnet.apa.org/doi/10.1037/0021-9010.88.1.160
https://doi.org/https:/psycnet.apa.org/doi/10.1037/0021-9010.88.1.160
https://doi.org/https:/doi.org/10.1002/(SICI)1097-0266(200005)21:5%3C563::AID-SMJ99%3E3.0.CO;2-0
https://doi.org/https:/doi.org/10.1002/(SICI)1097-0266(200005)21:5%3C563::AID-SMJ99%3E3.0.CO;2-0
https://doi.org/https:/doi.org/10.1016/j.leaqua.2008.03.002
https://doi.org/https:/doi.org/10.1016/j.jbusres.2010.01.003
https://doi.org/10.1146/annurev-orgpsych-032414-111237
https://doi.org/10.1146/annurev-orgpsych-032414-111237
https://doi.org/https:/psycnet.apa.org/doi/10.1037/a0024903
https://doi.org/DOI
https://doi.org/https:/doi.org/10.1108/13620431111158788
https://doi.org/https:/doi.org/10.1016/j.leaqua.2018.02.002
https://doi.org/https:/doi.org/10.1007/s10551-016-3297-1
https://doi.org/https:/doi.org/10.1111/j.2044-8325.1997.tb00639.x

Journal  of Leadership &  Organizational  Studies, 15(4), 353-367.
https://doi.org/https://doi.org/10.1177%2F1548051809332021

Hair, J. F., Anderson, R. E., Babin, B. J., & Black, W. C. (2010). Multivariate data analysis: A
global perspective (Vol. 7). In: Upper Saddle River, NJ: Pearson.

Hall, D. T. (1996). Protean careers of the 21st century. Academy of Management Perspectives,
10(4), 8-16. https://doi.org/https://doi.org/10.5465/ame.1996.3145315

Hassan, S., Mahsud, R., Yukl, G., & Prussia, G. E. (2013). Ethical and empowering leadership and
leader effectiveness. Journal of Managerial Psychology.
https://doi.org/https://doi.org/10.1108/02683941311300252

Hayes, A. F. (2013). Introduction to mediation, moderation, and conditional process analysis: A
regression-based approach Guilford Press. New York, NY.

Joseph, E. E., & Winston, B. E. (2005). A correlation of servant leadership, leader trust, and
organizational  trust. Leadership &  Organization  Development  Journal.
https://doi.org/https://doi.org/10.1108/01437730510575552

Judge, T. A., Cable, D. M., Boudreau, J. W., & Bretz Jr, R. D. (1995). An empirical investigation
of the predictors of executive career success. Personnel psychology, 48(3), 485-519.
https://doi.org/https://doi.org/10.1111/].1744-6570.1995.th01767.X

Kim, W. G., & Brymer, R. A. (2011). The effects of ethical leadership on manager job satisfaction,
commitment, behavioral outcomes, and firm performance. International Journal of
Hospitality Management, 30(4), 1020-1026.
https://doi.org/https://doi.org/10.1016/j.ijhm.2011.03.008

Knudsen, H. K., Ducharme, L. J., & Roman, P. M. (2009). Turnover intention and emotional
exhaustion™ at the top™: adapting the job demands-resources model to leaders of addiction
treatment organizations. Journal of occupational health psychology, 14(1), 84.
https://doi.org/https://psycnet.apa.org/doi/10.1037/a0013822

Lasthuizen, K. M. (2008). Leading to integrity. Empirical research into the effects of leadership
on ethics and integrity.

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of
organizational behavior, 2(2), 99-113.
https://doi.org/https://doi.org/10.1002/job.4030020205

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual review of psychology,
52(1), 397-422. https://doi.org/https://doi.org/10.1146/annurev.psych.52.1.397

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, correlates,
and consequences of organizational commitment. Psychological bulletin, 108(2), 171.
https://doi.org/https://psycnet.apa.org/doi/10.1037/0033-2909.108.2.171

Matloob, M. (2018). Impact of Ethical Leadership on Project Success: Mediating role of Employee
Trust and Moderating role of Ethical Orientation. Jinnah Business Review, 6(1), 42-49.

