[image: A close up of a sign

Description automatically generated]


BA (Hons) Business Management 

Irina Midrigan
2020527

Analysing the impact of ethical leadership on employee well-being and organisation performance










University of Wales Trinity Saint David (London Campus)



[bookmark: _Toc153278437]Abstract

       Ethical leadership serves as an important pillar for the success of companies across diverse industries, profoundly influencing their culture, values, and operational practices. While widely recognised as a key driver for nurturing moral behaviour and cultivating virtuous corporate ethos, there exists a gap in comprehending the precise impact of these ethical leadership practices on employee well-being and the consequent organisational performance. Previous studies have highlighted both positive and negative implications of ethical leadership on well-being and performance, indicating a need for a comprehensive research approach.
        This study adopts qualitative research methodology to explore the intricate relationship between ethical leadership, employee well-being, and organisational performance. By applying secondary data sources and qualitative research methods, it delves into these complex phenomena to offer nuanced insights. The findings suggest a strong correlation between ethical leadership, well-being of employees and organisational performance. Despite acknowledging potential limitations, the study underscores that the positive outcomes of ethical leadership outweigh the constraints.
      Furthermore, the research illuminates the interconnected nature of these elements, emphasizing the necessity of analysing them as an integrated system rather than individual components. Ethical leadership emerges as a pivotal force shaping both employee well-being and overall performance. When leaders demonstrate ethical conduct, they profoundly impact employee well-being, subsequently contributing to enhanced organizational performance. This interconnected relationship highlights the pivotal role ethical leadership plays in fostering a thriving work environment and driving organisational success.
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Chapter 1: Introduction
1.1 [bookmark: _Toc153278444]Introduction 
     Ethical leadership plays an important role in fostering sustainable and ethical working climate. This study attempts to   analyse the impact of ethical leadership on employee well-being and organisation performance. This chapter sets the study stage by introducing the research background, problem statement, proposed aims, objectives and research questions. Also, it discusses the significance of understanding the impact of ethical leadership and the implications. Furthermore, it briefly introduced the methods and methodology applied, the scope and research structure. 

1.2 [bookmark: _Toc153278445]Background of the study 
     Ethical leadership refers to the set of principles and values that guide leaders. Mihelič (2010) defined ethical leadership as a construct that distinguishes between right and wrong, setting an example for the followers whereas, Brown et al. (2005) defined ethical leadership as leading through exemplified behaviour that aligns with established norms through individual actions and interactions with others.  While leading by example is important for overall organisational success and company ethos it is important to acknowledge that all ethical leadership involves leadership, but not all leadership is necessarily ethical.   In the modern dynamic and ever-evolving organisational landscape, ethical leadership in the context of employee wellbeing and organisational performance is paramount. 
     Firstly, because employee’s wellbeing is directly connected to the overall health of the organisation, employee’s satisfaction, performance and without effective and ethical leadership these cannot be achieved (Guo, 2022). As ethical leadership goes beyond merely achieving business objectives; understanding the impact it has on the organisation helps in designing strategies to promote morally sound behaviour and values in leadership practices. Secondly, there are numerous examples worldwide where unethical leaders caused reputational damage impacting both employees and the performance. 
      Despite acknowledgment of the role leadership ethics plays for businesses and employees there is little research on this topic.  There is a need to have a better understanding how ethical leadership impacts employee’s well-being and performance to design strategies that could benefit employees and the company performance and expand the knowledge on this topic.   
Problem statement 
       In contemporary organisational environments, the complex relationship between ethical leadership, employee well-being, and organisational performance has become a subject of increasing concern and importance. This could be because of widely acknowledged as a critical factor for promoting virtuous behaviours and fostering a morally sound corporate culture, there remains a gap in our understanding of how these ethical leadership practices precisely influence these two elements.
       The absence of a comprehensive and nuanced examination of the mechanisms through which ethical leadership impacts both employee and the company success. This gap in knowledge is of significant consequence for contemporary businesses striving to optimise their performance, sustain a competitive edge, and cultivate a healthy working environment. 
1.3 [bookmark: _Toc153278446]Proposed aim, objectives, and research questions 
       The study aims to conduct in-depth analysis on the relationship between ethical leadership, employee’s wellbeing, and performance with close consideration to the characteristics of ethical leadership, the dynamics and potential factors influencing the outcomes. 
Here are the research objectives and subsequently the research questions this study is focussed to answer. 
The research objectives and research questions 
Objective 1. Identify the characteristics of ethical leadership and how these support employees' well-being.
Study Q 1.1 How ethical leadership characteristics empower employees?
Study Q 1.2 What are the attributes and ethical leadership skills? 
Study Q1.3 How does ethical leadership differ based on gender? 
Objective 2. Assess the factors that can enhance and/or hinder the effects of ethical leadership on well-being and performance. 
Study Q 2.1 What connection exists between ethical theories and ethical leadership?
Study Q 2.2 How various factors support or negatively impacts the effects of ethical leadership on wellbeing? 
Study Q 2.3 In what ways does ethical leadership influence productivity, innovation, and financial outcomes?
Objective 3. Develop Recommendations for improving employee’s wellbeing and organisational performance though effective application of Ethical Leadership Practices
Study Q 3.1 Based on the research findings, what evidence-based strategies and best practices can organisations implement to cultivate and strengthen ethical leadership behaviours?
Study Q 3.2 How can organisations design and implement leadership development programs that promote ethical leadership and its positive impact on both well-being and performance?

