)

Check for
updates

The Influence of Ethical Leadership on Organizational
Citizenship Behavior: The Mediating Role of
Psychological Empowerment

Faisal Firman* ** and Mursalim Nohong"' g

Hasanuddin University, Makassar, Indonesia
*firmanf24a@student.unhas.ac.id

Abstract. This study explores the relationship between ethical leadership and
Organizational Citizenship Behavior (OCB), focusing particularly on the
mediating role of psychological empowerment. Ethical leadership, which
emphasizes fairness, integrity, and concern for employees, is increasingly
recognized as a critical driver of positive workplace behaviors. Drawing upon
social learning theory, this research argues that leaders who act ethically serve as
role models, shaping employees’ attitudes and encouraging prosocial actions. In
addition, psychological empowerment theory suggests that when employees feel
a sense of meaning, competence, self-determination, and impact, they are more
likely to engage in behaviors that go beyond formal job requirements. To
examine these propositions, data were gathered from 310 employees working in
the Indonesian public sector, a context where leadership credibility and
employee engagement are crucial for organizational effectiveness. Structural
Equation Modeling using Partial Least Squares (SEM-PLS) was employed to
test the hypothesized relationships. The findings demonstrate that ethical
leadership exerts a significant positive effect on OCB both directly and
indirectly, with psychological empowerment serving as a meaningful mediator.
These results highlight the need for organizations to promote ethical leadership
practices while simultaneously fostering empowerment among employees to
create a supportive environment that encourages voluntary, citizenship-oriented
behaviors essential for long-term organizational success.terms.
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1 Introduction

In the dynamic and complex landscape of organizational behavior, the success of any
institution increasingly relies on employees’ willingness to go beyond formal job
descriptions. This discretionary effort, known as Organizational Citizenship Behavior
(OCB), reflects employees' voluntary engagement in activities that support the social
and psychological environment of the workplace. OCB includes behaviors such as
helping others, being punctual, showing initiative, and maintaining positive attitudes
toward
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the organization [1]. As organizations face growing pressures to remain agile, ethical,
and accountable—particularly in the public sector—understanding the antecedents of
OCB has become a strategic imperative [2].

Among the various leadership styles influencing OCB, ethical leadership has
garnered increasing scholarly attention [3,4]. Ethical leadership is defined as the
demonstration of normatively appropriate conduct through personal actions and
interpersonal relationships and the promotion of such conduct among followers
through communication, reinforcement, and decision-making. Ethical leaders act as
moral role models, emphasizing fairness, honesty, responsibility, and respect for
others. In doing so, they establish a normative framework that guides employees’
behavior and fosters trust and mutual respect within organizations.

Given these considerations, this study aims to investigate the mediating role of
psychological empowerment in the relationship between ethical leadership and OCB.
By focusing on Indonesian public institutions, this research also addresses a contextual
gap in leadership and behavioral studies, which remain predominantly Western-centric.
The study contributes to the theoretical enrichment of the leadership—OCB nexus and
offers practical implications for leadership development and human resource
management in emerging market bureaucracies [5,6].

This study is guided by two central research questions that seek to deepen the
understanding of organizational behavior in the public sector. The first explores
whether ethical leadership has a significant influence on employees’ organizational
citizenship behavior (OCB). The second examines the potential mediating role of
psychological empowerment, specifically investigating whether the effect of ethical
leadership on OCB occurs indirectly through employees’ enhanced sense of
autonomy, confidence, and meaning in their work. Together, these questions aim to
clarify both the direct and indirect pathways through which ethical leadership shapes
positive discretionary behaviors in public organizations.

By answering these questions, this study aims to enhance our understanding of how
ethical leadership can inspire proactive, value-driven behaviors through psychological
pathways, thereby advancing ethical governance and performance in public institutions.

2 Literature Review

The link between ethical leadership and OCB is grounded in social learning theory,
which posits that individuals learn appropriate behaviors by observing role models,
especially those in positions of authority. Employees are likely to emulate the values
and behaviors exhibited by ethical leaders, including helping behaviors and civic
virtue. However, while several studies confirm the direct effect of ethical leadership
on OCB, the underlying psychological mechanisms that facilitate this relationship
remain less explored—especially in non-Western, hierarchical work environments
such as the Indonesian public sector [5,6].

One potential mechanism is psychological empowerment, a motivational construct
encompassing four cognitions: meaning, competence, self-determination, and impact
[7]. Psychological empowerment represents an individual’s perception of control over
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their work and its outcomes. When employees feel empowered, they are more likely to
take ownership of their tasks, engage in problem-solving, and demonstrate proactive,
citizenship-oriented behaviors. FEthical leaders can cultivate psychological
empowerment by fostering trust, encouraging participative decision-making, and
supporting employees’ sense of purpose and capability.

Research integrating ethical leadership and psychological empowerment is still
evolving, but initial findings suggest a promising mediating role [8, 9]. Ethical
leadership may not only model desirable behavior but also create a supportive climate
that nurtures employees’ internal motivation. In turn, empowered employees may
reciprocate through behaviors that go beyond formal obligations. In contexts where
organizational hierarchies are rigid and formal supervision dominates—such as in
many public sector organizations in Indonesia—empowerment can serve as a critical
driver of discretionary effort and civic commitment.

