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Abstract

Exploring the nuanced dimensions of leadership within contemporary organizational
contexts, in this study, I delved into the correlation and interchangeability between
virtuous and ethical leadership paradigms. Anchored in a methodological framework that
includes a thorough literature review and a correlation research design, I assessed the
relationship between perceptions of virtuous leadership (measured by the virtuous
leadership questionnaire) and ethical leadership (measured by the ethical leadership
scale) among leaders and subordinates across a representative demographic of the
professional business environment. Drawing from a qualified participant pool of 533, I
found a statistically significant, direct, and robust correlation (» = .91, p <.001) between
virtuous and ethical leadership perceptions. Simple linear regression analysis showed that
perceptions of virtuous leadership significantly predict those of ethical leadership,
explaining 83.02% of the variance in ethical leadership perceptions (¥ (1,531) =
2,596.06, p <.001, R?=.83). These findings illuminate the close alignment between the
constructs of virtuous and ethical leadership and suggest the potential use of their
measurement instruments interchangeably without modification. By challenging
traditional leadership models and advocating for an integrated approach to moral
leadership, I highlight the critical importance of fostering both ethical behaviors and
virtuous traits for effective leadership. A discussion of the implications for leadership
development within organizations and outline directions for future research is provided,
emphasizing the need for a holistic approach to cultivating leadership qualities that
enhance organizational culture and effectiveness.

Keywords: ethical leadership, virtuous leadership, ethical leadership scale,

virtuous leadership questionnaire
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Chapter 1 — Introduction

Leadership is critical for organizational success. The challenges that professional,
academic, and governmental organizations worldwide face today, require a change in
basic assumptions in leadership theory. Such a significant shift should emphasize
principled, values-based, moral, ethical, virtuous, and thoughtful leadership that benefits
the individual, team, and organization. Traditional methods of leadership theory, such as
trait, behavioral, and situational theory, lack a comprehensive or systematic framework
for developing leaders with a sense of higher purpose or deep moral and spiritual
dimensions (Benmira & Agboola, 2021). Though certain styles, such as transformational
leadership, offer a greater sense of purpose via mentorship and interprofessional
cooperation, they still fail to provide a satisfying approach. Thus, a profound personal
transformation is necessary to acquire leadership skills. This work involved a correlation
analysis of the measurement instruments of two leadership styles—ethical and virtuous—
to clarify and successfully implement the most appropriate and effective leadership

practices.

Background

Brown and Trevifio (2014) emphasized the importance of developing leaders with
a higher purpose and superior moral dimensions. Recently, researchers have explored the
relationship between virtuous leadership and organizational outcomes, indicating that
virtuous leadership positively affects employee job satisfaction, organizational
commitment, and performance (Hannah et al., 2020; Kuenzi & Schminke, 2016). In
additional empirical studies, researchers have further addressed the relationship between
ethical and virtuous leadership using measurement tools such as Wang and Hackett’s
(2016) virtuous leadership questionnaire (VLQ) and Brown et al.’s (2005) ethical
leadership scale (ELS). These scales are used to achieve a comprehensive, valid, and
reliable measurement of ethical and virtuous leadership. Overall, research continues to
emphasize the importance of developing leaders with a moral and values-based approach.
As such, developing reliable measurement tools is crucial for furthering the literature and

comparative analysis of empirical studies in this field (Zhang et al., 2019).
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Ethical Leadership

Ethical leadership has been a topic of interest for centuries, with early
philosophers such as Aristotle (2000) discussing the importance of leaders’ ethical
conduct and its potential impact on citizens, nations, and the world. It was, however, not
until approximately 20 years ago that the academic discourse on ethical leadership began
with the seminal research by Ciulla (1998) that placed ethics at the heart of leadership.
Trevifio et al. (2000, 2003) followed Ciulla’s work, suggesting that ethical leadership
comprises both moral qualities and managerial practices applied consistently.
Specifically, a leader with moral traits fosters ethical conduct among subordinates by
establishing their moral character. Essentially, the leader leads by example, creating an
environment where moral aptitude is not only an expectation but also a requirement.
Brown et al. (2005) established and influenced the concept of ethical leadership by
emphasizing the importance of aligning behavior with established norms and encouraging
followers to adopt such behavior through a two-way communication, reinforcement, and
decision-making.

A reliable and extensively tested measurement scale is necessary to establish
ethical leadership as a distinct area of study. The ELS has been a subject of significant
research, beginning with the seminal work of Brown et al. (2005) in developing and
evaluating its effectiveness in measuring ethical leadership. Other measurement tools,
such as the ethical leadership questionnaire by Yukl et al. (2013) and ethical leadership at
work scale by Kalshoven et al. (2011), have also been used in the assessment of ethical
leadership. Developing and using a reliable measurement scale for ethical leadership will
facilitate further research and comparative analysis of empirical studies in this emerging
field. Because the ELS is the most researched scale, I used it for correlation analysis in
this study.

Virtuous Leadership

Virtuous leadership and the use of virtue ethics as a framework for business ethics
have garnered increased attention in recent years, as evidenced by the growing body of
research in this area (Banks et al., 2016; Crossan et al., 2013; Flynn, 2008). Cameron
(2021), for example, posited that virtuous leadership focuses on maximizing the potential

of human systems and promoting ethical behavior. However, research suggesting that
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responsible leadership is founded on virtuous principles supplanted this position (Hackett
& Wang, 2012). Virtuous leadership scales primarily comprise self-assessment tools,
including the virtuous leadership scale (VLS; Sarros, Gray et al., 2006), the virtue ethical
character scale (Chun, 2005), and the VLQ (Wang & Hackett, 2016).

Statement of the Problem

Accurate and defined measurement of virtuous and ethical leadership remains a
consistent challenge in leadership studies (Sarwar et al., 2020; Shin & Kim, 2021).
Despite the development of several tools, consensus on the definition and measurement
of both virtuous and ethical leadership is still lacking, disallowing comprehensive or
succinct results due to inconsistencies (Hannah et al., 2020). Each measurement scale is
accompanied by its variables, processes, and techniques and is used to measure various
aspects of leadership. Further development of comprehensive tools oriented toward
ethical and virtuous leadership is necessary. Studies highlighting the conceptual and
empirical relationship between ethical and virtuous leadership continue to fall short in
their explanations (Korsgaard, 2020). Although some researchers have suggested a
significant overlap between these two leadership approaches (Banks et al., 2016; Bedi et
al., 2016), their findings are not definitive, suggesting a need for further investigation to
understand what correlation, if any, exists between the two.

In addition to understanding the conceptual and empirical relationships between
ethical and virtuous leadership, researchers have emphasized the importance of
examining the contextual factors that influence the effectiveness of ethical and virtuous
leadership (Brown & Trevifio, 2014; Zhang et al., 2019). For example, a recent meta-
analysis by Sarwar et al. (2020) stressed the need for a clear understanding of the
relationship between ethical and virtuous leadership, suggesting that several factors may
moderate it. Addressing these issues will lead to a better understanding of the complex
nature of leadership and inform the development of effective practices in professional,
academic, and governmental organizations. Therefore, it is crucial to conduct further
research to develop reliable and valid measurement instruments for ethical and virtuous
leadership through exploring the conceptual, empirical, and contextual factors that

influence their effectiveness.
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Purpose of the Research

In this study, I investigated the relationship between virtuous and ethical
leadership and the correlation and possible interchangeability of measurement
instruments for each as well as the effectiveness of each approach. For example, Liu et al.
(2023) argued that virtuous leadership can promote ethical behavior in organizations and
suggested that ethical leadership can enhance employee job satisfaction and commitment.
Ehrhart et al. (2019) found that ethical and virtuous leadership can positively affect
employee well-being and organizational outcomes.

Researchers have also emphasized the importance of accurate measurement in
leadership research. Banks et al. (2016) noted the need for alignment between
measurement instruments, and Bedi et al. (2016) called for the development of valid and
reliable measures. In response, Den Hartog and Belschak (2012) and Mihelic et al. (2010)
developed and validated measurement tools for virtuous leadership. These tools,
however, do not show the existence of a relationship between virtuous and ethical
leadership.

In this study, I explored the degree of alignment and correlation between the
measurement instruments used to assess virtuous and ethical leadership and the potential
impact of discrepancies in research findings, supporting the recommendation by DeRue
et al. (2011) to conduct a comparative analysis of leadership models to address
limitations in the existing literature. Schaubroeck and Lam (2002) and Samnani et al.
(2021) also emphasized the need for accurate measurement in the study of leadership and
its impact on employee and organizational outcomes. The current study further
contributes to understanding the relationship between ethical and virtuous leadership
using quantitative methods. Den Hartog and Belschak (2012) suggested that virtuous
leadership may enhance employees’ moral identity and work engagement, and Taamneh
et al. (2024) proposed that ethical leadership can enhance employees’ perception of
justice and commitment to the organization. Greenbaum et al. (2021) and Quade et al.
(2020) implied that ethical and virtuous leadership could affect organizational culture and
climate.

Through surveys of leaders in various industries, in this study, I explored how

virtuous and ethical leadership practices, as perceived by subordinates and peers,
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correlate with one another, thereby adding to the growing body of research on this topic.
By addressing the gaps in the literature and using multiple sources of evidence, this study
contributes significantly to understanding the relationship between virtuous and ethical
leadership and the impact of measurement instruments on this relationship. Overall, the
research findings provide valuable insight for organizational leaders, policymakers, and
scholars seeking to promote ethical behavior and effective leadership practices in the

workplace.

Research Questions and Hypotheses

Researchers have shown that ethical and virtuous leadership can positively affect
employee well-being, retention, and organizational outcomes (Mo & Shi, 2017; Qing et
al., 2020). Accurate measurement of these outcomes using valid and reliable
measurement tools is needed. In this study, I explored the degree of alignment between
two measurement instruments used to assess virtuous and ethical leadership, respectively,
the correlation thereof, and their impact on research findings. Research has shown that
surveys and interviews with leaders promote ethical behavior and effective leadership
practices in the workplace (Banks et al., 2016; Den Hartog & Belschak, 2012; Ehrhart et
al., 2019; Greenbaum et al., 2021; Li et al., 2021; Liu et al., 2023; Mihelic et al., 2010;
Quade et al., 2020; Samnani & Singh, 2021; Schaubroeck & Lam, 2002; Taamneh et al.,
2024). The research questions (RQs) addressed in this study are as follows:

RQ1: Is there a significant and positive correlation between the scores obtained

from virtuous leadership measurement scales and ethical leadership measurement

scales?

RQ2: Can the VLQ and ELS be used interchangeably without modification to

measure outcomes in both virtuous and ethical leadership?

H1: There is a positive and significant correlation between the scores obtained

from virtuous leadership measurement scales and ethical leadership measurement

scales.

H2: The scores obtained from a virtuous leadership measurement scale can

accurately predict the scores on an ethical leadership measurement scale, and vice

versa.
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Significance of the Study

Understanding the correlation between virtuous and ethical leadership and the
correlation between their respective reliable and valid measurement scales remains an
essential aspect of leadership studies (Brown & Treviiio, 2014; Nielsen et al., 2020;
Sarwar et al., 2020). Although researchers have created some measurement instruments,
the lack of consensus in definition and measurement has led to inconsistent results
(Cameron & Winn, 2012; Hannah et al., 2020). Recently, researchers have emphasized
the need to explore the relationship between ethical and virtuous leadership and its
potential impact on organizational outcomes (Shin & Kim, 2021; Zhang et al., 2019). A
meta-analysis by Nielsen et al. (2020) also highlighted the need to understand this
relationship, suggesting that numerous factors may moderate it. In this research, I
addressed this need within leadership theory and practice, providing valuable insights for
leaders, organizations, and researchers (see Korsgaard, 2020; Sarwar et al., 2020) and to
guide the development of effective leadership practices in professional, academic, and
governmental organizations worldwide (Brown & Trevifio, 2014; Cameron & Winn,
2012). I also addressed these issues by critically analyzing the limitations in the existing
literature via a literature review. Facilitating a comparative analysis of prior research
allowed the identification of shared trends and patterns and addressing of the limitations
and deficiencies of prior studies.

The outcome of this study will aid in determining the degree of association,
correlation, and interchangeability between ethical and virtuous leadership by providing a
novel and improved understanding of their relationship. I will disseminate the
information to a greater population to use the results to overcome the existing limitations
in the literature (see Cameron & Winn, 2012; Sarwar et al., 2020). In this way, I will
expand the literature on each respective concept by validating the extent to which

research can be applied and integrated across both domains (see Nielsen et al., 2020).

Theoretical Framework
In research aimed at understanding the correlation between virtuous and ethical
leadership and their assessment instruments, a robust theoretical foundation is necessary.

The theoretical basis not only contextualizes the study within the broader field of
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leadership research but also dictates the methodological choices, including the selection
and application of appropriate measurement instruments (Ravitch & Carl, 2016).

The theoretical framework informs the conceptualization of ethical and virtuous
leadership, defining these constructs’ core dimensions and influencing the development
of research questions. For example, studies grounded in virtue ethics theory (Aristotle,
2000) might emphasize character and moral virtue in leadership, whereas those informed
by the deontological theory (Kant, 1997) might focus on the role of rules, duties, and
obligations. These theoretical perspectives not only guide the formulation of hypotheses
about the relationship between virtuous and ethical leadership but also shape the
operational definitions of these constructs, influencing the choice of measurement
instruments (Brown et al., 2005; Cameron, 2021).

A conceptual framework guides methodological research decisions. For example,
correlational research designs would require quantitative measures of ethical and virtuous
leadership, such as the ELS (Brown et al., 2005) and the VLS (Sosik et al., 2012). The
chosen theories could suggest modifications or additions to these scales, improving
alignment with the theoretical constructs under investigation.

Last, the theoretical structure helps interpret the research findings, allowing
researchers to relate their empirical observations to broader theoretical principles. For
example, a significant correlation between virtuous and ethical leadership might be
interpreted in light of theories emphasizing the interdependence of moral character and
ethical conduct in leadership (Hackett & Wang, 2012). The theoretical underpinnings of
this study included a comprehensive literature review exploring the definitions of
virtuous and ethical leadership and their relationship with each other. I also examined the
instruments used to assess these types of leadership and the levels of alignment between
them. Sarwar et al. (2020) noted that because leadership measurement instruments can
significantly influence research findings, it is essential to understand their alignment to
ensure valid results.

Ethical Leadership

One of the key theories informing ethical leadership research is the social learning

theory (Bandura, 1971). Bandura postulated that people learn by observing others’

behaviors and the outcomes of those behaviors. In ethical leadership, this theory suggests
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that leaders serve as role models whose ethical or unethical behavior can be imitated by
followers (Brown et al., 2005). Hence, a leader demonstrating ethical behavior would
encourage followers to emulate their behaviors.

The social exchange theory provides a framework for understanding the dynamics
of leader—follower relationships in ethical leadership (Blau, 1964). According to this
theory, interactions based on mutual trust, respect, and obligation lead to high-quality
relationships. Ethical leaders foster these high-quality social exchanges through their fair
and respectful treatment of followers, leading to increased job satisfaction, commitment,
and performance among followers (Trevifio et al., 2003).

Ethical decision-making theory can also be part of the theoretical framework,
focusing on the process leaders undergo to make ethical decisions. The four-component
model Rest (1986) proposed suggests that ethical decision-making involves moral
sensitivity, judgment, motivation, and character. In this model, ethical leaders
demonstrate an aptitude for all four components, effectively recognizing moral issues,
making moral judgments, prioritizing moral values, and executing moral actions.

To summarize, a theoretical framework for research on ethical leadership includes
social learning theory, social exchange theory, and ethical decision-making theory. This
combined framework would allow for a comprehensive understanding of ethical
leadership encompassing how ethical behavior is modeled and disseminated, the nature of
interactions between leaders and followers, and the decision-making process leaders
undertake to act ethically.

Ethical leadership can be measured using the ELS, a 10-item measurement tool
assessing trustworthiness, fairness, and the ability to set an example regarding expected
ethical behavior. The ELS allows employees to assess managerial and leadership
techniques from a distinct perspective clarifying what is giving them motivation and
inspiration and what is making the workplace a challenging space, as per Ferrell et al.
(2019). According to Shakeel et al. (2019), researchers can use the ELS in ongoing
evaluations to assure a given workplace that the leader has remained ethical in their
practices and has not begun acting unethically or allowing changes in their personal

worldview, which would negatively affect their leadership abilities.
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Foundational leadership theory (FLT) functions as a theoretical framework to
guide any assessments of ELS. Saha et al. (2019) suggested that FLT concerns a
leadership process where leaders examine their personal perception of a situation or
person and weigh that against an employee’s perception. Proponents of FLT insist that
the assessment be based on the leader and their team’s adoption and display of assurance,
integrity, and pragmatism (Saha et al., 2019). FLT was suitable for this study because it
remains grounded in ethical leadership, as Fuller and Jones (2021) noted, and proposes
that ethical leadership can change, evolve, and even increase or decrease in effectiveness
over time as Fuller (2021) stated. FLT ultimately assumes that ethical leadership requires
regular assessment rather than a static point-in-time measure.

According to Cooper (2018), researchers can use ethics of responsibility as part of
the ELS and ethical leadership framework. Cooper defined the ethics of responsibility as
the process by which a person accounts for the long-term results or consequences of their
current actions, essentially taking responsibility for them. This ethical stance motivates
leaders to act more ethically, providing a greater example for their employees. Ethics of
responsibility also presupposes that the future of the firm or organization will be
protected because the leader will assume responsibility and thus make ethical decisions to
avoid needing to take the blame for negative impacts (Cooper, 2018).

The two frameworks suggested here are inherent in conducting ESL appropriately
and in a timely manner. Although the ELS suggests regular assessments and even owes
its success to such assessments, providing leaders with the guidance necessary is still
needed to ensure they remain ethical and understand their duties and that they and their
organization evolve. Another aspect of ethical leadership, guided by FLT, is the matter of
ethics in a diverse environment (Fuller, 2021). Per FLT, leaders should assess the
strengths of the group and not the tolerance or acceptance of an individual. As such, the
use of FLT and the ELS helps ensure a safe space for all employees to feel validated and
heard (Fuller & Jones, 2021) and could add to employee motivation and willingness to
cooperate.