1.4 [bookmark: _Toc153278447]Significance of the research topic 
      The analysis of the impact of ethical leadership on the wellbeing of employees and organisation performance has significant implications at individual and collective levels.  It can provide valuable insights into potential mechanisms and outcomes that trigger variations and potential outcomes including supporting the design of appropriate solutions to help leaders understand consequences and take decisions to minimise risks.  
      Additionally, the findings can contribute to existing limited knowledge on interconnection between ethical leadership, employee wellbeing, and organisational performance.  It reveals insights into potential challenges faced by leaders to adhere to ethical leadership and inform development programs to improve employee’s well-being.
          
1.5 [bookmark: _Toc153278448]Methodology 
        The methodology applied has been selected based on the aims and objectives set. A comprehensive research approach is used for studying the relationship between ethical leadership, employee well-being, and performance. It focuses on secondary data sources and employs qualitative research methods to provide a nuanced understanding of complex phenomena.
       The explanatory research design and grounded theory strategy allows for the development of new insights from collected data. Data is analysed through content analysis, pattern recognition, and contextual analysis strategies, while data visualisation will include tables, charts and concept maps to present findings effectively.

1.6 [bookmark: _Toc153278449]Scope of the study 
        The study aims to investigate the defining characteristics, attributes, and practices of ethical leadership, with the goal of enhancing leadership practices and development initiatives. Moreover, it will evaluate the impact of ethical leadership on various aspects of organisational performance, encompassing productivity, innovation, financial outcomes, and employee performance.  
       While a gender-focused analysis could offer valuable insights into potential gender-related nuances, it would necessitate a more in-depth investigation. The research may not encompass all external factors that can influence well-being and performance, including economic conditions, industry-specific variables, and global events.

1.7 [bookmark: _Toc153278450]Research structure 
      The research consists of five chapters. The first chapter introduces the study, defining ethical leadership and its impact on employee well-being and organisational performance. It outlines the study's significance, problem statement, methodology, research objectives, and scope. The second chapter reviews literature on ethical leadership, elucidating its principles and characteristics. It identifies factors influencing well-being and drivers for organisational performance. 
       The third chapter details the research methodology. It adopts an interpretivism philosophy, emphasizing data interpretation through subjective experiences and social contexts. Grounded theory is the research strategy for understanding ethical leadership complexities. Data collection involves interviews, research databases, and online platforms. Analytical tools like content analysis, pattern recognition, and contextual analysis are utilized. Bar charts and concept maps aid data visualization. 
      Chapter four presents study findings, conducting in-depth data analysis to reveal patterns, relationships, and meanings. The discussion and implications section assesses findings' significance. The concluding chapter offers a concise summary of key findings and actionable recommendations, suggesting areas for future research. 


[bookmark: _Toc153278451]Chapter 2: Literature Review Introduction
      The theories proposed in relation to ethical leadership has been on the rise, nevertheless the theories related to the impact on employee’s wellbeing and performance are still limited. Despite the extensive range of theories and practices found in the literature on ethical leadership, certain theories and practices consistently resurface throughout the reviewed material. These themes are exploration of ethical leadership definitions, technology and ethical decision making, performance, ethical dilemmas, and the characteristics of ethical leaders. Although the literature represents these themes in a variety of context, this study primarily focuses on the relationship between ethical leadership, employee’s wellbeing, and performance along with understanding various influencing dynamics.