Maynard, M. T., Gilson, L. L., & Mathieu, J. E. (2012). Empowerment—fad or fab? A multilevel
review of the past two decades of research. Journal of Management, 38(4), 1231-1281.
https://doi.org/https://doi.org/10.1177%2F0149206312438773

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

JMAS, Vol. 3, Issue. 1, Year 2023 32


https://doi.org/https:/doi.org/10.1177%2F1548051809332021
https://doi.org/https:/doi.org/10.5465/ame.1996.3145315
https://doi.org/https:/doi.org/10.1108/02683941311300252
https://doi.org/https:/doi.org/10.1108/01437730510575552
https://doi.org/https:/doi.org/10.1111/j.1744-6570.1995.tb01767.x
https://doi.org/https:/doi.org/10.1016/j.ijhm.2011.03.008
https://doi.org/https:/psycnet.apa.org/doi/10.1037/a0013822
https://doi.org/https:/doi.org/10.1002/job.4030020205
https://doi.org/https:/doi.org/10.1146/annurev.psych.52.1.397
https://doi.org/https:/psycnet.apa.org/doi/10.1037/0033-2909.108.2.171
https://doi.org/https:/doi.org/10.1177%2F0149206312438773
https://doi.org/https:/doi.org/10.1007/s10551-015-2734-x
https://doi.org/https:/doi.org/10.1007/s10551-015-2734-x

Mo, S., & Shi, J. (2018). The voice link: A moderated mediation model of how ethical leadership
affects individual task performance. Journal of Business Ethics, 152(1), 91-101.
https://doi.org/https://doi.org/10.1007/s10551-016-3332-2

Moore, J. E. (2000). Why is this happening? A causal attribution approach to work exhaustion
consequences. Academy of Management Review, 25(2), 335-349.
https://doi.org/https://doi.org/10.5465/amr.2000.3312920

Mulki, J. P., Jaramillo, F., & Locander, W. B. (2006). Emotional exhaustion and organizational
deviance: Can the right job and a leader's style make a difference? Journal of Business
Research, 59(12), 1222-1230.
https://doi.org/https://doi.org/10.1016/j.jbusres.2006.09.001

Neubert, M. J., Carlson, D. S., Kacmar, K. M., Roberts, J. A., & Chonko, L. B. (2009). The virtuous
influence of ethical leadership behavior: Evidence from the field. Journal of business
ethics, 90(2), 157-170. https://doi.org/https://doi.org/10.1007/s10551-009-0037-9

Ng, T. W., Eby, L. T., Sorensen, K. L., & Feldman, D. C. (2005). Predictors of objective and
subjective career success: A meta-analysis. Personnel psychology, 58(2), 367-408.
https://doi.org/https://doi.org/10.1111/j.1744-6570.2005.00515.x

Ofori, G. (2009). Ethical leadership: Examining the relationships with full range leadership model,
employee outcomes, and organizational culture. Journal of Business Ethics, 90(4), 533-
547. https://doi.org/https://doi.org/10.1007/s10551-009-0059-3

Petersitzke, M. (2009). Supervisor psychological contract management. In Supervisor
psychological contract management (pp. 131-142). Springer.
https://doi.org/https://doi.org/10.1007/978-3-8349-8194-3 6

Piccolo, R. F., Greenbaum, R., Hartog, D. N. d., & Folger, R. (2010). The relationship between
ethical leadership and core job characteristics. Journal of organizational behavior, 31(2-
3), 259-278. https://doi.org/https://doi.org/10.1002/job.627

Rousseau, D. M., Sitkin, S. B., Burt, R. S., & Camerer, C. (1998). Not so different after all: A
cross-discipline view of trust. Academy of management review, 23(3), 393-404.
https://doi.org/https://doi.org/10.5465/amr.1998.926617

Schaubroeck, J., & Lam, S. S. (2004). Comparing lots before and after: Promotion rejectees’
invidious reactions to promotees. Organizational Behavior and Human Decision
Processes, 94(1), 33-47. https://doi.org/https://doi.org/10.1016/].0bhdp.2004.01.001

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999). Proactive personality and career success.
Journal of applied psychology, 84(3), 416.
https://doi.org/https://psycnet.apa.org/doi/10.1037/0021-9010.84.3.416

Seibert, S. E., Wang, G., & Courtright, S. H. (2011). Antecedents and consequences of
psychological and team empowerment in organizations: a meta-analytic review. Journal of
applied psychology, 96(5), 981.