Virtuous Leadership
Virtuous leadership research is typically grounded in several interrelated theories

providing a comprehensive lens through which to understand this leadership paradigm.
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The virtue ethics theory, based on Aristotle (2000), is a primary theoretical underpinning.
This theory emphasizes the importance of moral virtues, defined as character traits that
are desirable for their own sake and for the sake of human flourishing (eudaimonia). In
the context of virtuous leadership, these virtues, including wisdom, courage, temperance,
and justice, guide leaders’ behaviors and decision-making processes (Crossan et al.,
2013).

Positive organizational scholarship (POS) is another foundational theory
informing the study of virtuous leadership. POS focuses on the dynamics that lead to
exceptional individual and organizational performance, underlining the role of virtuous
behaviors in enhancing organizational resilience, innovation, and excellence (Cameron et
al., 2003). From a POS perspective, virtuous leadership fosters positive deviance and
cultivates an organizational culture characterized by positivity and virtue (Cameron et al.,
2004). In this situation, positive deviance is defined as a sociobehavioral change
methodology predicated on the premise that certain individuals within a community
adopt atypical but effective behaviors or strategies, enabling them to overcome common
challenges more successfully than peers without access to extra resources or knowledge
(Sharma & Chillakuri, 2023). Servant leadership theory (SLT) also contributes to
understanding virtuous leadership, emphasizing the leaders’ commitment to serving
others and prioritizing followers’ needs over theirs (Greenleaf, 1977). In this light,
virtuous leaders focus on developing their followers, fostering a sense of community, and
practicing authenticity, humility, and stewardship (Sendjaya et al., 2019).

In summary, a theoretical framework for research into virtuous leadership
includes virtuous ethics theory, POS, and SLT. This combination offers a
multidimensional understanding of virtuous leadership encompassing the moral virtues
that guide leaders, the positive impacts of virtuous behavior at the individual and
organizational levels, and the service-oriented nature of virtuous leadership. According to
Gonzalez-Padron et al. (2012), the VLQ allows the leader to focus on one trait that is
considered virtuous in leaders, adapting current strengths to suit the situation and even
improving weak points to further provide consistent leadership. Typically, the scale
focuses on one trait at a time, addressing characteristics such as warmth, empathy, and

compassion (Hendriks et al., 2020). Virtuous leadership requires the leader to act
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voluntarily or otherwise be intrinsically motivated and intentional in their leadership
behavior. This includes adopting characteristics such as courage, humanity, and justice
and exhibiting them to all employees repeatedly and in a manner that engages them
directly and equally (Hendriks et al., 2020). Essentially, virtuous leadership requires the
individual to act virtuously, considering the personal perspectives and lives of employees
before and during any changes in the workplace and recognizing workers as individuals
with lives outside of the organization.

Similar to ethical leadership, virtuous leadership and its accompanying scale
require a solid framework to guide them. Ethics of virtue, also known as virtue ethics, can
be easily applied to virtuous leadership for several reasons. First, ethics of virtue requires
individuals to orient themselves to the common good, according to Nassif et al. (2021),
who argued that such a worldview further requires integrating utilitarianism into its
framework. Utilitarianism is not consistently related to virtue ethics or virtuous
leadership, but because of its orientation toward the greater good (i.e., making decisions
that serve the majority against the minority), it would be plausible to assume that virtuous
leaders would consider it (Nassif et al., 2021). Researchers have cautioned against
adopting a consistent perspective wherein only the majority can be served because this
may set a poor example in the workplace, increase tension, and deprive the organization
of virtuous leadership (Hendriks et al., 2020).

This perspective is not the sole reason ethics of virtue is a relevant framework for
virtuous leadership. Ethics of virtue also insists that the leader provides a platform for
employee development (Ferrell et al., 2019) and places the leader in a position where
they view employees as individuals with unique strengths and value. The virtuous leader
is self-motivated to assess individuals, examining their talents and skills not only for the
firm or organization but also for personal development (Hendriks et al., 2020). Employee
trust and satisfaction are increased, as is employee confidence. Productivity has also been
seen to increase with virtue ethics (Cooper, 2018).

The ethics of virtue is not the only applicable framework to virtuous leadership.
Arguably, the ethics of virtue is not a strong enough framework to support such an effort.
Transformational leadership frameworks also assist virtuous leadership. According to

Hansen and Pihl-Thingvad (2018), transformational leadership is a process by which the
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leader exchanges information and, in some cases, responsibility with their teams.
Leadership theory suggests that leadership does not have to be about leading a team and
may involve helping individuals build their leadership capabilities (Hansen & Pihl-
Thingvad, 2018).

Virtuous leadership, ethics of virtue, and transformational leadership are
intrinsically related and not mutually exclusive. These three aspects of leadership and
business ethics can be used singularly or in combinations of two or even three, according
to Tang (2019). Lasrado and Kassem (2021), for example, noted that transformational
leadership and its accompanying theories are compatible with most leadership efforts
seeking to improve a team or organization. Transforming teams into small groups of
leaders, even if they cannot act in full capacity as traditional leaders, enhances confidence
in their abilities and trust in their official leader (Hawkins, 2021). Employees working
under these conditions are more likely to be successful and satisfied in their work

(Prochazka et al., 2018).

Theoretical Framework Summary

The foundational frameworks discussed herein were pivotal in guiding the
research on the correlation between virtuous and ethical leadership and the instruments
used to measure these constructs. They shaped the research questions, informed the
methodological choices, and aided in interpreting the research findings in light of existing

theoretical perspectives.

Methodology

In this study, I investigated the correlation and interchangeability between
virtuous and ethical leadership scales. I included a comprehensive literature review of the
individual theories as well as their scales. Unfortunately, the scope of the available
literature and the quality and accuracy of these studies (Cameron et al., 2003) limited the
current study. I only focused on measurement instruments for virtuous and ethical
leadership and did not investigate other factors that may affect leadership outcomes or
other leadership styles. I addressed no causal relationship, and I included only articles in

English in the literature review.
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Research Design

The research design selected for this study was a correlation design that allows
the examination the associations between two or more variables without manipulating the
independent variable (Curtis et al., 2016). This design was appropriate for the current
study to examine the association between virtuous leadership and ethical leadership based
on two established measurement scales: the ELS (Brown et al., 2005) and the VLS
(Sarros, Gray et al., 2006). Because I did not manipulate the independent variable, the
correlation design did not allow establishing cause-and-effect relationships (Leedy &
Ormrod, 2016). Instead, I explored the existing relationship between virtuous leadership
and ethical leadership within a specific sample.

Population and Sampling

The target population for this study consisted of leaders, subordinates, and peers
responsible for making direct reports and leading and influencing others in their
respective contexts. These included executives, managers, and supervisors. All these
individuals possessed decision-making authority and managerial responsibilities.

I conducted recruitment of participants meticulously, using purposive sampling
techniques, professional network connections, and collaboration with organizations
willing to participate in the study. Using a professional survey company enabled a refined
and targeted approach to reaching individuals who met the study’s selection criteria.
Leveraging the expertise of a survey company ensured a structured process in contacting
potential participants and providing them with a comprehensive explanation of the
study’s purpose and significance. Each individual chose to participate in the study,
upholding ethical standards throughout the research.

Sampling. I employed a purposive sampling technique to select a representative
population. Purposive sampling allows the selection of participants with specific
characteristics relevant to the research objectives (Creswell & Creswell, 2023); this
approach was inherent to this study. Purposive sampling allowed me to avoid recruiting
inappropriate participants. For example, an individual in a temporary leadership position
will not have the authority or time to implement either the ELS or the VLQ. I drew the
sample from different industries and organizations to ensure a comprehensive

representation of virtuous and ethical leadership practices. Simple random sampling was
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relevant to the study because the sampling frame was neither subdivided nor partitioned;
thus, the sample was unbiased and inferences could be generalized, as Creswell and
Creswell (2023) explained. Saturation determines the sample size, where data are
collected and analyzed regularly until no added information emerges or theoretical
saturation is achieved (Guest et al., 2006). In this study, data collection and analysis
continued until saturation.
Inclusion and Exclusion Criteria

Inclusion factors were individuals with leadership positions in their respective
organizations who had direct reports, were responsible for leading and influencing others,
and possessed decision-making authority and managerial responsibilities. Exclusion
factors were those who did not hold leadership positions or have direct reports or
leadership responsibilities and who were unable or unwilling to provide informed

consent.

Data Analysis

I analyzed the sample data collected in this study using the Statistical Package for
the Social Sciences (SPSS) software version 28 (IBM Corp, 2021). The analysis involved
the generation of multivariate tables and frequency distributions. I assessed descriptive
measurement statistics such as mean, mode, median, variance, and standard deviation for
thematic or patterned characteristics of the sample and for each scale (Babbie, 2013;
Salkind & Frey, 2020). I used these statistics to summarize the scores obtained from each
scale, providing an overview of leaders’ levels of virtuous and ethical leadership.
Descriptive statistics helped show the data’s central tendency, variability, and
distribution.

I also conducted a correlation analysis to examine the relationship between
virtuous leadership and ethical leadership based on the scores obtained from the two
measurement scales. For correlation analysis, I employed Pearson’s correlation
coefficient to assess the strength and direction of the relationship, as Pallant (2021)
explained. I set the significance level at p < .05 to determine the statistical significance of
the correlation coefficients.

Per Field (2018), the magnitude and statistical significance of the correlations

guided my interpretations. I assessed the magnitude based on Cohen’s (1988) proposed
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guidelines, where correlations below 0.30 are considered minimal, those between 0.30
and .50 are moderate, and those above 0.50 are strong. My analysis also involved
examining the direction of the correlation to determine whether virtuous and ethical

leadership were positively or negatively related.

Instrumentation and Scales

I used measurement scales ELS and VLQ to assess virtuous and ethical
leadership. These scales have been widely used in the literature, and they have
demonstrated strong psychometric properties including their reliability and validity. The
use of established measurement scales helps ensure the standardized assessment of
virtuous leadership, ethical leadership, and the combined ethical and virtuous leadership
constructs. Participants are required to respond to the items on each scale using a Likert
scale ranging from 1 = strongly disagree to 5 = strongly agree. I applied these scales in a
randomized order to minimize potential order effects.
The ELS

I used the ELS (Brown et al., 2005) to measure the levels of ethical leadership.
This scale assesses leaders’ ethical behaviors, such as setting ethical standards, promoting
ethical decision-making, and fostering an ethical climate within the organization. The
scale has demonstrated strong psychometric properties, including internal consistency
reliability and convergent and discriminant validity (Brown et al., 2005; Mayer et al.,
2012). This scale is also replicable, making it ideal for repeated use.
The VLQ

I employed the VLQ (Wang & Hackett, 2016) to measure the levels of virtuous
leadership. The VLQ is a tool developed to assess and promote virtuous leadership in
organizations. This concept of virtuous leadership is deeply rooted in the philosophical
traditions of virtue ethics, particularly those of Confucianism and Aristotelianism, as
Hendriks et al. (2020) noted. These philosophical frameworks involve a set of virtues that
are both coherent and parsimonious (i.e., virtues universally recognized as good and are
efficiently applicable in various contexts).

The VLQ is designed to operationalize virtuous leadership by providing a set of
questions or scenarios where the leadership’s virtues are tested or exemplified. The

questionnaire has undergone validation processes and has been reported to demonstrate



Ethical and Virtuous Leadership: Correlation and Interchangeability 16

satisfactory measurement properties, meaning it effectively captures the essence and
practical implementation of virtuous leadership (Yang, 2021). The VLQ uses a 30-item
measure to assess the extent to which individuals perceive their supervisors or managers
as embodying virtuous leadership qualities. Each item on the questionnaire is responded
to using a 5-point Likert-type scale, which ranges from 1 = strongly disagree to 5 =
strongly agree. This scale allows respondents to indicate the degree to which they agree
or disagree with each statement about their supervisor’s behaviors and attributes (Wang

& Hackett, 2016).

Missing Data

Missing data are common in most research endeavors. The data may go missing
because, for example, a participant does not provide a response, or the response is
incomplete. Appropriate addressing missing data is important to ensure the validity and
reliability of the findings, avoiding bias or inconclusive results (Little & Rubin, 2019). To
prepare for the potential of missing data, I employed multiple imputation techniques
based on observed data patterns (see Graham, 2012; Schafer & Graham, 2002). This
technique helped preserve the sample size, maintain the variability of the data, and avoid
biases associated with complete case analysis or ad hoc imputation methods. I conducted
the multiple imputation process using SPSS to input missing values based on the
available data.

After inputting the missing data, I analyzed the revised data sets alongside the
complete cases. I then performed statistical analyses on each imputed data set separately,
including the correlation analysis mentioned previously. The next step entailed
combining the results using appropriate methods, such as Rubin’s rules, to obtain pooled
estimates that account for the uncertainty of the imputed values (Little & Rubin, 2019;
Schafer, 1999). I then conducted sensitivity analyses to assess the robustness of the
results by comparing the findings obtained from the imputed data sets with those
obtained from the complete cases only. These analyses assisted in evaluating the potential
impact of missing data on the overall conclusions, strengthening the study’s validity

(Graham, 2012).
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Scope and Limitations

Recent research on ethical and virtuous leadership has emphasized the importance
of accurately measuring these constructs (Den Hartog & Belschak, 2012; Nielsen et al.,
2020). Researchers have developed several measurement scales to assess ethical
leadership, including the ELS and the multifactor leadership questionnaire (Brown &
Trevifio, 2014; Resick et al., 2013). Similarly, the VLS and the VLQ have been
developed to assess virtuous leadership (Hannah et al., 2020; Wang & Hackett, 2016).
Researchers have highlighted the potential impact of discrepancies in measurement on
research findings (Greenbaum et al., 2021), indicating the importance of measurement
alignment (Banks et al., 2016). As such, I explored the degree of alignment between
measurement instruments used to assess virtuous and ethical leadership.

It is essential to acknowledge the limitations of data analysis. First, the study’s
cross-sectional design limited my ability to establish causality or infer temporal
relationships between virtuous and ethical leadership. Longitudinal studies would provide
a stronger and more salient understanding of the directionality of the relationship.

Second, the study relied on self-reporting measures that may introduce a common
method and social desirability biases (Podsakoff et al., 2003; Yang, 2021). Although the
use of a data collection service provided a large measure of anonymity and
confidentiality, participants might have still provided responses that aligned with their
social norms or perceived expectations, which may suggest some element of their
identity. Third, the control variables included in this study may not have captured all the
contradictory factors influencing the relationship between virtuous and ethical leadership.
Other variables, such as organizational climate, individual values, or contextual factors
also played a role. Finally, the study’s reliance on the selected measurement scales
assumes the validity and reliability of these instruments because of the scales’ having
been widely used and demonstrating satisfactory psychometric properties (Sarros,
Tanewski et al., 2006; Zhang et al., 2019). Alternative measures or additional validation
studies could further enhance the rigor of the research.

Although this study may have been limited by the quality and accuracy of existing
studies, it provided valuable insights into promoting ethical behavior and effective

leadership practices in the workplace (see Den Hartog & Belschak, 2012; Nielsen et al.,
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2020). The study can significantly contribute to understanding the relationship between
virtuous and ethical leadership and the impact of measurement instruments on this
relationship, ultimately improving leadership practices and increasing workplace safety,

satisfaction, and cooperation (Cameron et al., 2003; Walumbwa et al., 2008).

Definition of Terms

Ethical Leadership. Ethical leadership is a leadership style that emphasizes the
importance of ethical principles and values in decision-making and behavior. Ethical
leadership includes moral qualities and managerial practices, aligning with established
norms and encouraging followers to adopt ethical behavior through communication,
reinforcement, and decision-making (Brown & Trevifio, 2014; Kalshoven et al., 2011).

ELS. The ELS is a reliable and extensively tested measurement scale designed to
evaluate the effectiveness of ethical leadership in measuring the alignment of behavior
with established ethical norms. Brown et al. (2005) developed the ELS, and researchers
have subjected it to significant study.

Leadership Virtues Questionnaire (LVQ). The LVQ is a measurement initiative
Riggio et al. (2010) proposed that aligns more closely with the virtuous leadership
framework. The LVQ consists of 19 items and is rated by subordinates with the aid of the
literature on virtue ethics. The measurement tool findings further suggest that a virtuous
leader demonstrates the qualities of prudence, courage, self-control, and fairness.

Organizational Outcomes. In this study, organizational outcomes are the results or
consequences of an organization’s actions or decisions. Organizational outcomes can be
positive or negative and may be related to financial performance, employee satisfaction,
customer loyalty, or other factors (Judge et al., 2001; Wang & Hackett, 2021).

Virtuous Leadership. Virtuous leadership is a leadership style focused on
promoting moral behavior and maximizing the potential of human systems by
demonstrating positive character traits such as honesty, humility, empathy, prudence,
courage, self-control, and fairness. Virtuous leadership is founded on principles that align
with the recommended framework for virtuous leadership (Cameron & Spreitzer, 2012;
Lilius et al., 2011).

VLQ. The VLQ (Wang & Hackett, 2016) serves as an evaluative tool aimed at

identifying and fostering virtuous leadership in organizational settings. This
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questionnaire’s foundation is on the philosophical underpinnings of virtue ethics
significantly influenced by the Confucian and Aristotelian traditions. These traditions
emphasize a collection of virtues seen as both coherent, meaning they work well together
and make sense within a broader ethical framework, and parsimonious, implying they are
simple yet comprehensive enough to cover essential moral grounds.

VLS. The VLS is a recently developed measurement instrument that aligns more

closely with the virtuous leadership framework.

Summary

In this chapter, I introduced and explored the relationship between virtuous and
ethical leadership using the ELS and VLS measurement tools. Previous research has
widely used and validated these measurement scales. In this study, [ used ELS and VLS
to assess the levels of virtuous and ethical leadership. In leadership research, these scales
have demonstrated strong psychometric properties and have seen wide use.