2.1 [bookmark: _Toc153278452]The principles and characteristics of ethical leadership 
      Ethical leadership refers to the need of leaders to demonstrate and uphold moral principles, values, and ethical standards in their actions. Brown & Treviño (2006) study found a positive correlation between ethical leadership and the development of emotional trust in the leader, while also observing a negative association between ethical leadership and instances of abusive supervision.  The scholars argue that equally important are the follower’s perception of ethical leadership as it helps in predicting the satisfaction with the leader.  Kapur (2018) argues that ethical leadership is about enabling people to do the right thing, being able to distinguish appropriate from inappropriate mode of conduct. 

       Ethical leadership principles encompass a set of ethical abilities, values, characteristics leaders must possess or learn. The existing data focuses on individual leadership characteristics thus providing a limited analysis of ethical leadership characteristics as a composite construct (Peng & Kim, 2020).   Among general ethical leadership characteristics are respect, integrity, fairness, transparency, moral identity, ethical role modelling. Crews (2015) study on characteristics of ethical leadership from senior executives’ perspective reveal interesting insights, the author research reveals that ethical leaders are seen as people who act with honesty, bravery, and reliability. The findings show that leaders prioritise relationships, embodying fairness, and selflessness in their interactions. When it comes to governance, they follow formal rules and make wise decisions. Weinstein (2019) emphasised the need to   prioritise people over financial gains which many organisations fail to do.  Crucially, ethical leaders must show a clear consistency between what they advocate and how they behave  (Moreno, 2010).
         Stor’s (2004) discussed the important role of integrity in leadership and its significant positive influence on organisations. The research underscores how ethical leadership is linked to higher hierarchical positions. It suggests that there's an assumption that successful leaders automatically embody integrity due to their status and achievements. However, this assumption could be misleading. While it's expected that leaders in senior positions should display ethical behaviour, it's not always the case that high-ranking leaders exhibit such behaviour (Folkman, 2022).
   In a different light, Shahab et al (2021) explains that ethical leadership is closely related to one’s religious beliefs. The scholars explain that in Eastern cultures who mostly believe in God, the spirituality is at the core of leader’s perception of ethical behaviour.  As per Othman and Rahman (2014) study on attributes of ethic leadership in leading good governance, accountability, integrity, fairness are among most important attributes.   Similarly, Kulicowski (2023) suggests that ethical leader must demonstrate ethical values such as promoting open communication, avoiding harmful bias, leading by example, be willing to accept responsibility and last but not least admit mistakes. 
    The theory lays out the foundation that guide leaders in making decisions about how to act and how to morally dissent. Generally, theorists address the ethical leadership from two angles leaders conduct and character.
2.2 [bookmark: _Toc153278453]Factors that shape the effects of ethical leadership on well-being 
        There are multiple factors that can contribute to positive or negative effects of ethical leadership on wellbeing and performance. Among positive factors are supportive policies, training and development, personal values, effective communication channels whereas cultural norms and pressures, workload and stress can hinder the effects of ethical leadership.  Saha et al (2019) researched the effect of ethical leadership and corporate social responsibility (CSR) on organisation performance and the results shows that personal values have a high impact on ethical leadership. Ethical values have positive influence on CSR and both direct and indirect influence on the company performance. Similarly, Rantika & Yustina (2017) study shows that ethical leadership stimulates the psychological empowerment of the employee, thus, it enhances work engagement and minimises emotional exhaustion.
  In contrast, Fu et. al. 2020 argue that most past studies concentrated on the favourable impact of ethical leadership on both organisations and employees and negative implications are somehow ignored. A few investigations have surprisingly revealed an adverse connection between ethical leadership and employees' workplace well-being (Yang, 2014). The author highlights that ethical leadership correlates with employees' perception of organisational citizenship anxiety.  This anxiety, as perceived by employees, entirely mediates the relationship between ethical leadership and employee well-being at work (Yang, 2014, Fu, et al., 2020). Chungtai et al. (2015) proposed that the significance of ethical leadership in this field stems from two main factors: "ethical transgressions" and "followers' outcomes." "Ethical transgressions" encompass the ethical environment and culture, while the "followers' outcomes" factor relates to various elements such as employee satisfaction, commitment, willingness to report issues, increased job dedication, enhanced organizational citizenship behaviour, and improved performance (Chughtai et al., 2015)
      Research reveals a strong link between personal values, ethical leadership, and organisational performance, yet some studies highlight a potential adverse association between ethical leadership and employee well-being. 
2.3 [bookmark: _Toc153278454]Key drivers of ethical leadership on organisational performance 
    As discussed previously, several studies support the link between effective application of ethical leadership practices and employee’s wellbeing and performance. Cheng et. al (2022) in the study on enhancing employee’s wellbeing by ethical leadership stated that “ethical leadership is positively related to the employee wellbeing”. Additionally, the findings suggest that ethical leaders can create a relaxing, positive ethical environment and give sufficient organisational support to workers. 
      Ethical leadership impacts work engagement and emotional exhaustion, the trust in the supervisor mediated the effects of ethical leadership on engagement and emotional exhaustion (Chughtai et al., 2015). Building trust, encouraging ethical conduct, and maintaining a positive working culture can be among important pillars in employee’s wellbeing. Anne Skeet, the Senior Director of Leadership Ethics, explained that leaders reinforce ethical leadership though   character and actions (Skeet, 2023). 
     Among the most effective practices, drivers of ethical leadership, the expert listed modelling the character and values, creating a community, designing ethical systems with consideration to transparency in organisation mission and identity (Skeet, 2023). Kelly et al (2021) article on strategies to improve employee’s wellbeing suggest that by providing more control over work, allowing flexibility, and fostering social belonging can significantly improve the employee’s wellbeing. The leader is at the centre of fostering positive changes and restructuring working environment. Moreover, it's the leader's responsibility to pinpoint risks and concerns affecting performance and to implement appropriate strategies, in line with employee’s wellbeing, to address them (Kelly, et al., 2021).