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the
teaching profession: Relations with school context, feeling of belonging, and emotional
exhaustion. Teaching and teacher education, 27(6), 1029-1038.
https://doi.org/https://doi.org/10.1016/j.tate.2011.04.001

Spreitzer, G. M. (1995). Psychological empowerment in the workplace: Dimensions,
measurement, and validation. Academy of management Journal, 38(5), 1442-1465.
https://doi.org/https://doi.org/10.5465/256865

Spreitzer, G. M., De Janasz, S. C., & Quinn, R. E. (1999). Empowered to lead: The role of
psychological empowerment in leadership. Journal of Organizational Behavior: The

JMAS, Vol. 3, Issue. 1, Year 2023 33


https://doi.org/https:/doi.org/10.1007/s10551-016-3332-2
https://doi.org/https:/doi.org/10.5465/amr.2000.3312920
https://doi.org/https:/doi.org/10.1016/j.jbusres.2006.09.001
https://doi.org/https:/doi.org/10.1007/s10551-009-0037-9
https://doi.org/https:/doi.org/10.1111/j.1744-6570.2005.00515.x
https://doi.org/https:/doi.org/10.1007/s10551-009-0059-3
https://doi.org/https:/doi.org/10.1007/978-3-8349-8194-3_6
https://doi.org/https:/doi.org/10.1002/job.627
https://doi.org/https:/doi.org/10.5465/amr.1998.926617
https://doi.org/https:/doi.org/10.1016/j.obhdp.2004.01.001
https://doi.org/https:/psycnet.apa.org/doi/10.1037/0021-9010.84.3.416
https://doi.org/https:/doi.org/10.1016/j.tate.2011.04.001
https://doi.org/https:/doi.org/10.5465/256865

International Journal of Industrial, Occupational and Organizational Psychology and
Behavior, 20(4), 511-526. https://doi.org/https://doi.org/10.1002/(SIC1)1099-
1379(199907)20:4%3C511::AID-JOB900%3E3.0.CO;2-L

Thomas, K. W., & Velthouse, B. A. (1990). Cognitive elements of empowerment: An
“interpretive” model of intrinsic task motivation. Academy of management review, 15(4),
666-681. https://doi.org/https://doi.org/10.5465/amr.1990.4310926

Trevifio, L. K., & Weaver, G. R. (2003). Managing ethics in business organizations: Social
scientific perspective. Stanford University Press.

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

Whitener, E. M., Brodt, S. E., Korsgaard, M. A., & Werner, J. M. (1998). Managers as initiators
of trust: An exchange relationship framework for understanding managerial trustworthy
behavior. Academy of management review, 23(3), 513-530.
https://doi.org/https://doi.org/10.5465/amr.1998.926624

Yidong, T., & Xinxin, L. (2013). How ethical leadership influence employees’ innovative work
behavior: A perspective of intrinsic motivation. Journal of business ethics, 116(2), 441-
455. https://doi.org/https://doi.org/10.1007/s10551-012-1455-7

Yozgat, U., & Mesekiran, G. (2016). The impact of perceived ethical leadership and trust in leader
on job satisfaction. Journal of Economics, Business and Management, 4(2), 125-131.

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity: The
influence of psychological empowerment, intrinsic motivation, and creative process
engagement. Academy of management journal, 53(1), 107-128.
https://doi.org/https://doi.org/10.5465/amj.2010.48037118

Zhu, W., May, D. R., & Avolio, B. J. (2004). The impact of ethical leadership behavior on
employee outcomes: The roles of psychological empowerment and authenticity. Journal
of Leadership & Organizational Studies, 11(2), 16-26.
https://doi.org/https://doi.org/10.1177%2F107179190401100104

JMAS, Vol. 3, Issue. 1, Year 2023 34


https://doi.org/https:/doi.org/10.1002/(SICI)1099-1379(199907)20:4%3C511::AID-JOB900%3E3.0.CO;2-L
https://doi.org/https:/doi.org/10.1002/(SICI)1099-1379(199907)20:4%3C511::AID-JOB900%3E3.0.CO;2-L
https://doi.org/https:/doi.org/10.5465/amr.1990.4310926
https://doi.org/https:/doi.org/10.1016/j.obhdp.2010.11.002
https://doi.org/https:/doi.org/10.5465/amr.1998.926624
https://doi.org/https:/doi.org/10.1007/s10551-012-1455-7
https://doi.org/https:/doi.org/10.5465/amj.2010.48037118
https://doi.org/https:/doi.org/10.1177%2F107179190401100104