In the present study, I employed a correlation research design, which allows the
investigation of the relationships between two or more variables (Curtis et al., 2016), to
examine the association between virtuous and ethical leadership, . However, it is
important to emphasize that correlation does not establish causality (Leedy & Ormrod,
2016). The population for this study comprised individuals primarily in development and
construction roles who held leadership positions and had direct reports. I used purposive
sampling to select participants meeting the inclusion criteria, ensuring a representative
sample (Creswell & Creswell, 2023). I determined the sample size through iterative data
collection and analysis until reaching theoretical saturation (Guest et al., 2006).

Data analysis involved descriptive statistics to summarize the scores I obtained
from each scale and correlation analysis to examine the relationship between virtuous and
ethical leadership. I set the significance level at p <.05 to determine the statistical
significance of the correlations. In the interpretation of the results, I considered the
magnitude and direction of the correlations (Cohen, 1988; Field, 2018). I recognized in
this chapter that certain limitations exist within the study, including the study’s cross-
sectional design, reliance on self-reporting measures, and potential sample bias.
However, despite these limitations, the study has contributed to understanding virtuous

and ethical leadership and its implications for leadership practices.
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Chapter 2: Literature Review

Ethical and virtuous leadership is an emerging paradigm that has gained
increasing attention within the leadership literature with a focus on leaders’ ability to
foster positive organizational climates and drive sustained performance (Brown &
Mitchell, 2010; Crossan et al., 2013; Wen et al., 2021). Both leadership models focus on
promoting a culture of integrity, trust, and moral excellence within organizations. Ethical
leadership emphasizes conduct respecting others, whereas virtuous leadership centers on
leaders’ character strengths (Jin et al., 2022; Martin et al., 2019). Ethical leadership
involves the demonstration of appropriate conduct through personal actions and
interpersonal relationships and the promotion of such conduct to followers through
communication, reinforcement, and decision-making (Afsar et al., 2020; Brown et al.,
2005). Virtuous leadership emphasizes the demonstration of virtues such as wisdom,
courage, humanity, justice, temperance, and transcendence (AlHalaseh & Alrawadyeh,
2020; Cameron, 2021; C. Peterson & Seligman, 2004). The operationalization and
measurement of these constructs have been advanced through the development of the
ELS by Brown et al. (2005) and VSL by Sosik et al. (2012). This literature review
includes an overview of the studies conducted on ethical and virtuous leadership with a
specific focus on these measurement scales and their applications, implications, and

future directions.

Ethical Leadership

The concept of ethical leadership, defined as “the demonstration of normatively
appropriate conduct through personal actions and interpersonal relationships, and the
promotion of such conduct to followers through two-way communication, reinforcement,
and decision the way communication, reinforcement, and decision-making” (Brown et
al., 2005, p. 120), has received considerable attention in the literature. The literature
review presented in this section encompasses a comprehensive examination of the
Socratic and Aristotelian dialogues on ethical leadership, their implications on various
organizational outcomes, the processes through which they operate, and the challenges
this area of research currently faces in addition to suggesting potential future research

directions.
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Conceptualization of Ethical Leadership

Researchers have studied ethical leadership through several perspectives with a
wide variety of definitions proposed in the scholarly literature. Ethical leadership is
grounded in behaviors and decisions aligned with ethical principles, advocating both
individual and collective rights (Yukl et al., 2017; Pless & Maak, 2006; Weaver et al.,
2012). Brown et al. (2005) defined ethical leadership as the display of normatively
appropriate conduct, which is demonstrated through personal actions and interpersonal
relationships, as well as, more important, the promotion of such conduct in followers
through a two-way communication, reinforcement, and decision-making.

Expanding on this, Mayer et al. (2012), Mango (2018), and Kalyar et al. (2020)
suggested ethical leaders model appropriate behavior, promote fairness, and actively
manage morality in their organizations. They underscored that the leader’s role is that of
a moral manager who uses their authority and influence to set the moral tone within their
organizations. In their seminal work, Treviiio et al. (2003) suggested ethical leaders are
both moral persons and moral managers. As moral persons, they display attributes such
as honesty, trustworthiness, and principled judgment whereas as moral managers, they
actively strive to cultivate an ethical climate in the organization. Adding a different
perspective, Ciulla et al. (2006) debated the inherent moral component in the concept of
leadership, suggesting that any effective leadership should be intrinsically ethical, and
that leadership and ethics cannot be separated.

Impact on Organizational Qutcomes

The findings regarding the impact of ethical leadership on organizational
outcomes emphasized its role in fostering trust among employees in the organization and
enhancing service recovery performance. Ethical leadership, because of its moral
grounding and emphasis on fairness, integrity, and respect, helps build a strong
foundation of trust. Employees who trust their organization and its leaders are more likely
to be committed to their work, exhibit high levels of performance, particularly in service
recovery scenarios, and display a greater willingness to transcend their roles (Eluwole et
al., 2022). For example, Moore et al. (2019) found that ethical leadership is positively
correlated with job satisfaction, organizational commitment, and employee performance.

Bedi et al. (2016) conducted a comprehensive meta-analysis and concluded that ethical
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leadership is positively associated with employee satisfaction with employment,
dedication to the organization, and job efficacy and negatively correlated with deviance
and turnover intention.

Similarly, Neubert et al. (2009) found that ethical leadership is associated with
low levels of workplace deviance. The researchers suggested that ethical leaders can
create an ethical climate that discourages employees from engaging in harmful behaviors.
Wen et al. (2021) later confirmed these findings, showing that ethical leadership
significantly boosts employees’ innovative and creative behavior and perception of
interactional justice. It also acts as a regulatory force, modulating the impact of
interactional justice on employees’ willingness to innovate. Essentially, ethical leaders
not only foster a fair and creative work environment but also enhance the positive
relationship between fair treatment and innovative activity among employees.

Zhu et al. (2019) shed light on the profound influence ethical leadership has
within organizations. Their findings revealed that ethical leadership affects employee
performance directly shaping how employees view their work environment. This altered
perception, in turn, positively influences their engagement with their job and overall job
satisfaction. Essentially, when leaders behave ethically, it creates a ripple effect
throughout the organization, enhancing various aspects of employee experience and
performance.

Zhu et al. (2019) indicated that ethical leadership is about both preventing
unethical behavior or ensuring compliance and fostering a positive, supportive
environment that motivates employees. When employees perceive their leaders as being
ethical, they are more likely to feel respected, valued, and understood, leading to higher
levels of commitment, motivation, and satisfaction. Further extending the understanding
of ethical leadership’s impact, Tu et al. (2019) explored its effect on creativity and
problem-solving within teams. Their findings suggested ethical leadership not only
improves individual employee outcomes but also enhances collective capabilities.
Specifically, when leaders are ethical, teams are more likely to engage in creative
thinking and effective problem-solving, which might be because ethical leadership fosters
an environment of trust, open communication, and psychological safety, which are

conducive to innovative thinking and collaborative problem-solving.
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Mechanisms of Ethical Leadership

Most studies on the impact of ethical leadership focused on the mechanisms
through which ethical leadership influences organizational outcomes at least to some
degree. Den Hartog and Belschak (2012) proposed that ethical leadership creates
psychological safety, a climate where employees feel comfortable taking risks,
innovating, and learning from their mistakes. Benevene et al. (2020) further discussed
this mechanism of influence in which ethical leadership was seen as an antecedent to job
satisfaction and employee performance.

Piccolo et al. (2010) and Liu et al. (2023) found that ethical leadership enhances
employees’ psychological empowerment by promoting fairness and modeling ethical
behavior. This in turn leads to increased job satisfaction and productivity. Mo and Shi
(2017) suggested that ethical leadership positively influences followers’ ethical behavior
by modeling ethics and nurturing an ethical environment, promoting a culture of doing
the right thing.

Challenges and Future Directions

Despite progress in the study of ethical leadership, several challenges persist.
Consensus regarding the definition and measurement of ethical leadership is lacking, as
Yukl et al. (2013) highlighted. Further research is needed to develop more comprehensive
and integrative models of ethical leadership. The role of context in ethical leadership is
also not fully understood. As Trevifio et al. (2014) and Ahmad et al. (2023) highlighted,
the context including different cultures, industries, and organizational structures can
influence the manifestation and effectiveness of ethical leadership.

Conclusion

Ethical leadership has been instrumental not only in illuminating the role of ethics
in the actions of a respective leader or manager but also in creating a culture of
transparency and honesty in organizations. Despite these challenges, its potential to
contribute to and further enhance organizational performance and employee well-being is
undeniable. Future research is warranted to address the current gaps and further the

understanding of ethical leadership.
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The Ethical Leadership Scale

The ELS assesses ethical leadership within organizations. In this section, I present
an overview of its development, its application in organizational studies, empirical
findings associated with it, and potential future research directions.

Development and Structure of the Ethical Leadership Scale

Brown et al. (2005) developed the ELS to provide a reliable and valid measure of
ethical leadership. They based it on a series of interviews and surveys with employees
about their leaders. The ELS consists of 10 items measuring various aspects of ethical
leadership such as fairness, power sharing, role clarification, concern for people, and
ethical guidance. Participants are required to rate their agreement with each item on a 5-
point Likert-type scale. As Brown et al. (2005) argued, this scale captures the moral
veritableness that ethical leadership represents a combination of “moral person” and
“moral manager” dimensions. A leader’s reputation as a “moral person” reflects their
honesty, integrity, and trustworthiness. The “moral manager” aspect reflects the leader’s
role in conveying ethical standards, rewarding ethical conduct, and holding employees
accountable for their behavior.

Application of the Ethical Leadership Scale

Liu et al. (2023) conducted reliability and validity tests for their research using the
ELS. They found that Cronbach’s alpha coefficients, a measure of internal consistency or
reliability, ranged from 0.858 to 0.928 for all variables. This range is considerably higher
than the commonly recommended value of 0.70, indicating good reliability for the
research variables. In terms of validity, which assesses how well the test measures what it
is supposed to measure, the average variance extracted for each variable was above the
threshold of 0.5, and the composite reliability was greater than 0.6. These figures surpass
the recommended thresholds, indicating the constructs were valid and that the scale used
appropriately measured the intended variables (Liu et al., 2023).

The ELS has been widely used in organization studies, demonstrating its
reliability and validity across different cultural contexts (Resick et al., 2013). Resick et al.
found that the ELS performed well across multiple countries, including the United States,
China, Germany, India, and Spain. Studies examining the relationship between ethical

leadership and various organizational outcomes have used the ELS. Mayer et al. (2012)
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used the ELS to investigate the relationship between ethical leadership and follower job
satisfaction, organizational commitment, and job performance. They found that ethical
leadership, as measured using the ELS, was positively related to these factors.
Empirical Findings Associated With the Ethical Leadership Scale

A significant body of research has demonstrated that the ELS is associated with
various positive organizational outcomes (Anser et al., 2021). Walumbwa and
Schaubroeck (2009) found that ethical leadership as measured using the ELS was
negatively related to employee turnover intentions and positively related to job
satisfaction, organizational commitment, and employee engagement. Demirtas et al.
(2015) also found that ethical leadership, as measured using the ELS, was positively
related to employee trust and negatively related to workplace deviance. These findings
provide further empirical support for the validity of the ELS as a measure of ethical
leadership.
Ethical Leadership and Organizational Outcomes

The ELS has been employed in numerous studies to examine the relationship
between ethical leadership and various organizational outcomes. Hassan et al. (2022)
used the ELS to examine the relationship between ethical leadership and leader
effectiveness. Their findings suggested that ethical leadership is positively associated
with leader effectiveness. This positive association further suggested that subordinates
perceive leaders who exhibit ethical behavior as being more effective. Cheng et al. (2015)
applied the ELS to investigate the association between ethical leadership and employee
voice behavior. They reported a positive relationship between ethical leadership and
employee voice behavior, indicating that employees are more likely to speak up in
organizations with ethical leaders.
Ethical Leadership and Employee Qutcomes

The literature indicates that ethical leadership has a significant and wide-ranging
impact on various aspects of employee attitudes and behaviors (Liu et al., 2023; Wadei et
al., 2021). Researchers have effectively linked ethical leadership to outcomes such as job
satisfaction, organizational commitment, ethical behavior, knowledge hiding and sharing,
psychological well-being, and organizational environmental citizenship behaviors (Anser

et al., 2021). As a result, ethical leadership has been suggested as crucial not only for
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maintaining a morally sound work environment but also for enhancing overall
organizational effectiveness and employee morale (Ahmad et al., 2023; Anser et al.,
2021; Benevene et al., 2020; Qing et al., 2020).

Several researchers have used the ELS to explore the impact of ethical leadership
on employee outcomes (Yang, 2021). Al Halbusi et al. (2018) examined the effect of
ethical leadership on organizational justice perceptions and found that employees who
perceive their leaders as being ethical tend to perceive higher levels of fairness in their
organization. Demirtas et al. (2015) investigated the relationship between ethical
leadership and turnover intention. Their research illustrated a measurable ratio of ethical
leadership to turnover intention and revealed a negative relationship between ethical
leadership and turnover intention, suggesting that ethical leadership might reduce
employees’ intention to leave the organization.

Ethical Leadership and Organizational Culture

The ELS and ethical leadership have also been positively linked to organizational
culture (Wadei et al., 2021). Ethical leaders’ behaviors foster a work environment where
followers feel respected and trusted, empowering them to identify organizational
problems, devise solutions, and generate new and useful ideas. This sense of respect and
trust is crucial in encouraging employees to take the initiative and engage in innovative
thinking, contributing positively to the organization’s growth and adaptability (Wadei et
al., 2021). Sarros et al. (2008) used the ELS in their study to examine the role of ethical
leadership in fostering a culture of innovation and found a positive relationship between
ethical leadership and an innovation-oriented culture, suggesting that ethical leaders
might foster an environment conducive to innovation.

Conclusion

Despite the widespread use of and empirical support for the ELS, several research
questions remain. For example, how does the ELS perform in different cultural contexts?
Although Resick et al. (2013) found that the ELS performed well across several
countries, additional research is needed to understand how it performs in other cultural
contexts.

In conclusion, the ELS is a well-established and empirically supported measure of

ethical leadership that focuses on the dimensions of ethical leadership. These dimensions
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collectively contribute to the practice and evaluation of ethical leadership, focusing on
behaviors and practices that promote fairness, accountability, and ethical conduct in
organizations. Researchers should continue to explore its utility in different contexts and

its relationship with other organizational outcomes.

Virtuous Leadership

Virtuous leadership, an emerging field in leadership studies, underscores the
significance of character and virtue in effective leadership (Sosik & Cameron, 2010). In
this literature review, my aim was to survey and analyze the existing research on this
subject, focusing on the conceptualization of virtuous leadership. I also aimed to assess
its impact on organizational outcomes, mechanisms by which it operates, and existing
challenges and potential future directions.
Conceptualizing Virtuous Leadership

The term “virtue” originated from the Greek word “aréte,” which signifies
excellence achieved by meeting morally right standards (Wang & Hackett, 2016). To
provide a structured and clear understanding of virtue, Newstead et al. (2019) used the
ontology of virtue, aiming to develop a more unified conceptualization of virtue, virtues,
and virtuousness. They defined virtue as a human inclination to feel, think, and act in
ways that express moral excellence and contribute to the common good. This definition
encapsulates the essence of virtue as not only a set of ethical standards but also an
inherent tendency toward morally excellent behavior that benefits society as a whole.

The theory of virtuous leadership is based on the premise that effective leaders
manifest virtues in their leadership practices. These virtues include but are not limited to
honesty, humility, courage, perseverance, wisdom, justice, and transcendence (Sarros,
Gray et al., 2006). Virtuous leaders are those who lead by example, practice what they
preach, and inspire their followers to do the same, which then trickles down to all
employees in the organization (Yang, 2021).
Virtuous Leadership and Organizational Performance

A significant body of research has focused on the relationship between virtuous
leadership and organizational performance. Pearce and Sims (2002) and Lemoine et al.
(2019) found that virtuous leadership is positively associated with team effectiveness and

organizational performance. This research revealed the virtues leaders embody, such as
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honesty and humility, to foster a climate of trust and cooperation, leading to enhanced
team performance.
Virtuous, Transformational, and Servant Leadership

The theory of virtuous leadership bears not only similarities to ethical,
transformational, and servant leadership theories but also distinct differences.
Transformational leadership focuses on instigating change and growth in followers,
whereas servant leadership emphasizes serving followers’ needs (Sendjaya et al., 2019;
Yang, 2021). Although these leadership theories overlap in their emphasis on followers,
they differ in their emphasis on moral excellence and character development in leaders.
Impact on Organizational Qutcomes

Many researchers have indicated that virtuous leadership can lead to beneficial
organizational outcomes (Wang & Hackett, 2022). Rego et al. (2017) found a positive
correlation between virtuous leadership and employee well-being, job satisfaction, and
job performance, indicating that virtues can play a crucial role in optimizing
organizational outcomes. S. J. Peterson et al. (2009) also observed that virtuous
leadership predicted job satisfaction, organizational commitment, and reduced turnover
intentions among followers. Their findings suggested that virtuous leadership creates an
enabling environment that encourages employees to excel.
Mechanisms of Virtuous Leadership

Although the research in this review is from different researchers, the wording
and findings bear a striking similarity to the mechanisms of ethical leadership above.
Yang (2021) discussed the striking similarities between the two while noting that the
primary difference is in the leader and follower motivations rather than the outcomes. C.
Peterson and Seligman (2004) marked a significant contribution to the field of positive
psychology and virtue ethics by proposing a set of six universal virtues. After conducting
a comprehensive survey of ancient texts across various major world cultures and
religions, including Confucianism, Buddhism, Hinduism, ancient Greek religion, Judeo—
Christianity, and Islam, they identified the following six core virtues that appear to
transcend cultural and historical context:

e (Courage: The emotional strengths that involve the exercise of will to

accomplish goals in the face of opposition, external or internal.
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e Humanity: Interpersonal strengths that involve tending to and befriending

others.

e Justice: Civic strengths that underlie healthy community life.

e Temperance: Strengths that protect against excess.

e Transcendence: Strengths that forge connections to the larger universe and

provide meaning.

e Wisdom: Cognitive strengths that entail the acquisition and use of knowledge.