2.4 [bookmark: _Toc153278455]Ethic Leadership Practices and Theories 

     Ethical leadership practices and theories encompass a range of concepts and approaches that focus on integrating ethical considerations into leadership behaviors and organisational culture. These helps understand what ethical leadership entails, in what ways it influences employee behavior, organisational performance, and overall ethical climate. Among prominent and relevant theories on ethical leadership is Ethical Decision-Making Theory.
       It centres on how individuals, including leaders, make ethical decisions. It often includes frameworks for evaluating ethical dilemmas, such as the Utilitarian approach (maximising overall good), the Deontological approach (following rules and duties), and the Virtue Ethics approach (focusing on personal character). Ethical dilemmas’ can be seen as those more challenging situations involving ‘right versus right’ or ‘wrong versus wrong’ (Schwartz, 2015). Not only, ethical decision focuses on the making ethical decision but also addressing ethical concerns. 
    According to Home Office (2021) the Ethical Decision-Making Model aims to assist decision-makers in addressing and resolving ethical concerns that arise when making decisions. If ethical issues are recognised and raises concerns about how the decision might affect individuals, one can attempt to find solutions within established rules and advice, including assessing available flexibility. If the issue can't be resolved within the existing framework or at the decision-maker's level, it's recommended to escalate the matter for further evaluation and resolution. That would mean that existing behaviour guidelines, rules must be followed for better decision making for effective and ethical leadership.  
    Contemporary ethical leadership practices and theories including but not limited to sustainability, transparency in communication and ethical decision-making practices are gaining prominence to guide leaders in navigating complex ethical dilemmas, fostering inclusive environments, and ensuring responsible and sustainable organisational practices.

2.5 [bookmark: _Toc153278456]Summary 

     Ethical leadership requires the demonstration and the upholding of moral principles, values, and ethical standards, evident from the literature review. Also, the studies pinpointed the essential qualities of ethical leadership—such as honesty, integrity, fairness, and the alignment between advocated principles and actual behavior. Moreover, the literature explores the complexity and cultural variations in the perception and practice of ethical leadership.
    The existing analyses on the relationship between ethical leadership, employee well-being, and performance expose contradictory results some suggesting that ethical leadership have positive implications whereas, other argue that ethical leadership may impact not only positively but also negatively the employee’s well-being and performance. 
    This comprehensive review underscores the dynamic landscape of ethical leadership, demonstrating its pivotal role in shaping organisational cultures, employee well-being and overall organisational performance.