3 Methodology

3.1 Research design and sample

This study employed a quantitative, explanatory research design using a cross-sectional
survey approach. The sample comprised 310 employees from various government
agencies in Indonesia, selected through proportionate stratified random sampling.
Respondents were full-time staff members with at least one year of work experience.

3.2 Measures

All constructs in this study were measured using validated Likert-scale instruments,
ranging from 1 (strongly disagree) to 7 (strongly agree). Ethical leadership was
measured using the 10-item Ethical Leadership Scale developed by Brown et al. [3],
which captures leaders’ fairness, integrity, and role-modeling behaviors.
Psychological empowerment was assessed through Spreitzer’s 12-item scale, which
covers four dimensions: meaning, competence, self-determination, and impact,
reflecting employees’ sense of control and purpose in their work. Finally, OCB was
measured using the 16item scale developed by Podsakoff et al. [9] comprising
dimensions such as altruism, civic virtue, conscientiousness, and courtesy, which
collectively represent employees’ discretionary contributions to organizational
effectiveness.

3.3  Data Analysis

Data were analyzed using SmartPLS 4, which is widely applied in management and
social sciences research for variance-based Structural Equation Modeling (PLS-SEM).
This approach was chosen due to its suitability for predictive modeling and its ability
to handle complex models with latent variables, even under conditions of non-normal
data distribution and relatively small-to-medium sample sizes [10].

Validity was examined through Average Variance Extracted (AVE > 0.5) to ensure
convergent validity, while reliability was assessed using Composite Reliability (CR >
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0.7) as recommended in methodological literature [11]. Structural relationships were
evaluated using path coefficients (B), t-values, and p-values derived from the
bootstrapping procedure with 5,000 subsamples, which provides robust estimates of
standard errors and significance testing [12].

4 Results

4.1 Measurement Model

The measurement model was first evaluated for validity and reliability. As shown in
Table 1, the Average Variance Extracted (AVE) values ranged from 0.582 to 0.703,
exceeding the recommended threshold of 0.50, thereby confirming convergent validity.
Composite Reliability (CR) values ranged from 0.861 to 0.915, which are well above
the recommended cut-off of 0.70, indicating internal consistency reliability.
Furthermore, discriminant validity was confirmed using the HTMT criterion, with all
values below the recommended threshold of 0.85.

Table 1. Convergent Validity and Reliability of Constructs

Construct AVE CR HTMT
Ethical Leadership 0.582 0.861 <0.85
Psychological 0.703 0915 <085
Empowerment
Organizational
Citizenship Behavior 0.629 0.892 <0.85
(OCB)

Source: Team Calculation

4.2 Structural Model

The structural model was assessed to examine the hypothesized relationships. Path
coefficients, t-values, and significance levels were obtained through bootstrapping
with 5,000 resamples. The results are summarized in Table 2.

Table 2. Structural Model Results

Path B p-value Result
Ethical Leadershi
OCB P 0.39 <0.001 Supported
Ethical Leadership
—  Psychological 0.46 <0.001 Supported
Empowerment
Psychological 041 <0.001 Supported
Empowerment —
OCB

Source: Team Calculation

The analysis also revealed a significant indirect effect of ethical leadership on OCB
through psychological empowerment (= 0.19, p <0.001), with a Variance Accounted
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For (VAF) value of 49%, indicating partial mediation [9,10,11,12]. The explanatory
power of the model was satisfactory, with R> = 0.21 for Psychological Empowerment
and R? = 0.47 for OCB.

5 Discussion

The findings provide robust empirical support for the proposition that ethical leadership
strengthens Organizational Citizenship Behavior in the Indonesian public sector. The
significant direct path from ethical leadership to OCB indicates that when leaders
consistently demonstrate fairness, integrity, and respect, employees are more inclined
to engage in discretionary behaviours that sustain the social and psychological
functioning of their organisations, including helping colleagues, demonstrating
conscientiousness, and exhibiting civic virtue [8,9]. This pattern is consistent with
social learning theory, which emphasises that employees acquire behavioural cues by
observing and emulating role models in positions of authority. In public organisations
where formal rules and hierarchical oversight remain salient, ethical leaders appear to
function as credible reference points for appropriate conduct, thereby facilitating
citizenship-oriented behaviours that exceed contractual job requirements [10,11].

The results further show that ethical leadership has a significant positive influence
on psychological empowerment, and that empowerment is, in turn, positively
associated with OCB. This aligns with psychological empowerment theory, which
conceptualises empowerment as a motivational state reflecting meaning, competence,
self-determination, and impact [7]. Ethical leaders can enhance these cognitions by
clarifying the value and purpose of work, enabling participative decision-making, and
providing consistent support and recognition. Such leadership practices cultivate a
sense of agency and ownership among employees, which plausibly increases their
willingness to contribute beyond prescribed duties. This mechanism complements
evidence in the broader leadership literature indicating that leadership behaviours,
together with empowering practices and positive psychological resources, can reduce
employee negativity and stimulate constructive, proactive contributions at work
[14,15].