These virtues are considered fundamental and widely valued across cultures, and
they provide a framework for understanding character strengths and virtues in a broad,
humanistic sense (C. Peterson & Seligman, 2004). Although C. Peterson and Seligman’s
work has been influential in various fields, including psychology, leadership, and
organizational behavior, helping guide research and practice in fostering positive human
development and ethical cultures within various types of communities and organizations,
it is noted here because these six virtues form the basis of the VLQ (Wang & Hackett,
2016; Yang, 2021).

Several studies have addressed the mechanisms through which virtuous leadership
influences organizational outcomes. Nembhard and Edmondson (2006) proposed that
virtuous leadership can foster a psychologically safe environment that encourages
employees to take risks, innovate, and learn from their mistakes without fear of
retribution. Avey et al. (2011) found that virtuous leadership influences organizational
outcomes by promoting positive psychological capital—consisting of hope, efficacy,
resilience, and optimism—among employees. This psychological capital can act as a
buffer against workplace stressors and burnout, leading to enhanced employee
performance and well-being.

Challenges and Future Directions

Despite the growing interest in virtuous leadership, several challenges persist. The
lack of consensus on the definition and measurement of virtuous leadership is a
prominent issue (Ahmad et al., 2023; Crossan et al., 2013). Future research should focus
on developing a comprehensive conceptualization and operationalization of virtuous
leadership. Understand how contextual factors such as organizational culture and

structure influence the effectiveness of virtuous leadership is also necessary (Hartnell et
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al., 2011; Yang, 2021). Researchers could also explore the relationship between virtuous
leadership and other leadership styles such as transformational and transactional
leadership to provide a more nuanced understanding of this phenomenon (Bass & Riggio,
2005).
Conclusion

The study of virtuous leadership has provided valuable insights into the pivotal
role of virtues in leadership and its impact on organizational outcomes. Although a
consensus has not yet been reached on its conceptualization and operationalization, the
potential of virtuous leadership in enhancing organizational performance and employee
well-being is undeniable. As such, continuous exploration and research in this field are

warranted.

The Virtuous Leadership Questionnaire

The VLQ revolves around the understanding that leadership is not only about
skills and strategies but is also deeply rooted in the moral virtues of the leader, which, in
turn, influence and inspire followers. This perspective is heavily influenced by virtue
ethics, reflecting principles from both Confucian and Aristotelian thought. The core idea
is that the leader’s demonstration of virtues in appropriate situations not only signifies
their virtuousness but also triggers admiration and emulation among followers. These
virtues are part of what constitutes the “good” component of a leader’s character and are
integral to moral and ethical leadership. This understanding of leadership emphasizes the
importance of moral virtues, such as integrity, courage, and empathy, as essential
elements of effective and inspiring leadership. This review includes a comprehensive
analysis of this development and its employment in empirical studies, related findings,
and potential directions for future research.
Development and Structure of the Virtuous Leadership Questionnaire

Leaders who embody virtue create a unique dynamic where their followers adopt
similar virtuous behaviors for intrinsic reasons rather than out of obligation or necessity
(Wang & Hackett, 2016, 2020, 2022). This phenomenon is rooted in the genuine
admiration and respect followers have for their leaders’ virtuous qualities, leading them
to internalize these virtues as part of their moral identity (Wang & Hackett, 2020).

Consequently, the measurement of leadership effectiveness varies significantly across
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leadership styles reflecting the distinct nature of leader—follower interactions unique to
each style. This implies that understanding and assessing the leadership impact requires a
nuanced approach that considers the specific attributes and outcomes associated with
each leadership type (Nassif et al., 2021).

Application of the Virtuous Leadership Questionnaire

The VLQ has been applied in many ways in the leadership research landscape. It
has demonstrated commendable reliability and validity across organizational contexts
(Adewale, 2020; Hendriks et al., 2020). Research involving virtuous leadership or the
VLQ often connects virtuous leadership with organizational outcomes. For example,
Hemingway and Maclagan (2004) studied the impact of virtuous leadership on the
organizational ethical climate. They concluded that higher levels of virtuous leadership
often resulted in a more robust ethical climate in organizations. AlHalaseh and
Alrawadyeh (2020) used the VLQ to examine the relationship between virtuous
leadership and organizational excellence, finding a positive correlation between these
variables. Ruiz-Palomino et al. (2023) employed the VLQ to explore the influence of
virtuous leadership on teams’ innovation performance. Their results showed that teams
led by virtuous leaders were more likely to exhibit innovative behavior.

Another application is in examining the relationship between virtuous leadership
and employee job satisfaction. Sarros et al. (2014) found that virtuous leadership was
positively related to job satisfaction and organizational commitment. The researchers
suggested that the virtues incorporated into the VLQ significantly influence employees’
perceptions of their work environment and attachment to their organizations.

Empirical Findings Associated With the Virtuous Leadership Questionnaire

A growing body of research has supported the validity of VLQ and its association
with various positive organizational outcomes. For example, Nassif et al. (2021) found
that virtuous leadership, as measured using the VLQ, was positively related to
organizational commitment and negatively related to turnover intentions. Similarly, Yang
(2021) conducted a study linking virtuous leadership with organizational performance.
The findings of both of these studies suggested that virtuous leadership promotes a
positive organizational climate, leading to enhanced performance and employee well-

being.
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Many studies have indicated the reliability of the VLQ and its positive association
with organizational outcomes (Wang & Hackett, 2022; Yang, 2021). Hendriks et al.
(2020) showed that virtuous leadership, as measured using the VLQ, was positively
correlated with employee job satisfaction, organizational commitment, and lower
turnover intentions. Pearce and Sims (2002) confirmed that virtuous leadership positively
influences team performance.

Virtuous Leadership and Organizational Outcomes

Several authors have employed the VLQ to investigate the relationship between
virtuous leadership and various organizational outcomes. For example, Hendriks et al.
(2020) employed the VLQ to examine the impact of virtuous leadership on the
organizational ethical climate. Their findings suggested that high levels of virtuous
leadership often result in a more robust ethical climate in organizations.

Virtuous Leadership and Team Performance

Lemoine et al. (2019) applied the VLQ in a study to explore the relationship
between virtuous leadership and team performance. Their findings demonstrated that
virtuous leadership is positively associated with team performance. They further
suggested that virtues such as empathy, moral integrity, courage, and humility contribute
to a leader’s effectiveness in facilitating teamwork and collaboration.

Virtuous Leadership and Employee Turnover

Grimani and Gotsis (2020) showed that virtuous leadership correlates positively
with employee job satisfaction and organizational commitment and negatively with
turnover intentions. This finding suggests that leaders who display the virtues embodied
in the VLQ create a work environment where employees feel satisfied, committed, and
less likely to leave the organization.

Virtuous Leadership and Employee Well-Being

Ozkan and Ardic (2022) and Hendriks et al. (2020) examined the relationship
between virtuous leadership and employee well-being. They found that virtuous
leadership positively influences employee well-being. These findings suggest that leaders
who exhibit virtues such as empathy, moral integrity, courage, and humility contribute to

a work environment where employees feel psychologically and emotionally healthy.
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Conclusion

Regardless of the successes of the VLQ, several research opportunities lie ahead.
A notable topic for future exploration is the influence of cultural context on virtuous
leadership. Although the VLQ reflects virtues recognized in Western societies, the
interpretation and application of these virtues may differ in other cultural contexts
(Adewale, 2020; Cheng et al., 2015; Chuang et al., 2016; Yang, 2021). The relationship
between virtuous leadership and other leadership styles, such as transformational and
servant leadership, remains largely unexplored (Nassif et al., 2021; Yukl et al., 2013).
Future research could yield valuable insights into how these leadership styles interrelate
and their combined effects on organizational outcomes.

In sum, the VLQ is a promising tool for assessing virtuous leadership. Initial
studies have provided support for its validity and utility. Further research is, however,
needed to fully understand its potential in advancing the field of leadership studies across

a wider spectrum.

Summary

In this literature review, I focused on three key aspects of leadership: ethical
leadership, virtuous leadership, and the measurement scales used to assess these
leadership dimensions. The literature on ethical leadership highlighted the importance of
leaders demonstrating ethical behavior and promoting ethical conduct among followers. I
examined ethical leadership through theoretical frameworks such as transformational
leadership theory and social learning theory (Brown et al., 2005). I also emphasized the
positive outcomes associated with ethical leadership, including the establishment of an
ethical climate and the promotion of employee ethical behavior (Mayer et al., 2012).

Virtuous leadership emphasizes the cultivation of virtues and moral character in
leaders. The literature emphasized that virtuous leadership involves leaders displaying
and promoting ethical behavior, virtues, and values to enhance personal and
organizational well-being (Aguiling & Racelis, 2021; Cameron et al., 2004; Yang, 2021).
I also highlighted the impact of virtuous leadership on organizational outcomes such as
employee well-being, engagement, and organizational performance (Luthans & Avolio,

2003).
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The literature review also encompassed an exploration of the measurement scales
used to assess ethical and virtuous leadership. The ELS measures dimensions such as
modeling ethical behavior, promoting ethical conduct, rewarding ethical behavior, and
correcting unethical behavior. The VLQ assesses the extent to which individuals exhibit
virtuous leadership behaviors, focusing on virtues such as integrity, humility,
compassion, and justice.

Both scales have demonstrated strong psychometric properties, including validity
and reliability. Researchers have used them to explore the relationship between ethical
and virtuous leadership and various organizational outcomes. These scales have practical
applications in leadership development programs and organizational assessments,
enabling organizations to foster ethical and virtuous leadership behavior and enhance

positive organizational outcomes.
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Chapter 3: Methodology
The purpose of the study was to evaluate the relationship between virtuous and
ethical leadership and the possible interchangeability of measurement instruments for
each leadership style. [ used a nonexperimental, quantitative research design to address
the study’s topic. This survey research included two standardized research instruments
representing the study’s research methodology. The following is a report of the study’s

essential methodological elements.

Research Design and Methodology

I used a nonexperimental, quantitative research design to address the study’s topic
(Edmonds & Kennedy, 2016). An advantage of nonexperimental research designs is that
they allow studying a respective topic naturally as it occurs. Nonexperimental research
designs are ideally suited for instances where the researcher is not confined to a cause-
and-effect research problem requiring the manipulation of variables (Adams & McGuire,
2023). Quantitative research designs are advantageous in producing objective data that
can be precisely communicated using numbers and statistical techniques. Additional
benefits of these designs include objectivity, potential replication, statistical rigor,
generalizability of study findings, and data-based decision-making.

The specific methodology for this study was a survey research approach. Survey
research represents an effectual and efficient means by which information may be
gathered from a large cohort of individuals. Jones et al. (2013) noted that among the
advantages of using a survey research methodology, the generation of statistical power,
and the ability to gather large amounts of information on a research topic make survey

research an attractive means by which to gather information for study purposes.

Sample and Sample Selection

For this study, I engaged a professional data collection/survey company to
conduct surveys among the target population, which included leaders, subordinates, and
peers responsible for making direct reports and influencing others within their respective
contexts. Participants were executives, managers, and supervisors who held decision-
making authority and managerial responsibilities. Using the services of a data collection

company, I targeted these participants using a purposive sampling technique. The survey
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included for the potential participants a clear explanation of the purpose and significance
of the study, a qualification statement and required a clear acknowledgment that they
voluntarily chose to participate.

Purposive sampling allows the selection of participants with specific
characteristics relevant to the research objectives (Creswell & Creswell, 2023), which
was definitive of this study. For example, an individual in a temporary leadership
position would not have the authority or time to implement either the ELS or the VLQ.
Purposive sampling allows the researcher to avoid recruiting inappropriate participants. I
accessed the study’s sample from various industries and organizations to ensure a more
comprehensive representation of virtuous and ethical leadership practices. The sampling
method selected for study purposes allows the possibility of selecting all individuals
within a population (Creswell & Creswell, 2023).

Simple random sampling represents a viable sampling technique and was relevant
to the current study because the sampling frame was neither subdivided nor partitioned;
thus, the sample was unbiased, and inferences may be generalized in the study’s eventual
findings (see Creswell & Creswell, 2023). Saturation determines the sample size where
data are collected and analyzed regularly until no added information emerges or the
theoretical saturation is achieved (Guest et al., 2006). In this study, data collection and
analysis continued until saturation.

Participant Inclusion and Exclusion Criteria

Inclusion factors were individuals with leadership positions in their respective
organizations, had direct reports, were responsible for leading and influencing others, and
possessed decision-making authority and managerial responsibilities. Conversely,
exclusion factors included individuals who did not hold leadership positions or have
direct reports or leadership responsibilities and who were unable or unwilling to provide

informed consent.

Research Instrumentation

The measurement scales used in this study to assess virtuous and ethical
leadership were the ELS and the VLQ. These scales have been widely used in the
literature. Each of these scales has shown strong psychometric properties in previous

studies including reliability and validity. The use of established measurement scales
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ensures the standardized assessment of virtuous leadership, ethical leadership, and the
combined ethical and virtuous leadership constructs. The participants responded to the
items on each scale of the two research instruments using a Likert-type scale ranging
from “1” for strongly disagree to ““5” for strongly agree. 1 administered the respective
scales in a randomized order to minimize potential order effects.

The Ethical Leadership Scale

The ELS (Brown et al., 2005) is designed to measure the levels of ethical
leadership. This scale assesses leaders’ ethical behaviors such as setting ethical standards,
promoting ethical decision-making, and fostering an ethical climate within the
organization. The scale has demonstrated strong psychometric properties, including
internal consistency reliability and convergent and discriminant validity (Brown et al.,
2005; Mayer et al., 2012; Sen & Gocen, 2020). This scale is also replicable, making it
ideal for repeated usage.

The Virtuous Leadership Scale (VLQ)

The VLQ (Wang & Hackett, 2016) is designed to measure the levels of virtuous
leadership. The VLQ was developed to assess and promote virtuous leadership within
organizations. This concept of virtuous leadership is deeply rooted in the philosophical
traditions of virtue ethics, particularly those of Confucianism and Aristotelianism, as
Hendriks et al. (2020) noted. Per these philosophical frameworks, virtues are both
coherent and parsimonious, which essentially means virtues that are universally
recognized as good and efficiently applicable in various contexts. The VLQ is designed
to operationalize this concept by providing a set of questions or scenarios where the
leadership’s virtues are tested or exemplified. The questionnaire has undergone validation
processes and has been reported to demonstrate satisfactory measurement properties,
meaning it effectively captures the essence and practical implementation of virtuous
leadership (Wang & Hackett, 2021; Yang, 2021). The VLQ includes 30 closed-structure
survey items designed to assess the extent to which individuals perceive their supervisors
or managers as embodying virtuous leadership qualities. Each item on the research
instrument is represented through a 5-point Likert-type scale, which ranges from 1 =
strongly disagree to 5 = strongly agree. This scale allows respondents to indicate the

degree to which they agree or disagree with each statement about their supervisor’s



Ethical and Virtuous Leadership: Correlation and Interchangeability 38

behaviors and attributes (Wang & Hackett, 2016) and represents one of the more popular
Likert-type scaling approaches in surveying (Dillman et al., 2014).

Research Questions
Two research questions and two corresponding hypotheses addressed this study’s
purpose:
RQ1: Is there a statistically significant, direct relationship between study
participant perceptions of virtuous leadership and ethical leadership?
Ha 1: There will be a direct, statistically significant relationship between study
participant perceptions of virtuous leadership and ethical leadership.
RQ2: Will the study participants’ perceptions of virtuous leadership measurement
represent a statistically significant predictor of their perceptions of ethical
leadership?
H.2: There will be a direct, statistically significant predictive relationship
between study participant perceptions of virtuous leadership and ethical

leadership.

Data Analysis

To ensure the rigor and reliability of the findings in this dissertation, I adopted a
comprehensive statistical approach, encompassing both preliminary and advanced
analytical techniques. I laid the foundation of this analytical framework through a
meticulous statistical power analysis followed by preliminary descriptive statistical
analyses. These initial steps were critical in determining the appropriate sample sizes
needed to achieve statistical significance for the study’s research questions, enhancing the
validity of the results.
Statistical Power Analysis

I conducted a statistical power analysis using the G*Power software (3.1.9.2,
Universitit Diisseldorf, Germany) in advance of the study for sample size estimates for
statistical significance testing purposes in the study’s two research questions, as Faul et
al. (2009) noted. I delimited the study’s statistical power analysis to the anticipated
medium and large effects, a power (1 — ) index of .80 and a probability level of .05.
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RQ1 featured the Pearson product-moment correlation coefficient statistical
technique for associative and statistical significance testing purposes. An anticipated
medium effect (» = .30) would require 67 participants to detect a statistically significant
finding. An anticipated large effect (» = .50) would require 23 participants to detect a
statistically significant finding.

RQ?2 featured the simple linear regression statistical technique for predictive and
statistical significance testing purposes. An anticipated medium effect (£ = .15) would
require 55 participants to detect a statistically significant finding. An anticipated large
effect (f? = .35) would require 25 participants to detect a statistically significant finding.
Preliminary Descriptive Statistical Analyses

I first analyzed study data at a preliminary level ahead of the formal analysis of
data associated with the study’s two research questions. For this purpose, I used
descriptive statistical techniques to assess the study’s demographic variables by applying
the statistical techniques of frequencies (n) and percentages (%5). Specifically, I employed
descriptive statistical techniques to assess the study’s survey item response data within
the two research instruments used in this study. The study’s survey item response data
were more specifically addressed using frequencies (), measures of central tendency

(mean scores), variability (minimum/maximum; standard deviations), standard errors of

the mean (SE,,), and data normality (skew; kurtosis).
I assessed the study’s extent of missing data at the person level and with the
survey item response sets using the descriptive statistical techniques frequencies (n) and

percentages (%)- Using Little and Rubin’s (2019) MCAR statistical technique, I assessed

the randomness of missing data. I also evaluated the internal reliability of study
participant responses to survey items represented on the study’s two research instruments
using Cronbach’s alpha (Taber, 2018). This analysis involved applying the conventions
of alpha interpretation that George and Mallery (2020) proposed to Cronbach alpha
values achieved in the internal reliability analyses.
Analyses by Research Question and Hypothesis

I selected the probability level of p < .05 at the outset of the study to represent the
threshold value for findings to be considered statistically significant in the analyses

associated with the study’s research questions and hypotheses. I interpreted the numeric
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effect sizes achieved in the study’s analyses associated with the research questions and
hypotheses using the conventions of effect size interpretation proposed by Sawilowsky
(2009).