[bookmark: _Toc153278457]Chapter 3: Research Methods and Methodology 
3.1 [bookmark: _Toc153278458]Introduction 
The purpose of this research is to analyse the impact of ethical leadership on employee well-being and organisation performance with a focus on establishing the characteristics of ethical leadership, the dynamics and potential factors influencing the outcomes. This research is guided by the following objectives:
Objective 1. Identify the characteristics of ethical leadership and how these support employees' well-being.
Objective 2. Assess the factors that can enhance and/or hinder the effects of ethical leadership on well-being and performance.
Objective 3. Develop Recommendations for improving employee’s wellbeing and organisational performance though effective application of Ethical Leadership Practices
This chapter describes the methods and methodologies implemented to achieve the above objectives. These include the research philosophies, type, approach, method, study design, strategy, and data collection techniques. In addition to that this chapter discusses data analytical tools, data projection techniques and ethical guidelines. 
3.2 [bookmark: _Toc153278459] Philosophy/ paradigm 
The philosophical approach applied is interpretivism as it focuses on understanding the subjective experiences and perceptions of individuals within their context. As stated by Ryan (2018) “interpretivism is in opposition to positivism”. The scholar argues that truth and knowledge can be rather subjective which means is based one’s personal opinions, perceptions, and feelings. With consideration to the complexity of ethical leadership and the effects on well-being and performance, interpretivism approach has been selected due to ability for an in-depth exploration of the thoughts, attitudes, and behaviours of leaders in relation to the research topic.
3.3 [bookmark: _Toc153278460]Research type, approach, method  
     The research comprises secondary research data which involves consulting existing data. These were selected due to the importance of consulting secondary sources to gain wider knowledge on the impact of leadership on employee wellbeing and organisation performance.  While secondary research allows building upon exiting knowledge careful consideration will be allocated towards potential biases. An inductive research approach is used as it allows developing theories or concepts based on the data collected from leaders' experiences, data regarding employee well-being, and organisational performance. A qualitative research method is appropriate for the study because it allows for a deeper exploration of individuals' experiences, it enables to capture rich, descriptive data that provides context and meaning (Thomas, 2003). 
3.4 [bookmark: _Toc153278461]Research design, strategy, and data collection techniques 
      The explanatory research design applied aims to develop a deeper understanding of the relationships between variables in this case, ethical leadership and employee’s wellbeing and organisational performance. Using grounded theory, it allows for the development of new insights based on the data collected. As pinpointed by Creswell (2017) grounded theory involves using multiple stages of data gathering, including interrelationship of categories. It helps build a comprehensive understanding how ethical leadership impacts organisation performance and the wellbeing by analysing existing data and the repossesses provided through existing interviews with leaders and employees. Also, existing research database and online platforms will be used to gain actual insights into the topic and wider access to information and support in staying informed with latest developments.   These are effective in gathering in-depth insights from leaders about their experiences, perspectives, and behaviours related to ethical leadership and its effects on well-being and performance.
3.5 [bookmark: _Toc153278462]Data analytical and projection tools
      Content analysis techniques is used, and it is suitable because it helps identify themes and patterns related to ethical leadership, well-being, and performance. Using charts to visualize the data can provide a clear and concise way to present key findings, trends, and relationships that emerge from the content analysis. Charts can enhance the research's comprehensibility and facilitate effective communication of results.
Representation of study methods and methodology 
	· Philosophy/paradigm 
	 Interpretivism 

	· Research Type
	  Secondary

	· Research Approach 
	  Inductive

	· Research Method 
	 Qualitative

	· Research Design 
	  Explanatory

	· Research Strategy 
	        Grounded theory

	· Data collection techniques 
	        Existing Interview 
        Existing research database 
        Online platforms 

	· Data Analytical tool/techniques- 
	  Content analysis
         Pattern recognition
         Contextual analysis 