The mediation results indicate that psychological empowerment partially transmits
the effect of ethical leadership to OCB, as reflected by the significant indirect effect
and the VAF value indicating partial mediation [9,10,11,12]. This finding implies that
ethical leadership promotes OCB through at least two pathways. First, employees may
directly emulate ethical role modelling and translate it into prosocial and cooperative
behaviour. Second, ethical leadership shapes the psychological conditions that enable
employees to feel capable and autonomous, thereby increasing their inclination to
display OCB as a voluntary expression of commitment and responsibility. The partial
nature of the mediation is theoretically meaningful because it suggests that
empowerment is an important, but not exclusive, mechanism, leaving scope for
complementary processes such as organisational identification, trust, and justice
perceptions that have been highlighted in related work [10,11]. Methodologically, the
use of PLS-SEM is appropriate for examining these predictive relationships within a
latent variable framework and for estimating direct and indirect effects through
resampling-based inference
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[16,17], while convergent validity and reliability checks align with established
measurement standards commonly used in structural equation modelling research
[18].

5.1  Theoretical implications

This study extends the ethical leadership and OCB literature by empirically validating
psychological empowerment as a motivational mechanism that helps explain how
ethical leadership translates into discretionary behaviour in a non-Western public
sector context [8,9]. By integrating social learning theory with empowerment theory,
the study offers a more complete explanation of the leadership—OCB nexus,
demonstrating that ethical role modelling operates alongside internal motivational
states characterised by meaning, competence, autonomy, and impact [7]. The findings
are also consistent with wider leadership and organisational behaviour research
showing that leadership and empowerment-related processes can foster positive
employee outcomes and proactive behaviours, including performance-relevant
discretionary contributions [14,15]. In addition, the study contributes a contextually
grounded perspective by demonstrating these mechanisms in Indonesian public
institutions, where hierarchical structures may otherwise inhibit autonomy and
initiative, thereby making empowerment particularly salient for eliciting OCB [5,6].

5.2 Practical implications

The results imply that public sector organisations should treat ethical leadership
development as a strategic priority. Leadership selection, training, and performance
management systems should reinforce fairness, integrity, accountability, and
transparent decision-making, given their demonstrated influence on citizenship-
oriented behaviour [8,9]. At the same time, efforts to strengthen psychological
empowerment should be embedded in managerial practice, including opportunities for
participative input, delegated discretion over task execution, and recognition
mechanisms that reinforce employees’ perceived competence and impact [7,14]. Such
initiatives are likely to be especially consequential in public bureaucracies where
formalisation can constrain individual agency. By simultaneously cultivating ethical
leadership and empowerment-supportive conditions, organisations can strengthen
voluntary, prosocial behaviours that support service quality, organisational
effectiveness, and public trust, which remain essential for sustained performance in the
public sector [10,11].

6 Conclusion and Implications

This study advances our understanding of the relationship between ethical leadership
and Organizational Citizenship Behavior (OCB) by integrating social learning theory
with psychological empowerment theory. The findings confirm that ethical leadership
not only directly fosters OCB but also operates indirectly through psychological
empowerment, which functions as a significant mediating mechanism. This highlights
the importance of psychological empowerment as a theoretical bridge in explaining
how
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ethical role modeling translates into discretionary employee behaviors. The novelty of
this research lies in validating this mechanism within the Indonesian public sector
context, thereby offering fresh empirical evidence from a non-Western setting where
hierarchical structures are prevalent.

From a theoretical standpoint, the study contributes by expanding the leadership—
OCB literature. While prior research has predominantly focused on transformational
and transactional leadership styles, this research underscores the role of ethical
leadership as a distinct and critical predictor of OCB. Furthermore, by situating
psychological empowerment as a mediator, the study refines existing theoretical
frameworks and provides a more nuanced explanation of employee behavioral
outcomes.

The practical implications of these findings are twofold. First, organizations,
particularly in the public sector, should prioritize ethical leadership development,
ensuring that leaders embody fairness, integrity, and accountability. Leadership
training and performance evaluations should incorporate ethical dimensions to
strengthen leaders’ credibility and trustworthiness. Second, enhancing psychological
empowerment through participative decision-making, recognition systems, and
opportunities for skill development can cultivate a workforce that is both engaged and
willing to go beyond formal job descriptions, thereby improving organizational
effectiveness and public service delivery.

Despite these contributions, the study has several limitations. The cross-sectional
design restricts causal inferences, and the reliance on self-reported survey data may
introduce common method bias. In addition, the research is limited to a single cultural
and sectoral context, which may constrain the generalizability of the findings to other
organizational settings or cultural environments.

Future research should address these limitations by employing longitudinal or
experimental designs to strengthen causal claims. Comparative studies across sectors
or countries could also shed light on contextual variations in the leadership—OCB
relationship. Moreover, integrating additional mediators or moderators, such as
organizational justice, trust, or cultural values, would provide deeper insights into the
complex mechanisms through which ethical leadership influences employee
behaviors.
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