For RQ1, I used the Pearson product-moment correlation coefficient to assess the
mathematical relationship between participant perceptions of ethical leadership and
virtual leadership. This analysis involved addressing the primary assumption associated
with the use of the Pearson product moment correlation coefficient, linearity, through
visual inspection of the scatter plot. Study data associated with the study’s two research
instruments were continuous in nature, represented at the interval level of measurement.

For RQ2, I used simple linear regression for predictive purposes. I addressed the
assumptions associated with the use of a simple linear regression using statistical means
(independence of error, normality of residuals, and influential outliers) and visual
inspection of scatter plots (linearity and homoscedasticity). All analysis of the study data

occurred using SPSS.
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Chapter 4: Results

The purpose of this study was to evaluate the relationship between virtuous and
ethical leadership and the possible interchangeability of measurement instruments for
each construct. Chapter 4 contains the formal presentation of the study’s findings. I used
a quantitative, nonexperimental research design to address the study’s topic. A survey
research approach represented the study’s research methodology. Data collection entailed
using two standardized research instruments to elicit study participants’ responses to
survey items associated with the constructs of virtuous leadership and ethical leadership.
Two research questions guided this study. I used descriptive and inferential statistical

techniques to analyze the study data.

Findings: Descriptive Statistics

To comprehensively understand the dynamics and intricacies of the research data,
I undertook a thorough preliminary descriptive statistical analysis. My aim for this
foundational step was to meticulously evaluate the demographic attributes of the study’s
participants along with a detailed examination of their responses to the two used research
instruments. Through the application of descriptive statistical methodologies, including
the calculation of frequencies, percentages, measures of central tendency, variability,
standard errors of the mean, and data normality, I was poised to construct a robust
baseline understanding of the data set.
Demographic Information

I evaluated the study’s demographic information using descriptive statistical
techniques. Frequencies (n) and percentages (%5) represented the descriptive statistical
techniques used to evaluate the study’s demographic information of participant gender,
age, position, and income. Table 1 contains a summary of findings for the descriptive

statistical evaluation of the study’s demographic information.
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Table 1

Descriptive Statistics Summary Table: Demographic Information (Gender, Age, Position,

Income)
Demographic Variable n % Cumulative %
Gender
Female 299 43.27 43.27
Male 362 52.39 95.66
Missing 30 4.34 100.00
Age
18 t0 29 57 8.25 8.25
30 to 44 198 28.65 36.90
45 to 60 364 52.68 89.58
Over 60 42 6.08 95.66
Missing 30 4.34 100.00
Position
Middle Management 285 41.24 41.24
Senior Management 127 18.38 59.62
Executive 220 31.84 91.46
Missing 59 8.54 100.00
Income
$9,999 or Less 13 1.88 1.88
$10,000 to $24,999 14 2.03 391
$25,000 to $49,999 122 17.66 21.56
$50,000 to $74,999 98 14.18 35.75
$75,000 to $99,999 108 15.63 51.37
$100,000 t0 $124,999 104 15.05 66.43
$125,000 to $149,999 69 9.99 76.41
$150,000 to $174,999 69 9.99 86.40
$175,000 to $199,999 13 1.88 88.28
$200,000 and Greater 28 4.05 92.33
Missing 53 7.67 100.00

Note. Demographic information (gender, age, position, income) of participants.
Study Constructs

I conducted an evaluation of the study’s constructs of virtuous leadership and
ethical leadership using descriptive statistical techniques. To analyze the study’s survey
response data within the two constructs, I used the descriptive statistical techniques of
frequencies (1), measures of central tendency (mean scores), variability

(minimum/maximum and standard deviations), standard errors of the mean (SE,,), and
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data normality (skew and kurtosis). Table 2 contains a summary of findings for the

descriptive statistical analysis of the survey response data associated with the constructs
of virtuous leadership and ethical leadership identified in this study.

Table 2

Descriptive Statistics Summary Table: Study Constructs (Virtuous Leadership and
Ethical Leadership)

Construct M SD n SEy Min Max Skew Kurtosis
Virtuous Leadership 409 082 534 004 100 500 -1.15 1.52
Ethical Leadership 412 081 533 0.04 1.00 500 -1.21 1.51

Note. A table showing descriptive statistics of the two constructs.

Table 3 contains a summary of findings for the descriptive statistical analysis of
the study’s survey response data associated with the constructs of virtuous leadership and
ethical leadership identified in this study by the gender of the study participant.

Table 3
Descriptive Statistics Summary Table: Study Constructs (Virtuous Leadership and
Ethical Leadership) by Gender of Participant

Gender/Construct M SD n SEy Min Max Skew  Kurtosis

Female
Virtuous Leadership 395 0.88 213 0.06 1.00 500 -1.12 1.58
Ethical Leadership 401 085 213 0.06 1.00 500 -1.17 1.63
Male
Virtuous Leadership 420 0.76 297 0.04 1.00 500 -1.09 0.96
Ethical Leadership 422 078 297 0.05 1.00 500 -1.22 1.28

Note. Statistics of the two constructs broken down by gender.
Table 4 contains a summary of findings for the descriptive statistical analysis of
the survey response data associated with the constructs of virtuous leadership and ethical

leadership identified in this study by the age category of the study participant.
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Table 4
Descriptive Statistics Summary Table: Study Constructs (Virtuous Leadership and
Ethical Leadership) by the Age of the Participant
Age/Construct M SD n SEy Min Max Skew Kurtosis
18 to 29
Virtuous Leadership 3.80 0.76 37 0.12 210 5.00 -0.34 -0.47
Ethical Leadership 3.84 0.86 37 014 170 5.00 -0.80 -0.03
30 to 44
Virtuous Leadership 384 0.73 143 006 1.17 5.00 -0.79 1.13
Ethical Leadership 383 0.75 143 0.06 1.10 5.00 -0.73 0.40
45 to 60
Virtuous Leadership 429 080 306 0.05 1.00 500 -1.60 2.90
Ethical Leadership 433 077 306 0.04 100 5.00 -1.72 3.54
Over 60
Virtuous Leadership 3.59 0.95 24 0.19 100 5.00 -1.31 1.49
Ethical Leadership 3.80 0.92 24 0.19 1.00 5.00 -1.15 1.75

Note. Statistics of the two constructs broken down by age.

Table 5 contains a summary of findings for the descriptive statistical analysis of

the survey response data associated with the constructs of virtuous leadership and ethical

leadership identified in this study by the position of the study participant.

Table 5

Descriptive Statistics Summary Table: Study Constructs (Virtuous Leadership and

Ethical Leadership) by the Position of the Participant

Position/Construct M SD n SEy Min Max Skew Kurtosis
Middle Management
Virtuous Leadership 370 0.80 189 0.06 1.00 5.00 -0.97 1.32
Ethical Leadership 378 0.82 188 0.06 1.00 5.00 -0.91 1.15
Senior Management
Virtuous Leadership 4.07 075 126 0.07 1.17 5.00 -1.07 1.32
Ethical Leadership 411 0.76 126 0.07 190 5.00 -0.87 0.05
Executive-Owner
Virtuous Leadership 451 063 204 0.04 1.69 500 -1.72 3.06
Ethical Leadership 449 065 204 0.05 170 5.00 -2.03 4.57

Note. Statistics of the two constructs broken down by participant.
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Table 6 contains a summary of findings for the descriptive statistical analysis of
the survey response data associated with the constructs of virtuous leadership and ethical
leadership identified for the study purposes by income of the study participant.

Table 6
Descriptive Statistics Summary Table: Study Constructs (Virtuous Leadership and

Ethical Leadership) by the Income of the Participant

Income/Construct M SO n SEy Min Max  Skew Kurtosis
$9,999 or Less

Virtuous Leadership 296 145 8 051 1.00 445 -0.36 -1.46

Ethical Leadership 306 148 8 052 1.00 4.80 -0.41 -1.32
$10,000 to $24,999

Virtuous Leadership 342 084 10 027 210 497 0.37 -0.58

Ethical Leadership 344 089 10 028 1.70 4.50 -0.68 -0.47
$25,000 to $49,999

Virtuous Leadership 375 085 85 0.09 1.00 5.00 -0.75 0.63

Ethical Leadership 3.80 089 85 0.10 1.00 5.00 -0.74 0.39
$50,000 to $74,999

Virtuous Leadership 375 075 67 0.09 1.86 5.00 -0.51 -0.28

Ethical Leadership 383 076 67 0.09 1.60  5.00 -0.63 -0.10
$75,000 to $99,999

Virtuous Leadership 408 073 87 0.08 1.34 5.00 -0.96 1.68

Ethical Leadership 417 067 87 0.07 220 5.00 -0.70 0.07
$100,000 to $124,999

Virtuous Leadership 440 0.78 87 0.08 1.00 5.00 -2.26 6.06

Ethical Leadership 438 0.78 87 0.08 1.00 5.00 -1.93 3.93
$125,000 to $149,999

Virtuous Leadership 430 061 64 0.08 2.52 5.00 -0.84 0.46

Ethical Leadership 429 059 64 0.07 2.60 5.00 -1.02 1.16
$150,000 to $174,999

Virtuous Leadership 468 047 60 0.06 2.66 5.00 -2.26 5.62

Ethical Leadership 467 049 60 0.06 260 5.00 -2.41 6.26
$175,000 to $199,999

Virtuous Leadership 412 0.84 11 025 259 5.00 -0.43 -1.03

Ethical Leadership 420 0.84 11 025 260 5.00 -0.81 -0.58
$200,000 and Greater

Virtuous Leadership 398 0.79 21 0.17 1.28 5.00 -1.79 4.61

Ethical Leadership 403 092 21 020 1.10 5.00 -1.56 2.99

Note. Statistics of the two constructs broken down by income.
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Instrument Validation: Internal Reliability

I addressed the internal reliability of study participants’ responses to survey items
represented on the study’s research instrument using Cronbach’s alpha (Taber, 2018).
Evaluations of internal reliability addressed the two constructs identified for this study.
The internal reliability levels achieved for the study’s two constructs and for the
participants’ responses to survey items across both research instruments were excellent (o
>.90). The following tables contain a summary of findings for the internal reliability of
the study participants responses within the study’s two constructs of virtual leadership
and ethical leadership.
Virtuous Leadership

Table 7 contains a summary of findings for participant responses to survey items
for the construct of virtuous leadership.
Table 7
Internal Reliability Summary Table: Virtuous Leadership

Construct #. of Items o Lower Bound Upper Bound
Virtuous Leadership 29 .98 .98 .98
Note. The lower and upper bounds of Cronbach’s a were calculated using a 95.00%
confidence.
Ethical Leadership

Table 8 contains a summary of findings for participants’ responses to survey
items for the construct of ethical leadership.
Table 8
Internal Reliability Summary Table: Ethical Leadership

Construct # of Items o Lower Bound Upper Bound
Ethical Leadership 10 95 .94 .96
Note. The lower and upper bounds of Cronbach’s a were calculated using a 95.00%

confidence interval.
Construct: Virtuous and Ethical Leadership
Table 9 contains a summary of findings for participants’ responses to survey

items across the constructs of virtuous leadership and ethical leadership.
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Table 9
Internal Reliability Summary Table: Virtual/Ethical Leadership

Scale #. of Items o Lower Bound Upper Bound

Virtual/Ethical Leadership 39 .99 98 .99

Note. The lower and upper bounds of Cronbach’s a were calculated using a 95.00%

confidence interval.

Instrument Validation: Confirmatory Factor Analysis (CFA)

In this section, I address the rigor of instrument validation through CFA for the
constructs of virtuous leadership and ethical leadership. Using CFA, I aimed to scrutinize
the underlying structure of these leadership paradigms to affirm their theoretical
foundations within the collected data. The application of maximum likelihood estimation
facilitates an understanding of parameter estimates' accuracy, whereas the evaluation of
model fit indices, such as CFI, RMSEA, and SRMR, offers insights into the model's
overall adequacy. With a focus on sample size adequacy and the robustness of the
model's fit to empirical data, this analysis underscores the empirical validity of the
constructs.

Virtuous Leadership

I used a CFA model to determine whether the latent variable of virtuous
leadership adequately described the data achieved in the study. The maximum likelihood
estimation helped determine the standard errors for the parameter estimates. I evaluated
the reliability of the analysis based on the sample size used to construct the CFA model
and analyzed the results using CFA model fit indices (see Hooper et al., 2008). A
summary of the results of the CFA model for the construct of ethical leadership is

presented in Table 10.
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Table 10

Unstandardized Loadings (Standard Errors), Standardized Loadings, and Significance
Levels for Each Parameter in the CFA Model (N = 534)

Parameter Estimate Unstandardized Standardized P

Loadings
Virtuous Lead — Virtl 1.00(0.00) 0.75 --
Virtuous Lead — Virt2 1.07(0.06) 0.76 <.001
Virtuous Lead — Virt3 0.97(0.06) 0.67 <.001
Virtuous Lead — Virt4 1.06(0.06) 0.77 <.001
Virtuous Lead — Virt5 1.07(0.05) 0.83 <.001
Virtuous Lead — Virt6 0.99(0.05) 0.77 <.001
Virtuous Lead — Virt7 0.93(0.05) 0.79 <.001
Virtuous Lead — Virt8 1.11(0.05) 0.87 <.001
Virtuous Lead — Virt9 1.05(0.05) 0.82 <.001
Virtuous Lead — Virt10 1.15(0.05) 0.85 <.001
Virtuous Lead — Virtl 1 1.03(0.05) 0.80 <.001
Virtuous Lead — Virt12 0.93(0.05) 0.77 <.001
Virtuous Lead — Virt13 1.08(0.05) 0.84 <.001
Virtuous Lead — Virt14 1.18(0.05) 0.86 <.001
Virtuous Lead — Virtl5 1.11(0.05) 0.86 <.001
Virtuous Lead — Virt16 1.14(0.05) 0.85 <.001
Virtuous Lead — Virtl7 1.18(0.06) 0.85 <.001
Virtuous Lead — Virt18 1.05(0.05) 0.84 <.001
Virtuous Lead — Virt19 1.01(0.05) 0.81 <.001
Virtuous Lead — Virt20 1.04(0.05) 0.80 <.001
Virtuous Lead — Virt21 1.12(0.06) 0.79 <.001
Virtuous Lead — Virt22 1.13(0.05) 0.83 <.001
Virtuous Lead — Virt23 1.05(0.05) 0.82 <.001
Virtuous Lead — Virt24 1.07(0.05) 0.85 <.001
Virtuous Lead — Virt25 0.99(0.05) 0.80 <.001
Virtuous Lead — Virt26 0.97(0.05) 0.80 <.001
Virtuous Lead — Virt27 1.05(0.05) 0.79 <.001
Virtuous Lead — Virt28 1.08(0.05) 0.80 <.001
Virtuous Lead — Virt29 1.05(0.05) 0.80 <.001

Errors
Error in Virtl 0.46(0.03) 0.44 <.001
Error in Virt2 0.48(0.03) 0.42 <.001
Error in Virt3 0.67(0.04) 0.55 <.001
Error in Virt4 0.46(0.03) 0.41 <.001
Error in Virt5 0.30(0.02) 0.31 <.001
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Parameter Estimate Unstandardized Standardized P
Error in Virt6 0.41(0.03) 0.41 <.001
Error in Virt7 0.30(0.02) 0.37 <.001
Error in Virt8 0.23(0.02) 0.24 <.001
Error in Virt9 0.32(0.02) 0.33 <.001
Error in Virt10 0.31(0.02) 0.28 <.001
Error in Virtl1 0.36(0.02) 0.37 <.001
Error in Virt12 0.35(0.02) 0.41 <.001
Error in Virt13 0.29(0.02) 0.30 <.001
Error in Virt14 0.28(0.02) 0.26 <.001
Error in Virtl5 0.25(0.02) 0.26 <.001
Error in Virt16 0.28(0.02) 0.27 <.001
Error in Virtl7 0.31(0.02) 0.28 <.001
Error in Virt19 0.32(0.02) 0.35 <.001
Error in Virt20 0.36(0.02) 0.36 <.001
Error in Virt18 0.28(0.02) 0.30 <.001
Error in Virt21 0.45(0.03) 0.38 <.001
Error in Virt22 0.34(0.02) 0.32 <.001
Error in Virt23 0.31(0.02) 0.33 <.001
Error in Virt24 0.25(0.02) 0.27 <.001
Error in Virt25 0.32(0.02) 0.35 <.001
Error in Virt26 0.31(0.02) 0.36 <.001
Error in Virt27 0.39(0.02) 0.38 <.001
Error in Virt28 0.37(0.02) 0.35 <.001
Error in Virt29 0.36(0.02) 0.36 <.001
Error in Virtuous Lead 0.59(0.06) 1.00 <.001

Note. Parameters of the CFA model.
Sample Size/CFA Model Fitness

The participant to the item ratio for this analysis was approximately 9 to 1 where
the study’s sample size was 534, and the number of variables included was 58. According
to the N:q ratio rule-of-thumb, and Tabachnick and Fidell’s (2007) general suggestion of
a sample size threshold of 300 for factoring, the given sample size in the study was
sufficient to produce reliable results. Using the fit indices associated with CFA modeling
(Hooper et al., 2008), the CFI was between .93 and .95 (CFI = 0.93), indicating that the
CFA model fits the study’s data adequately. The RMSEA index was less than .08,
(RMSEA =0.07, 90% CI =[0.07, 0.08]), indicating a good model fit for the study’s data,
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and the SRMR was less than .05 (SRMR = 0.03), indicating that the CFA model fits the
study’s data well.
Ethical Leadership

I used a CFA model to determine whether the latent variable of ethical leadership
adequately described the data collected in this study. Maximum likelihood estimation
helped determine the standard errors for the parameter estimates. I evaluated the
reliability of the analysis based on the sample size used to construct the CFA model and
analyzed the results using CFA model fit indices (see Hooper et al., 2008). Table 11
depicts a summary of the results of the CFA model for the construct of ethical leadership.