	· Data projection and visualisation 
	  Bar charts, tables 
        Concept map



[bookmark: _Toc144242803][bookmark: _Toc152675038]Table 1. Research Methods and Methodology
3.6 [bookmark: _Toc153278463]Limitations 
       While using qualitative data provides in-depth understanding of the topic though exploration of nuances it has its limitations such as lack of numerical measures (Rahman, 2016). Analysing qualitative data involves complex processes, such as coding and thematic analysis, which might result in varied interpretations difficult to reproduce. In term of philosophical position applied, interpretivism there limitations that must be considered such as heavy reliance on individual interpretations and perceptions, which can introduce bias or subjectivity. According to Gemma (2018), researchers cannot fully detach from their personal values and beliefs, influencing how they collect, interpret, and analyse data during the research process. 
   The explanatory research design despite many benefits has its limitations such as oversimplifying complex phenomena by emphasizing relationships between variables rather than the intricate nuances within them. Additionally, there is little guidance on methods for conducting and interpreting explanatory qualitative research interviews (Næss, 2018). This research relies on existing research data base which might contain or inherent biases or be context-specific, not entirely aligning with the specific focus or scope of the current research. To increase the research viability the limitations and risks related to research methods and methodology are carefully considered. 

3.7 [bookmark: _Toc153278464]Ethical guidelines 
     This research adheres to standards and ethical guidelines. The researcher ensured the validity, accuracy and relevance of the used sources including appropriate reference and acknowledgment. Where required informed consent was obtained and the privacy, security, fairness was carefully considered to avoid potential bias. The intellectual property rights, including copyright and patent considerations were respected when using and referencing others' work. Additionally, ethical approval from the university was obtained and ensured the research  conducted in a responsible and respectful manner. 
3.6 [bookmark: _Toc153278465] Chapter Summary 
    Chapter 3 outlined the procedures involved in conducting the research and handling data. The chosen research design was suitable for gathering information, aiming to provide thorough descriptions for investigating the phenomenon of ethical leadership, particularly the impact of ethical leadership on employee’s wellbeing and performance. The data collection phase involved qualitative approach, fostering interpretation through patter recognition, contextual analysis. To increase the transparency, ensure validity, accuracy and relevance and acknowledgment of the used sources this research adheres to standards and ethical guidelines. 
      












[bookmark: _Toc153278466]Chapter 4. Presentation, Analysis, and Interpretation of Data 
4.1 [bookmark: _Toc153278467] Introduction 
     Ethical leadership plays a crucial role in all aspects of business management. Organisational performance and employee well-being is no exception. This chapter focuses on presenting the findings, analyse the data and discuss the study implications. The presentation, analysis and data discussion are guided by the study objectives; characteristics of ethical leadership and how these support employees' well-being, the factors that can enhance and/or hinder the effects of ethical leadership on well-being and performance.

4.2 [bookmark: _Toc153278468]Data presentation and Findings 
[bookmark: _Toc153278469]4.2.1 The characteristics of ethical leadership and how these support employees' well-being and performance 
     In this section, the findings are presented in accordance with initial objectives and aims. The findings show a close connection between ethical leadership and employees wellbeing and organisational performance. The characteristics of ethical leadership constitute a strong foundation for every leader. As presented in ( Figure 1. The Characteristics of ethical leadership) the following characteristics could shape leaders’ actions in terms particularly in upholding employee’s wellbeing and company performance. These are ethical compliance, role modelling, integrity, fairness, transparency, moral identity, and reliability and these do not differ based on gender. As per Ethics Research Centre, (2016) research there are relatively small differences in exercising ethical leadership. 


[bookmark: _Ref152260414][bookmark: _Toc152674965]Figure 1. The Characteristics of ethical leadership

        The ethical leadership characteristics identified impact the employee’s wellbeing and performance in multiple ways. The ethical compliance helps build trust and psychological safety which supports employee’s wellbeing, provides greater job satisfaction, and increases engagement. Also, it creates a stronger sense of purpose and meaning, greater work-life balance. In terms of the impacts on the company performance, ethical compliance supports company performance particularly by enhancing reputation and brand reputation. Moreover, it helps reduce legal and reputational risks, improved employee morale and productivity and helps design a better risk management plan and support efficient decision-making. Find below the ways in which role modelling, integrity fairness, transparency, moral identity, and reliability impacts employee’s wellbeing and performance ( Table 2. The impact of ethical leadership characteristics on employee’s wellbeing and company performance.)