Table 11

Unstandardized Loadings (Standard Errors), Standardized Loadings, and Significance
Levels for Each Parameter in the CFA Model (N = 533)

Parameter Estimate Unstandardized Standardized P

Loadings
Ethical Lead — Ethl 1.00(0.00) 0.82 -
Ethical Lead — Eth2 0.90(0.05) 0.69 <.001
Ethical Lead — Eth3 0.99(0.04) 0.81 <.001
Ethical Lead — Eth4 1.06(0.04) 0.86 <.001
Ethical Lead — Eth5 1.00(0.04) 0.85 <.001
Ethical Lead — Eth6 1.07(0.05) 0.83 <.001
Ethical Lead — Eth7 1.02(0.05) 0.79 <.001
Ethical Lead — Eth8 1.05(0.04) 0.86 <.001
Ethical Lead — Eth9 1.04(0.05) 0.81 <.001
Ethical Lead — Eth10 1.01(0.05) 0.79 <.001

Errors
Error in Ethl 0.30(0.02) 0.33 <.001
Error in Eth2 0.54(0.03) 0.53 <.001
Error in Eth3 0.31(0.02) 0.35 <.001
Error in Eth4 0.24(0.02) 0.26 <.001
Error in EthS 0.24(0.02) 0.28 <.001
Error in Eth6 0.33(0.02) 0.32 <.001
Error in Eth7 0.38(0.03) 0.37 <.001
Error in Eth8 0.24(0.02) 0.26 <.001
Error in Eth9 0.34(0.02) 0.34 <.001
Error in Ethical Lead 0.61(0.05) 1.00 <.001
Error in Eth10 0.37(0.02) 0.37 <.001

Note. Parameters of the CFA model.
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Sample Size/CFA Model Fitness

The participant-to-item ratio for this analysis was approximately 26 to 1 where the
sample size was 533 and the number of variables included was 20. According to the N:g
ratio rule-of-thumb, and Tabachnick and Fidell’s (2007) general suggestion of a sample
size threshold of 300 for factoring, the given sample size in the study was sufficient to
produce reliable results. Using the fit indices associated with CFA modeling (Hooper et
al., 2008), the TLI was greater than or equal to .95 (TLI = 0.97), indicating that the CFA
model is a good fit for the study’s data. The CFI was greater than .95 (CFI =0.97),
indicating that the CFA model fits the study’s data well. The RMSEA index was less than
.08, (RMSEA =0.08, 90% CI =[0.07, 0.09]), indicating a good model fit for the study’s
data, and the SRMR was less than .05 (SRMR = 0.03), indicating that the CFA model fits
the study’s data well.

Findings: Research Questions

In this study, I proposed two research questions. I established the threshold value
for findings achieved in the study’s research questions to be considered statistically
significant was established at p < .05 at the outset of the study. The following represents
the reporting of study findings by research question.
Research Question #1

RQ1 was as follows: To what degree will participant perceptions of virtuous
leadership be associated with perceptions of ethical leadership? I used the Pearson
product-moment correlation coefficient to evaluate the mathematical relationship
between participant perceptions of virtuous leadership and ethical leadership. Both
variables in the analysis were continuous, interval level of measurement variables. Based
on a visual inspection of the scatter plot of the analysis results, the assumption of linearity
was satisfied. The relationship between participants’ perceptions of virtuous leadership
and ethical leadership was direct, statistically significant (p <.001, 95.00% CI =[.90,
.92]), and very strong at » = .91. Table 12 contains a summary of findings for the
evaluation of the mathematical relationship between participant perceptions of virtuous

leadership and ethical leadership.
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Table 12
Correlation Summary Table: Statistical Significance of the Mathematical Relationship
Between Perceptions of Virtuous Leadership and Ethical Leadership

Variable Combination r 95.00% CI n p

Virtuous Leadership-Ethical Leadership 91 [.90,.92] 533 <.001

Research Question #2

RQ2 was as follows: Will participant perceptions of virtuous leadership represent
a statistically significant predictor of perceptions of ethical leadership? I evaluated the
predictive relationship between participant perceptions of virtuous leadership and ethical
leadership using simple linear regression. Both variables in the analysis were continuous,
interval levels of the measurement variables. I addressed the assumptions associated with
linear regressions through statistical means (independence of error and normality of
residuals) and visual inspection of scatter plots (linearity and homoscedasticity) and
found them to be satisfied.

I addressed the assumption of influential outliers through visual inspection of a
scatter plot using studentized residual analysis. With a studentized residual greater than
3.11 in absolute value, I found the 0.999 quantile of a ¢ distribution with 532 degrees of
freedom to be an extreme outlier. As a result, the extreme outliers were nine data points
that exceeded the 3.11 level. For study purposes, I retained the outliers in the analysis.

The predictive model was statistically significant (F (1,531) =2,596.06, p <.001,

R = .83) indicating that 83.02% of the variance in perceptions of ethical leadership is
explainable by perceptions of virtuous leadership. Perceptions of virtuous were
statistically significantly predictive of perceptions of ethical leadership (B =0.91, # (s31) =
50.95, p <.001), indicating that on average, a one-unit increase in perceptions of virtuous
leadership will increase the value of perceptions of ethical leadership by 0.91 units. The
predictive effect in the analysis was considered huge (+° = .83). Table 13 contains a
summary of findings for the evaluation of the predictive relationship between participant

perceptions of virtuous leadership and ethical leadership.
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Table 13

Linear Regression Summary Table: Participant Perceptions of Virtuous Leadership

Predicting Perceptions Ethical Leadership

Model B SE 95.00% CI B t p

(Intercept) 041  0.07 [0.27,0.56]  0.00 5.55 <.001

Virtuous Leadership 091  0.02 [0.87,0.94] 091 5095 <.001
Summary

Chapter 4 of this work encompassed an exploration of the correlation between
virtuous and ethical leadership alongside an evaluation of the interchangeability of
instruments measuring these constructs. Using a quantitative, nonexperimental design, I
employed survey methodology with two standardized instruments to gather responses
related to virtuous and ethical leadership constructs. I applied descriptive and inferential
statistical methods to analyze the data, revealing demographic distributions across
gender, age, position, and income alongside descriptive statistics on the leadership
constructs themselves. The demographic data indicated a diverse participant pool with a
higher representation of men (52.39%) and individuals aged 45 to 60 (52.68%). Positions
of participants varied with significant numbers in middle management (41.24%) and
executive roles (31.84%) and varied income levels, reflecting a broad spectrum of the
working population.

Further analysis of virtuous and ethical leadership constructs indicated positive
perceptions of both leadership types with slightly higher mean scores for ethical
leadership (M = 4.12) than for virtuous leadership (M = 4.09). When segmented by
demographic factors such as gender, age, and position, these constructs showed nuanced
differences in perceptions across these groups. For example, men scored higher on both
constructs compared to women, and perceptions varied notably across age groups and job
positions, suggesting demographic influences on leadership perceptions. The internal
reliability for both constructs was exceptionally high (o > .90) validating the
measurement instruments. Confirmatory factor analysis further supported the constructs’
validity demonstrating good model fits. Addressing the research questions, I found a
strong, direct, and significant correlation ( = .91) between perceptions of virtuous and

ethical leadership. Virtuous leadership significantly predicted ethical leadership
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perceptions accounting for 83.02% of the variance in ethical leadership perceptions and

highlighting a substantial predictive relationship between the two leadership perceptions.
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Chapter 5: Discussion

This dissertation encompassed a study of the correlation of and between the
constructs of virtuous and ethical leadership within organizational settings. I used two
known and validated measurement scales and delved into their potential
interchangeability and relational dynamics as well as the influence of demographic
factors on these constructs. Through a quantitative, nonexperimental design employing
survey methodology, I meticulously analyzed virtuous and ethical leadership constructs
to understand the nuanced relationship between these two.

This chapter is grounded in a descriptive analysis of the survey results, offering a
demographic snapshot of the participant pool, which aligns with the general
demographics of the business world in being predominantly male and middle-aged, with
a diverse representation across income levels, geographic locations, and positions within
organizations. This demographic breakdown provides a foundational understanding of the
sample, setting the stage for a deeper analysis into how these variables may influence
perceptions of leadership qualities. This analysis uncovers a close alignment in
participant perceptions as evidenced by the similarity in mean scores serving as the nexus
between the chapter’s focus and the broader research objectives. The exploration extends
to assessing how these perceptions vary across the different demographic groups,
uncovering that gender, age, position, and income levels play roles in shaping views on
leadership. Notably, in the analysis I identify that perceptions of leadership virtues and
ethics evolve with age and experience and are influenced by one’s role and financial
status within an organization.

The methodological rigor of this study is evident through the employment of
internal reliability measures, confirmatory factor analysis, and linear regression analysis,
which served to validate and quantify the relationship between the constructs. The
findings from these analyses provide strong evidence of a significant, direct correlation
between virtuous and ethical leadership, further supported by a predictive relationship
where virtuous leadership significantly forecasts the perceptions of ethical leadership.
This statistical evidence underscores the deep interconnection between these constructs,

highlighting the impact of virtuous qualities on ethical leadership perceptions.
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The nuanced understanding gained from this research illustrates the complexity of
leadership qualities and the challenges in measuring and interpreting these constructs
interchangeably. The implications of this study are twofold: (a) academically, this study
enriches the discourse on leadership by providing empirical support for the
interconnectedness of virtuous and ethical leadership; and (b) practically, this study offers
insights for organizational development and leadership training programs, stressing the
importance of fostering virtues in leaders to enhance ethical standards within
organizations.

This chapter not only bridges a significant gap in leadership research but also sets
a robust foundation for future inquiries into the dynamics between virtuous and ethical
leadership. The meticulous statistical analysis, combined with a thoughtful examination
of demographic influences, contributes a significant leap forward in understanding the
intricate relationship between these leadership constructs. With this research, I offer a
valuable contribution to both the theoretical underpinnings of leadership studies and the

practical considerations for developing effective leaders in organizational contexts.

Answering the Research Questions

I set out to explore the nuanced dimensions of leadership within the contemporary
organizational context, focusing specifically on ethical and virtuous leadership styles. My
primary objective was to dissect and understand the interplay between these two
leadership paradigms assessing their correlation, impact on organizational outcomes, and
the feasibility of using existing measurement instruments interchangeably to evaluate
their presence and efficacy within professional settings. Two central questions anchored
this research:

RQ1: Is there a significant and positive correlation between the scores obtained
from virtuous leadership measurement scales and ethical leadership measurement scales?

RQ2: Can the VLQ and ELS be utilized interchangeably without modification to
measure outcomes in both virtuous and ethical leadership?

This chapter is dedicated to answering the core research questions that underpin
this dissertation, systematically dissecting how the scores obtained from virtuous
leadership measurement scales correlate with those from ethical leadership measurement

scales and whether these tools can be interchangeably used without modification to
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measure outcomes in both virtuous and ethical leadership contexts. In the sections below,
I discuss the questions and divide them into subsections that delve into findings, relevant
literature, and drawn conclusions, thereby providing a comprehensive understanding of
the intricate relationship between virtuous and ethical leadership practices.

The above statistical findings are consistent with an emerging consensus in the
literature on leadership, which advocates for an integrated perspective that transcends the
traditional bifurcation of ethical and virtuous leadership into distinct categories. It
resonates with previous studies in which researchers have emphasized the complementary
nature of these leadership styles (Crossan et al., 2013) and challenged the notion that
ethical and virtuous leadership are distinct. The findings further closely align with a
burgeoning body of literature advocating for a more integrated view of leadership as
posited by Benmira and Agboola (2021) and Hannah et al. (2020). Previous research
often treated ethical and virtuous leadership as distinct constructs, focusing on ethical
leadership to promote ethical conduct through actions and virtuous leadership to
emphasize the embodiment of moral virtues. However, this study’s findings suggest a
more intertwined relationship, resonating with the sentiments of researchers such as
Crossan et al. (2013) and Banks et al. (2016), who argued for the overlapping and
complementary nature of these leadership styles. The empirical data in Chapter 4
demonstrate the practical manifestation of these two leadership styles. The correlation
between the perceptions of virtuous and ethical leadership highlights their
interconnectedness in practice, resonating with conceptual understandings discussed in
Chapter 2.

The interchangeability of the ELS and the VLQ as measurement tools challenges
existing methodologies in leadership studies. It diverges from previous research focused
on the distinct outcomes associated with either ethical or virtuous leadership, supporting
a unified approach to assessing moral leadership. The references to existing literature
related to RQ2, focusing on the interchangeability of measurement tools for virtuous and
ethical leadership as Zhang et al. (2019) discussed highlight the evolving understanding
and assessment methods within the field of leadership studies. The discussion draws upon

several key areas of literature.
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Answering Research Question 1

The first section of this chapter focuses on RQ1: Is there a significant and positive
correlation between the scores obtained from virtuous leadership measurement scales and
ethical leadership measurement scales? With this question, I sought to uncover the degree
of alignment and possible overlap between virtuous and ethical leadership constructs as
perceived by the participants. This section first includes a presentation of the findings
related to this question, followed by the integration of these findings with existing
literature on leadership theory. Finally, conclusions based on the combined insights from
empirical data and theoretical frameworks are drawn.

Findings Related to Research Question 1

In this study, I identified a significant positive correlation (» = .91) between the
scores derived from virtuous leadership measurement scales and ethical leadership
measurement scales. This correlation surpassed the usual expectations for related
constructs, suggesting a close association between ethical and virtuous leadership within
the examined contexts.

High Internal Reliability. The constructs measured by the ELS and the VLQ
demonstrated an exceptionally high internal reliability, with a Cronbach’s alpha of .99.
This result indicates a strong consistency among the items within each scale, suggesting
that they effectively capture the essence of ethical and virtuous leadership constructs.
However, the high reliability also hints at the need for a closer examination of item
redundancy or an overly narrow focus.

Strong Positive Correlation. I found a very strong positive correlation (» =.91)
between ethical and virtuous leadership, significantly exceeding typical expectations for
related constructs. This result suggests that ethical and virtuous leadership are nearly
synonymous in the studied contexts, challenging the traditional distinction between these
leadership styles and supporting a more integrated view of moral leadership. These
findings highlight the interrelated nature of ethical and virtuous leadership constructs,
suggesting that leaders who are perceived as virtuous are concurrently regarded as ethical
by their followers. This significant correlation advocates for a holistic approach to
leadership, where ethical actions and virtuous character are considered inseparable

elements of effective leadership.
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Divergence From Narrow Focused Studies. Unlike studies that have narrowly
focused on the distinct outcomes associated with either ethical or virtuous leadership, the
findings in this research support a unified perspective. The overlapping domains of these
leadership styles are in agreement with recent meta-analyses (e.g., Bedi et al., 2016) that
revealed both ethical and virtuous leadership to be positively related to similar
organizational outcomes such as employee satisfaction, organizational commitment, and
performance. This synthesis of implications and existing literature illustrates the study’s
contribution to bridging the conceptual gap between ethical and virtuous leadership. By
demonstrating the significant correlation to and alignment with current academic
discussions, this research enriches leadership theory and provides practical pathways for
fostering holistic and morally grounded leadership within organizations.

For RQ1, I examined the correlation between scores obtained from virtuous
leadership measurement scales and ethical leadership measurement scales. The
conclusion drawn is that there is a strong positive correlation ( = .91) between these two
constructs. This significant correlation indicates that perceptions of virtuous leadership
are closely aligned with perceptions of ethical leadership among the participants.
Conclusions Related to Research Question 1

For RQ1, I examined the correlation between perceptions of virtuous and ethical
leadership. In the hypothesis associated with this question, I anticipated a direct,
statistically significant relationship between these perceptions, which the findings
unequivocally confirmed. The findings revealed a very strong positive correlation (r =
.91), indicating that the participants’ perceptions of virtuous leadership are closely
aligned with their perceptions of ethical leadership. This significant correlation
underscores the intertwined nature of ethical and virtuous leadership constructs,
suggesting that leaders who are perceived as virtuous are also seen as ethical by their
followers.

In summary, the conclusion from RQI1 is that ethical and virtuous leadership are
highly correlated. This finding reinforces the idea that moral leadership encompasses
both ethical behaviors and virtuous characteristics. This challenges traditional distinctions

and supports a unified theory of moral leadership, offering a comprehensive framework
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for understanding and developing effective leadership in contemporary organizational

contexts.

Answering Research Question 2

In the subsequent section, I address RQ2: Can the VLQ and ELS be used
interchangeably without modification to measure outcomes in both virtuous and ethical
leadership? In this question, I explored the practical implications of the correlation
between virtuous and ethical leadership, investigating whether measurement instruments
designed for one style can accurately capture the essence of the other. In this section, I
meticulously present the findings pertinent to this inquiry, juxtapose these findings with
scholarly discussions on the interchangeability of measurement tools in leadership
studies, and conclude with a synthesis of empirical evidence and theoretical
considerations that provides a grounded perspective on the interchangeability of virtuous
and ethical leadership measurement instruments.

Findings Related to Research Question 2

The research confirmed that perceptions of virtuous leadership could predict
perceptions of ethical leadership with a high degree of accuracy, as evidenced by an F
value of 2,596.06. This significant predictive relationship explained a substantial 83.02%
of the variance in perceptions of ethical leadership based on perceptions of virtuous
leadership. The finding indicates a strong statistical significance and reinforces the
model’s robustness.

Predictive Relationship (F Value of 2,596.06). The predictive model examining
the relationship between virtuous and ethical leadership demonstrated an extraordinarily
high F value of 2,596.06, indicating a very strong statistical significance. This finding
confirms that perceptions of virtuous leadership can serve as a powerful predictor of
perceptions of ethical leadership, highlighting the robustness of the relationship between
these constructs. The high F value reinforces the model’s explanatory power and the
strength of the association between virtuous and ethical leadership.

Substantial Variance Explanation. The predictive relationship explains a
significant portion of the variance in perceptions of ethical leadership based on
perceptions of virtuous leadership, which suggests that virtuous leadership qualities are

closely aligned with and can predict ethical leadership perceptions. These findings
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underline the potential for these constructs to be measured interchangeably, offering a
practical solution for leadership assessment in both research and organizational contexts.
The findings indicate that the ELS and VLQ can indeed be used interchangeably to gauge
leadership qualities pertaining to both ethical and virtuous leadership, suggesting that
these instruments, despite being designed to measure distinct but related constructs, are
capable of effectively assessing the composite nature of moral leadership without
requiring modifications. This interchangeability facilitates a streamlined approach to
evaluating leadership, emphasizing the integrated nature of ethical and virtuous
leadership in fostering a holistic and morally grounded leadership culture within
organizations.

Integration of Ethical and Virtuous Leadership Constructs. The findings that
measurement tools for virtuous and ethical leadership can be used interchangeably
without modification resonate with recent scholarly discussions advocating for a more
integrated approach to understanding moral leadership. This perspective challenges
traditional methodologies that have treated ethical and virtuous leadership as separate
entities promoting a unified framework for assessing leadership qualities (e.g., Crossan et
al., 2013).

Methodological Advances in Leadership Research. The ability to use ELS and
VLQ interchangeably represents a significant methodological advancement. It suggests a
shift toward more holistic evaluation tools that can capture the multifaceted nature of
leadership, echoing recent calls for innovative assessment techniques that encompass a
broader range of moral leadership dimensions (Bedi et al., 2016).

Empirical Validation of Leadership Assessment Tools. The predictive
relationship and substantial variance explanation provided using the ELS and the VLQ
interchangeably contribute to the empirical validation of leadership assessment
instruments. This relationship supports the notion that ethical and virtuous leadership,
although conceptually distinct, share enough common ground to be effectively measured
by the same scales. This finding is in line with research efforts aimed at refining and
validating measurement scales to accurately reflect leadership constructs within diverse

organizational contexts.
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Practical Implications for Leadership Development

The interchangeability of the ELS and the VLQ also has practical implications for
leadership development programs suggesting that organizations can simplify their
assessment processes by using either tool to gauge both ethical and virtuous leadership
qualities. This approach aligns with recent literature that has emphasized the importance
of developing leaders who embody both ethical behaviors and virtuous traits, suggesting
a move toward more integrated leadership development strategies (e.g., Cameron, 2021).
In summary, the literature related to RQ2 supports a more integrated understanding of
moral leadership and underscores the importance of methodological advancements in
leadership assessment. By demonstrating that the ELS and the VLQ can be used
interchangeably, this research contributes to the ongoing dialogue about the composite
nature of moral leadership and the practical pathways for assessing and developing
ethical and virtuous leaders within organizations.

Conclusions Related to Research Question 2

The findings suggest that the ELS and the VLQ can be used interchangeably to
assess both ethical and virtuous leadership qualities, offering a methodological
advancement in leadership research. This interchangeability facilitates a streamlined
approach to leadership assessment, allowing a comprehensive evaluation of leaders’
moral qualities. It paves the way for future investigations into the composite nature of
moral leadership, enriching both theoretical frameworks and practical applications in
leadership development. The conclusions drawn for RQ2, in which I explored the
interchangeability of measurement tools for virtuous and ethical leadership, indicate that
these tools can indeed be used interchangeably without modification to accurately
measure outcomes in both domains.

Strong Predictive Capability. The findings demonstrate a significant predictive
relationship between perceptions of virtuous and ethical leadership as evidenced by the
extraordinarily high F value observed in the predictive model. This relationship
underscores that virtuous leadership qualities not only align closely with but also serve as
reliable predictors of ethical leadership perceptions. Thus, the measurement tools
designed for assessing these constructs, specifically the ELS and the VLQ, are effectively

interchangeable for evaluating leadership qualities within organizational contexts.
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Practical Utility in Leadership Assessment. The ability to use the ELS and the
VLQ interchangeably offers a practical advantage for organizations and researchers in
leadership studies. It simplifies the leadership assessment process by allowing the use of
either instrument to gauge both ethical and virtuous leadership qualities, facilitating a
more streamlined and efficient approach to evaluating and developing leadership within
organizations. This interchangeability indicates that these scales can capture the essence
of moral leadership comprehensively, making them valuable tools for leadership
development programs.

Contribution to Leadership Research Methodology. This conclusion
contributes significantly to the methodology of leadership research by providing evidence
for the use of a unified approach to measuring moral leadership constructs. It challenges
the conventional practice of developing and using separate tools for closely related
leadership dimensions advocating for a more integrated assessment framework that
acknowledges the overlapping nature of ethical and virtuous leadership.

Advancing Integrated Moral Leadership Models. The findings support the
advancement of integrated models of moral leadership that consider ethical behaviors and
virtuous traits as interconnected dimensions of effective leadership. This relationship
encourages a holistic view of leadership development and assessment, emphasizing the
importance of nurturing both ethical decision-making skills and virtuous character traits
in leaders to foster a more ethical and positively oriented organizational culture.

In summary, the study’s findings pertaining to RQ2 affirm that the ELS and the
VLQ can be used interchangeably, highlighting their effectiveness in capturing the
nuanced aspects of moral leadership. This conclusion not only enriches the theoretical
understanding of ethical and virtuous leadership’s interconnected nature but also offers
practical insights for organizations aiming to cultivate a leadership environment grounded
in both ethical principles and virtuous behaviors.

For RQ2, I delved into whether perceptions of virtuous leadership could predict
perceptions of ethical leadership. Per the hypothesis, there is a direct, statistically
significant predictive relationship, which was robustly supported by the findings. The
predictive model was statistically significant, explaining a substantial 83.02% of the

variance in perceptions of ethical leadership based on perceptions of virtuous leadership.
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This finding indicates that virtuous leadership qualities are not only aligned with but also
serve as a predictor of ethical leadership perceptions, highlighting the potential for these

constructs to be measured interchangeably.

Implications of the Overall Findings

The intersection of ethical and virtuous leadership within organizational settings
serves as a pivotal area of study, shedding light on the intrinsic qualities that define
effective leadership. In this section, I delve into the theoretical and practical implications
of a significant correlation found between ethical and virtuous leadership measurement
scales, challenging traditional leadership paradigms and advocating for a more integrated
model of leadership development. Through exploring the synergistic relationship between
ethical actions and virtuous character, this research contributes to a nuanced
understanding of moral leadership, proposing a unified theory that blends both ethical
behaviors and virtuous traits. The ensuing discussion highlights how these insights not
only redefine theoretical frameworks but also offer tangible strategies for organizations to
enhance leadership effectiveness through a comprehensive approach to leader
development.

Theoretical Implications

The significant correlation between ethical and virtuous leadership measurement
scales has profound theoretical implications. First, it challenges the conventional
dichotomy between ethical and virtuous leadership within leadership theory. Second, by
demonstrating their interconnectedness, this study supports a more holistic model of
moral leadership where ethical actions and virtuous character are seen as inseparable
elements contributing to effective leadership.

This research further enriches the ethical and virtuous leadership frameworks by
suggesting that ethical leadership, with its focus on moral principles and conduct, and
virtuous leadership, with its emphasis on character strengths and virtues, may indeed be
two sides of the same coin. This relationship supports the argument for a unified theory
of moral leadership that incorporates both ethical behaviors and virtuous traits,
contributing to a more comprehensive understanding of what constitutes moral

leadership.
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Practical Implications

For organizations striving to augment leadership effectiveness, I provide several
actionable insights. Recognizing the strong correlation between ethical and virtuous
leadership can guide the development of leadership assessment and development
programs that focus on both ethical behaviors and virtuous traits. Instead of treating these
aspects separately, organizations can adopt a more integrated approach to leadership
development that fosters the holistic growth of leaders.

Organizations can leverage this research to refine their leadership selection and
evaluation criteria, ensuring that leaders are assessed not only on their ethical decision-
making and conduct but also on their demonstration of virtuous traits such as courage,
integrity, and humility. This assessment could involve revising leadership competency
frameworks to include both ethical and virtuous dimensions and designing training
programs that address the development of these interrelated aspects. The findings within
this study relating to RQ1 not only enhance the theoretical understanding of leadership
but also offer practical pathways for organizations to cultivate leaders who embody both
ethical and virtuous qualities, fostering an ethical and positive organizational

environment.

Contribution to the Field of Leadership Studies

This study makes a significant contribution to the field of leadership studies by
bridging the conceptual gap between ethical and virtuous leadership. By demonstrating
that a strong correlation and predictive relationship exists between these two constructs,
the research supports a more integrated understanding of moral leadership that
encompasses both ethical behaviors and virtuous character traits. This integrated
perspective can enrich leadership theory by enhancing the comprehensiveness of the
framework for understanding the multifaceted nature of moral leadership. The
interchangeability of the ELS and the VLQ as measurement tools for assessing both
ethical and virtuous leadership represents a methodological advancement in leadership
research. This finding suggests that researchers and practitioners can use either scale to
assess moral leadership qualities effectively, offering a practical solution to streamline

leadership assessment processes in both research and organizational contexts.
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In summary, the study’s findings illuminate the deeply interconnected nature of
ethical and virtuous leadership, offering valuable insights for both theoretical exploration
and practical application in leadership development. By advancing the current
understanding of how these constructs relate to each other and contributing to the
methodological tools available for their assessment, this research enriches the tapestry of
leadership studies and paves the way for future investigations into the composite nature

of moral leadership.

Recommendations

Recommendations resulting from this research transition from the analysis and
findings discussed earlier in this chapter (also in Chapter 4) to the practical and scholarly
recommendations derived from the survey results on ethical and virtuous leadership.
Given the closely correlation between these leadership paradigms, as established in this
research, and its potentially significant influence on organizational culture and
effectiveness, it is imperative to discuss recommendations for the strategies and
directions for both current practice and future research. Accordingly, this section is
organized into three subsections: recommendations for practice, recommendations for
future research, and the development of a new combined instrument. In each of these
subsections, I aim to provide targeted guidance for practitioners seeking to implement
ethical and virtuous leadership principles, for researchers aspiring to explore this field
further, and for the potential advancement of measurement tools that more accurately

capture the essence of ethical and virtuous leadership.

For Practice

Organizations aiming to foster ethical and virtuous leadership can derive
actionable insights from this study’s findings. The strong correlation and predictive
relationship between ethical and virtuous leadership underscore the importance of
developing leadership programs that integrate both ethical behaviors and virtuous
character traits.

Leadership Development Programs. Organizations should design and
implement leadership development programs that emphasize not only the ethical

decision-making aspects but also the cultivation of virtuous character traits such as
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integrity, humility, and compassion. Such programs can include workshops, mentorship
opportunities, and reflective practices that encourage leaders to develop a holistic
understanding of moral leadership.

Assessment Tools Integration. Given the interchangeability of the ELS and the
VLQ scales, as demonstrated in this study, organizations can use either instrument to
assess and monitor the moral leadership qualities of their leaders. Regular assessments
can help organizations identify areas for improvement and track the progress of their
leadership development efforts over time.

Organizational Culture. An organization can promote an organizational culture
that values transparency, ethical behavior, and virtuousness. This goal can be achieved
through clear communication of ethical standards and by recognition of employees who
demonstrate these qualities as well as by leadership setting a clear example.

Feedback Mechanisms. An organization can establish open and transparent
feedback mechanisms that allow employees to voice concerns and observations regarding
leadership behavior. Such feedback can be invaluable in identifying areas where ethical
and virtuous leadership can be strengthened.

Enhanced Leadership Development. The intersections among ethical, virtuous,
transformational, and servant leadership can be understood to inform the design of
leadership-development programs. By recognizing the complementary nature of these
leadership theories, organizations can develop training and development initiatives that
encourage leaders to embody ethical and virtuous behaviors while cultivating the skills
necessary for transformational and servant leadership. These programs could include
workshops on ethical decision-making, exercises in empathy and humility, and training in
visionary thinking and servant-oriented practices.

Practical Application in Diverse Contexts. The relationship between these
leadership theories has practical implications for leadership practice in organizational
contexts. For example, in industries where innovation and change are paramount,
integrating ethical and virtuous leadership with transformational leadership principles
could support leaders in navigating ethical dilemmas while driving innovation. Similarly,

in service-oriented sectors, combining servant leadership with ethical and virtuous
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principles could enhance leaders’ ability to create supportive and empowering
environments for their teams.

In conclusion, integrating ethical and virtuous leadership with transformational
and servant leadership theories will not only enrich the current theoretical understanding
of leadership but also provide a nuanced framework for developing effective leaders.
This integrated approach highlights the importance of moral foundations in leadership
and offers a pathway for cultivating leaders capable of navigating the complexities of
contemporary organizational life while fostering positive outcomes for individuals and
organizations alike.

Impact on Organizational Qutcomes

The significance of leadership within any organizational context cannot be
overstated, especially pertaining to the ethical and virtuous dimensions of leadership
behavior. Ethical and virtuous leadership, characterized by a commitment to moral
principles, integrity, altruism, and a concern for the common good, stands at the forefront
of organizational success and sustainability. In this section, I aim to delve into the direct
impact of such leadership on crucial organizational outcomes with a particular focus on
employee well-being, job satisfaction, and overall performance. These three facets serve
as pivotal indicators of an organization’s health and are directly influenced by the
leadership style employed at the helm.

Employee Well-Being

Employee well-being has become a paramount concern for organizations, given
its impact on productivity, engagement, and retention. Investigating how ethical and
virtuous leadership contributes to employee well-being can shed light on the mechanisms
through which leadership influences the psychological and physical health of employees.
For example, ethical leaders who prioritize transparency, fairness, and integrity may
reduce workplace stress and promote a sense of security among employees, thereby
enhancing their well-being. Similarly, virtuous leaders who exhibit compassion, humility,
and courage can create supportive work environments that nurture employees’ personal

and professional growth.
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Job Satisfaction

Job satisfaction is closely tied to employee motivation, performance, and loyalty.
Future researchers should explore how the moral and character-driven focus of ethical
and virtuous leadership affects employees’ satisfaction with their jobs. Ethical and
virtuous leadership may contribute to a work environment characterized by trust, respect,
and fairness, which are factors known to enhance job satisfaction. Understanding the
specific aspects of ethical and virtuous leadership that most strongly correlate with job
satisfaction can help organizations tailor their leadership development efforts to
maximize employee contentment and commitment.

Organizational Performance

The ultimate goal of leadership is to drive organizational success. By examining
the direct impact of ethical and virtuous leadership on organizational performance,
researchers can identify the pathways through which these leadership styles contribute to
operational excellence, innovation, and competitiveness. For example, ethical leadership
may enhance performance by fostering a culture of accountability and ethical decision-
making, whereas virtuous leadership may promote resilience and adaptability among
employees, leading to better organizational outcomes.

By examining the direct effects of ethical and virtuous leadership on key
organizational outcomes, researchers can provide empirical evidence to support specific
leadership practices. Understanding how these leadership styles influence organizational
success can guide leaders in adopting behaviors and practices that promote positive
outcomes. This evidence-based approach to leadership development can enhance the
efficacy of leadership training programs and inform organizational policies that aim to

foster ethical and virtuous leadership.

For Future Research

In this study, I have provided important insights into the relationship between
ethical and virtuous leadership. I have also underscored several areas necessitating
additional investigation. Given the constraints encountered in this research, in this

section, I discuss recommendations for future research.



Ethical and Virtuous Leadership: Correlation and Interchangeability 70

Cultural and Contextual Variations

Considering the role of contextual and cultural factors in shaping the impact of
leadership on organizational outcomes is vital. The effectiveness of ethical and virtuous
leadership practices may vary across industries, organizational cultures, and national
cultures. In future studies, researchers should explore how these contextual factors
moderate the relationship between leadership and organizational outcomes, providing
insights into how ethical and virtuous leadership can be effectively implemented in
diverse settings.
Longitudinal Studies

The cross-sectional nature of the current study provides a snapshot of the
relationship between ethical and virtuous leadership at a single point in time.
Longitudinal research is recommended to explore how ethical and virtuous leadership
qualities develop and evolve over time within individuals and in response to changing
organizational dynamics. Such studies could offer insights into the causality and
dynamics of leadership development including how experiences, training, and
organizational changes affect ethical and virtuous leadership behaviors.
Diverse Industries and Roles

Expanding the research to include a broader range of industries and leadership
roles can provide a more comprehensive understanding of how ethical and virtuous
leadership manifests in different professional contexts.
Integration With Other Leadership Theories

Investigating the relationship between ethical and virtuous leadership and other
leadership theories such as transformational and servant leadership could offer deeper
insights into the complex nature of leadership. This recommendation is particularly
strong because it suggests the potential for a more comprehensive framework that
integrates ethical and virtuous leadership with other well-established leadership theories.
Exploring these relationships could illuminate the unique and overlapping contributions
of different leadership styles to organizational and employee outcomes.
Expanding Leadership Models

Ethical and virtuous leadership focuses primarily on the moral and character-

driven aspects of leadership. Integrating these aspects with transformational and servant
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leadership models, which emphasize vision, inspiration, and service, could lead to a more
comprehensive understanding of effective leadership. This integration could reveal how
moral and ethical considerations underpin the transformative and service-oriented actions
of leaders, providing a holistic model of leadership that encompasses a wide range of
positive leadership behaviors.
Theoretical Synergies

Transformational leadership, which emphasizes inspiring followers to achieve
extraordinary outcomes, and servant leadership, which prioritizes the growth and well-
being of followers, share common ground with ethical and virtuous leadership in their
focus on positive organizational and individual outcomes. By examining the synergies
between these theories, researchers can uncover the foundational elements that contribute
to effective leadership across different contexts. For example, the role of ethical
principles in guiding transformational leaders’ visionary strategies, or the virtuous traits
that enable servant leaders to put their followers’ needs first, could be explored in greater
depth.
Measurement and Methodological Considerations

To accurately assess the impact of ethical and virtuous leadership on these
outcomes, future researchers should employ robust methodological approaches and
comprehensive measurement instruments. Longitudinal studies can provide insights into
the long-term effects of ethical and virtuous leadership practices on organizational
outcomes. Multisource data collection, incorporating employee surveys, performance
metrics, and organizational records can enhance the validity of findings and provide a
multifaceted view of the impact of leadership on organizational success. Finally,
researchers should consider employing a mixed-methods approach to capture the nuanced
relationship between these leadership styles. Qualitative studies, including in-depth
interviews and case studies, could provide rich insights into how leaders integrate ethical,
virtuous, transformational, and servant leadership principles in their day-to-day practices.
The development and validation of comprehensive measurement instruments that capture
the multidimensional nature of leadership incorporating ethical, virtuous,
transformational, and servant dimensions could facilitate empirical studies in diverse

organizational settings.
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In summary, expanding the current understanding of the direct impact of ethical
and virtuous leadership on organizational outcomes is crucial for building more resilient,
productive, and humane workplaces. This line of inquiry not only contributes to the
theoretical development of leadership studies but also offers practical guidance for
organizations seeking to leverage leadership as a strategic asset for achieving success and
fostering a positive work environment. By addressing these areas, future research can
continue to build on the foundational knowledge this study has established, further
advancing the current understanding of ethical and virtuous leadership and its

significance in the modern organizational landscape.

Qualitative Research Design

Although the quantitative findings of this dissertation provide a robust analysis of
the correlation between virtuous and ethical leadership, integrating qualitative
methodologies can further enrich the current understanding of this topic. A qualitative
approach allows the exploration of the complexities and subtleties inherent in leadership
practices, offering a more nuanced view of how these leadership styles are manifested
and perceived in the organizational context.
Rationale for a Qualitative Approach

Qualitative research methods, including interviews, focus groups, and case
studies, can capture the depth and variety of leadership practices beyond what is
measurable through quantitative scales. This approach facilitates a detailed exploration of
leaders and followers' perspectives, experiences, and interpretations, providing a richer,
more comprehensive understanding of virtuous and ethical leadership dynamics.
Proposed Qualitative Methods

Semistructured Interviews. Conducting interviews with organizational leaders
and their subordinates can uncover insights into how virtuous and ethical leadership
behaviors are enacted and perceived in daily operations. Interview questions can be used
to explore experiences of ethical dilemmas, decision-making processes, and the impact of
virtuous behaviors on team dynamics and morale.

Focus Groups. Bringing together groups of employees at various levels to
discuss their perceptions of leadership within the organization can reveal shared views

and divergent opinions on what constitutes ethical and virtuous leadership. Focus groups
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can also be used to identify common scenarios that exemplify these leadership styles in
action.

Case Studies. In-depth case studies of organizations known for their ethical and
virtuous leadership practices can provide concrete examples of how such leadership
influences organizational culture, employee engagement, and business outcomes. These
case studies can serve as illustrative examples to complement quantitative data, offering
practical insights into the successful implementation of virtuous and ethical leadership
principles.

Integration with Quantitative Findings

The qualitative data obtained from these methods should be analyzed in
conjunction with the quantitative findings to offer a more holistic view of the phenomena
under study. Themes emerging from qualitative analyses can validate, expand upon, or
challenge the quantitative results, leading to a more nuanced understanding of the
interplay between virtuous and ethical leadership and organizational outcomes.
Implications for Future Research

Incorporating a qualitative approach opens new avenues for research, encouraging
future explorations of contextual, cultural, and individual factors that influence the
enactment and perception of virtuous and ethical leadership. It also suggests a framework
for developing targeted interventions and leadership development programs that are
grounded in the lived experiences of organizational members.

Conclusion

By expanding the research to include qualitative methods, the complexity and
richness of ethical and virtuous leadership practices can be captured. This comprehensive
approach not only enhances the current academic understanding but also provides
valuable insights for practitioners aiming to cultivate ethical and virtuous leadership

within their organizations.

New Combined Instrument
Based on the insights and discussions presented in this research, there is a
compelling rationale for the creation of a novel, integrated measurement tool that

amalgamates the ELS and the VLQ into a single consolidated scale. Such a scale would
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eliminate the redundancy that was revealed by the study’s resultant Cronbach’s alpha of
.99.
Factors to Warrant a New Instrument

From a theoretical perspective, the development of a new combined instrument is
predicated on the recognition of the multifaceted nature of many research constructs.
Traditional instruments, which often measure constructs in isolation, may not adequately
capture the nuanced relationships and interactions between different variables. A
combined instrument could address this limitation by integrating various dimensions into
a singular measure. This approach will not only enhance the conceptual clarity of the
constructs being studied, but it is also aligned with contemporary theoretical frameworks
that advocate for a more holistic understanding of phenomena. By enabling a
comprehensive measurement, the new instrument can contribute to theory building and
refinement, offering insights that are more aligned with the complexity of real-world
scenarios.
Strong Correlation and Predictive Relationship

In this study, I uncovered a very strong positive correlation (» =.91) between
perceptions of virtuous and ethical leadership with virtuous leadership also being a
significant predictor of ethical leadership. This significant overlap suggests that the
constructs share common underlying dimensions that could be more efficiently assessed
through a unified measurement tool.
Interchangeability of Instruments

The findings indicate that the ELS and the VLQ could be used interchangeably
without significant loss of specificity or sensitivity in measuring leadership qualities. This
interchangeability points to the feasibility of creating a combined instrument that captures
the essence of both ethical and virtuous leadership without redundancy.
Theoretical Implications

This research highlights a convergence between ethical and virtuous leadership
constructs, suggesting a unified domain of moral leadership. A combined instrument
would reflect this theoretical integration, providing a comprehensive tool that

encapsulates the broader spectrum of moral leadership qualities.
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Practical Implications

From a practical standpoint, a combined instrument would simplify the leadership
assessment process for organizations, making it more efficient to evaluate leaders’ ethical
and virtuous qualities. This instrument could streamline leadership development
initiatives and make it easier for organizations to identify and cultivate leaders who
embody both ethical behaviors and virtuous character traits.

Methodological Advancement

The development of a new instrument based on the strengths of the ELS and the
VLQ could offer methodological improvements, including enhanced reliability, validity,
and applicability across diverse organizational contexts. The new tool could also address
potential limitations of the existing scales by incorporating recent theoretical and
empirical insights into ethical and virtuous leadership.

Considerations Regarding the Development of a New Instrument

The development of a combined instrument would require careful consideration
of the following factors to maintain the correlative nature exhibited in the findings herein.

e Content validity: The first consideration is to ensure that the new instrument
comprehensively covers the key aspects of both ethical and virtuous leadership
without overlapping or omitting crucial dimensions.

e Construct Validity: The second consideration is to ensure the combined
instrument accurately measures the constructs it intends to assess, distinguishing
between ethical and virtuous leadership and other related constructs.

e Cultural and Contextual Sensitivity: Subject to the limitations discussed, the
third consideration is to adapt the instrument to be sensitive to cultural and
organizational variations in the conceptualization and expression of ethical and
virtuous leadership.

Overall, this study supports the idea of developing a new, combined instrument
for ethical and virtuous leadership, promising a more integrated approach to
understanding and cultivating moral leadership within organizations. This endeavor
would contribute significantly to both academic research and practical leadership

development, aligning with the evolving landscape of leadership studies.
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Limitations of the Study

This study, although contributing valuable insights into the relationship between
ethical and virtuous leadership, is subject to several limitations. These limitations pertain
to the research methodology, data collection, and analysis processes, and they highlight
areas for caution in interpreting the findings as well as directions for future research.
Cross-Sectional Design

In this study, I employed a cross-sectional research design to gain a snapshot of
the relationship between ethical and virtuous leadership at a single point in time. This
design limits the ability to infer causality or understand how these leadership qualities
evolve over time. Longitudinal research designs would be beneficial for exploring these
dynamics.
Self-Reported Data

The reliance on self-reported data through surveys introduces the potential for
response bias, including social desirability bias. Participants may have responded in a
manner they perceived to be favorable rather than reflecting their true perceptions and
experiences. Using additional data collection methods, such as interviews or third-party
assessments, could mitigate this limitation.
Use of Established Scales

Although the ELS and the VLQ scales are validated instruments for measuring
ethical and virtuous leadership, respectively, their use is based on the assumption that
these constructs are fully captured by the items within each scale. Some aspects of ethical
and virtuous leadership may not be encompassed by these measures. Researchers could
explore the development of additional items or scales to capture a more comprehensive
range of leadership qualities.
Statistical Analysis

The findings of this study are based on statistical analyses that require the
assumptions of linearity and homoscedasticity among variables to be met. These
assumptions may not hold in all cases, potentially affecting the accuracy of the predictive
relationships identified. Employing more complex statistical models that can account for
nonlinear relationships and interaction effects could provide deeper insights into the

nature of ethical and virtuous leadership.
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Cultural and Contextual Factors

In this study, I did not explicitly account for cultural and contextual factors that
could influence perceptions of leadership. Leadership qualities valued in one cultural or
organizational context may differ from those in another, affecting the applicability of the
findings across diverse settings. Acknowledging these limitations is crucial for
interpreting the study’s findings accurately and for guiding future research. By addressing
these limitations, subsequent studies can enhance the current understanding of ethical and

virtuous leadership and its impact on organizational success.

Final Thoughts

In this study, I explored the intricate relationship between ethical and virtuous
leadership, as well as the examination of their measurement instruments, and opened a
nuanced dialogue on leadership’s broader implications for organizational behavior. The
significant findings unearthed in this study underscore the profound impact that
leadership, grounded in ethical and virtuous principles, can have on the fabric of
organizational culture, employee well-being, and overall organizational effectiveness.
When reflecting on the broader implications of this study, it becomes evident that
leadership transcends mere organizational directives and performance metrics. Ethical
and virtuous leadership embodies a deeper, more holistic approach to guiding
organizations, a method that intertwines moral integrity with the relentless pursuit of
excellence. Such leadership not only enhances the immediate work environment but also
contributes to a more just, equitable, and humane society by extending its influence
beyond organizational boundaries.

The alignment or divergence of my findings with existing literature reaffirms the
complexity of leadership as a multifaceted construct, further highlighting the necessity
for leaders to embrace both ethical and virtuous behaviors. This study illuminates the
path for organizations to foster a leadership style that not only drives performance but
also champions moral excellence and virtue as cornerstones of organizational culture.
The practical implications of my findings provide a road map for organizations aspiring
to cultivate an environment where ethical and virtuous leadership thrive. Implementing
these insights can lead to a transformative shift in organizational paradigms, where

leadership is not only about achieving goals but also about nurturing an organizational
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ethos that values integrity, compassion, and a commitment to the greater good. In
contemplating the future of leadership and organizational behavior, this study serves as a
beacon, advocating for a leadership model that balances the demands of organizational
success with the imperatives of ethical and virtuous conduct. Such a model not only
enhances organizational performance but also contributes to the development of an
ethical, virtuous, and resilient society.

With this study, I have contributed to the scholarly discourse on ethical and
virtuous leadership, elucidating their pivotal roles in influencing organizational culture
and effectiveness. By delving into the nuanced interplay between ethical and virtuous
leadership and their assessment tools, this study underscores the transformative potential
of leadership that is deeply rooted in moral principles and virtues. It reaffirms the notion
that leadership extends beyond the confines of organizational success to include the
fostering of an environment that values integrity, altruism, and collective well-being. As
organizations navigate the complexities of the modern business landscape, the insights
garnered from this study offer a valuable framework for nurturing leaders who embody
ethical and virtuous qualities. Such leadership is imperative not only for the advancement
of organizational objectives but also for the cultivation of a society that values justice,
equity, and dignity. Moving forward, scholars and practitioners should continue to
explore and embrace the integration of ethical and virtuous practices in leadership,

recognizing their profound impact on organizational success and societal progress.
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Appendix B
Print Form of Online Invitation and Consent
Virtuous and Ethical Leadership Survey Participant Consent Form
Researcher: Ty Wenglar
Study: Dissertation - Exploring the Intersection of Ethical and Virtuous Leadership: An
Analysis of Correlation, Influence on Decision-Making, and Interchangeability of
Measurement Tools.
Invitation:

You are invited to take part in a research survey at your convenience
between February 15th and March 1st.

You were chosen for the research because you hold leadership positions in
your respective organization, have direct reports, are responsible for leading and
influencing others, and possess decision-making authority and managerial
responsibilities. Please read this form and ask any questions you have before
agreeing to be part of the interview.

This research is being conducted by a researcher named Ty Wenglar, who
is a doctoral candidate at Southeastern University.

Background Information:

The purpose of this research is to evaluate the relationship between
virtuous and ethical leadership and possible interchangeability of measurement
instruments for ethical and virtuous leadership styles. This is being done in an
effort to understand the relationship between virtuous and ethical leadership and
the correlation and, possible interchangeability of measurement instruments for
each as well as the effectiveness of each approach.

Procedures:

If you agree, you will be asked to participate in two online surveys, the

total time estimated to complete the surveys is less than 3 minutes.
Voluntary Nature of the Research:
Your participation in this research is voluntary. This means that everyone

will respect your decision of whether or not you want to participate. No one at
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Southeastern University will treat you differently if you decide not to take the
surveys.
Risks and Benefits of Being in the Interview:

There is the minimal risk of psychological stress during this research. If
you feel stressed during the surveys, you may stop at any time. There are no
benefits to you from participating in this interview.

Compensation:
There is no compensation for participating in this interview.
Confidentiality:

Any information you provide will be kept confidential. The researcher will
not use your information for any purposes outside of this research. Also, your
name or anything else that could identify is not recorded as a part of the survey.

Contacts and Questions:

The researcher’s name is Ty Wenglar. The researcher’s dissertation chair
is Dr. Joshua Henson. You may ask any questions you have now. Or if you have
questions later, you may contact the researcher via email at twenglar@seu.edu or

the chair at jdhenson@seu.edu.

1. Thave read the above information. I have received answers to any questions I have at
this time. I am 18 years of age or older, and I consent to participate in the survey.

Yes
No
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Appendix C
Print Form of Online Survey Qualification Statement
Page 2: Qualification Statement and Job Position

Virtuous and Ethical Leadership Survey Qualification Statement and Job Position

2. Do you hold a leadership position in your respective organization, have direct reports,
are responsible for leading and influencing others, and possess decision- making
authority and managerial responsibilities?

Yes
No

3. What is your position within your respective organization?

Middle Management
Senior Management
Executive / C-Suite - reporting to a Board, Owner etc.

Executive / Owner / C-Suite - reporting to no one.
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Appendix D
Print Form of Online Virtuous Leadership Questionnaire
Page 3: Virtuous Leadership Questionnaire
Please think about the individual that you report to directly, i.e. your
superior who manages you at work. If you are a CEO, President, etc who does
not have an individual that you report to please think about yourself.
Consider each of the statements below and indicate the extent to which
you believe that each statement is indicative of the way that your line-
manager/supervisor typically thinks, feels or acts at work on a response scale
where 7’1 = Strongly Disagree” and “5 = Strongly Agree”.
Do not base your response on a unique event and/or situation. Also, do not
think too long about your answers. There are no right or wrong answers.
My supervisor/manager:
* 4. acts with sustained initiative, even in the face of sacrificing personal risk.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly Agree
* 5. speaks up on matters of injustice or personal conviction, despite
risking a “backlash”.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly Agree
* 6. initiates a project despite risking their personal reputation.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
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5 - Strongly Agree

* 7. leads fundamental change though it may entail personal sacrifice

and/or personal risk.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 8. expresses concern for everyone’s needs.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 9. expresses concern for the misfortune of others.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*10. seeks/strive for the greater good.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 11. people become better after interacting with him/her.

1 - Strongly Disagree
2 - Disagree

3 - Neutral

4 - Agree
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5 - Strongly Agree

*12. 1s open to the ideas and advice of others.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 13. acknowledges when others are more competent.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 14. admits when they do not know how to do something.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*15. is open to learning from others.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 16. delivers on promises.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree
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* 17. practices what they preach.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 18. does the right thing even when it would be unpopular.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*19. stands by principles no matter the price.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*20. acts as a role model.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 21. allocates valuable resources in a fair/equitable manner.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 22. balance individual interests and rights fairly when allocating responsibilities.



Ethical and Virtuous Leadership: Correlation and Interchangeability 103

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*23. resolves conflict fairly and objectively.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 24. keeps people informed at all times.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*25. involves people in the decisions that affect them.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 26. exercises sound reasoning in deciding on the optimal course of action
with consideration of the associated risks.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 27. makes the right decisions for the right reasons at the right time.
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1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 28. grasps the complexity of most situations when making decisions/judgments.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*29. optimizes resources in responding to the demands of the environment.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*30. avoids indulging in personal work desires/preferences at the expense of others.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 31. prioritizes the team and/or organization’s interests over self-interest.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 32. behaves unselfishly.

1 - Strongly Disagree
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2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree
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Appendix E
Print Form of Online Ethical Leadership Scale
Page 4: Ethical Leadership Scale
Consider each of the statements below and indicate the extent to which
you believe that each statement is indicative of the way that your line-
managet/supervisor typically thinks, feels or acts at work on a response scale
where “1 = Strongly Agree” and “5 = Strongly Agree”.
Do not base your response on a unique event and/or situation. Also, do not
think too long about your answers. There are no right or wrong answers.
My line-manager/supervisor:
*33. Listens to what employees have to say.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly Agree
* 34, Disciplines employees who violate ethical standards.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly Agree
*35. Conducts his/her personal life in an ethical manner.
1 - Strongly Disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly Agree
* 36. Has the best interests of employees in mind.
1 - Strongly Disagree
2 - Disagree
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3 - Neutral

4 - Agree

5 - Strongly Agree

*37. Makes fair and balanced decisions.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 38. Can be trusted.

1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

*39. Discusses ethics or values with employees.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 4. Sets an example of how to do things the right way in terms of ethics.
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree

* 41. Defines success not just by results, but also the way they are obtained.
1 - Strongly Disagree

2 - Disagree

3 - Neutral
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4 - Agree

5 - Strongly Agree

* 42. When making decisions, asks “What is the right thing to do?”
1 - Strongly Disagree

2 - Disagree

3 - Neutral

4 - Agree

5 - Strongly Agree
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