Ways the characteristics of ethical leadership impact employees' well-being and performance 
	Characteristics
	Employees wellbeing 
	Company performance

	Ethical compliance 
	· Trust and Psychological Safety
· Job Satisfaction and Engagement
· Stronger Sense of Purpose and Meaning
· Work-Life Balance

	· Enhanced Reputation and Brand Image
· Reduced Legal and Reputational Risks
· Improved Employee Morale and Productivity
· Better Risk Management and Decision-Making

	Role modelling
	· Encouragement of Ethical Behaviour
· Inspiration and Motivation
· Creation of Positive Work Environment
· Fostering Trust and Respect
	· Cultural Alignment and Consistency
· Improved Team Dynamics
· Reinforcement of Organisational Values
· Strengthened Leadership Credibility


	Integrity
	· Cultivation of Trust
· Nurturing Respectful Environment
· Encouragement for Open Communication
	· Strengthening Organizational Culture
· Building Stakeholder Confidence
· Reinforcing Ethical Standards


	Fairness
	· Encouraging Equitable Treatment
· Reducing Conflict and Resentment
· Fostering Trust and Loyalty
· Enhancing Collaboration
	· Improving Employee Retention
· Cultivating Diverse and Inclusive Culture
· Increasing Productivity and Innovation
· Mitigating Legal and Ethical Risks


	Transparency 
	· Encouraging Openness and Honesty
· Reducing Anxiety and Speculation
· Empowering Employees through Information
· Fostering a Supportive Culture
	· Enhancing Accountability and Responsibility
· Strengthening Communication Channels
· Bolstering Investor and Stakeholder Trust
· Reducing Misunderstandings and Confusion


	Moral identity
	· Reinforcing Ethical Values Alignment
· Providing a Sense of Purpose
· Boosting Self-Esteem and Confidence
· Aligning Personal and Professional Values
	· Encouraging Ethical Decision-Making
· Building a Cohesive Organizational Culture
· Attracting Ethically Aligned Talent
· Fostering Ethical Responsibility among Employees


	Reliability 
	· Providing Stability and Predictability
· Reducing Stress and Uncertainty
· Building Trust and Confidence
· Creating a Supportive Work Environment
	· Improving Operational Efficiency
· Strengthening Customer Relations
· Bolstering Team Collaboration
· Ensuring Consistency in Deliverables



[bookmark: _Ref152272931][bookmark: _Toc152675039]Table 2. The impact of ethical leadership characteristics on employee’s wellbeing and company performance.

[bookmark: _Toc153278470]4.2.2 The factors that can enhance or hinder the effects of ethical leadership on well-being and performance. 
     The findings on the factors that enhance or hinder the effects of ethical leadership on employee’s wellbeing and performance show that the positive factors (supporting policies such as Employees Assistance Programs, ethical climate for employee’s empowerment, training and development including but not limited to personal values and virtue ethics) could overweight the negative factors (workload that leads to stress, damaging cultural norms, pressure to deliver results) (See: Figure 2.Ethical leadership influence factors).



[bookmark: _Ref152273575][bookmark: _Toc152674966]Figure 2.Ethical leadership influence factors
4.3 [bookmark: _Toc153278471]Data Analysis and Insights 

      This section focuses on analysing data with consideration to various contextual perspectives on employee wellbeing and organisational performance. The analysis aims to discern patterns that shed light on the intricate relationship between ethical leadership, employee wellbeing, and company performance. Building upon the themes discussed earlier, we examine how similar or divergent elements from the literature review offer fresh perspectives and insights into this relationship.
       Examining the presented data, several discernible patterns and meaningful insights emerge regarding the relationship between ethical leadership characteristics, employee wellbeing, and company performance.  The findings show that if ethical leadership is followed by leaders, then it could have positive impact for both employees’ wellbeing and company performance. For example, role modelling as a characteristic supports employee’s wellbeing by promoting ethical behaviour, motivation, and creating an environment which promotes trust and well-being. 
     The existing data reiterates the positive effects of role modelling on company performance suggesting that it contributes to boosting team dynamics and strengthening values and leadership credibility. Similarly, Kuligowski (2023) emphasised the importance of leading by example. There is no doubt, that leading by a good example could generate desired outcomes.  However, it important to acknowledge the challenges that may arise such as individual biases or inconsistencies between what leaders say and their actions. In a way, ethical leadership characteristics indeed have multiple positive effects on employee’s wellbeing and performance, but the risks involved must not be ignored as relying simple on the positive impact without considerations to leaders’ virtue ethics, overall team climate. Understanding, employee’s perception on ethical leadership could be an important source for an effective leadership and ethical role modelling.   
         The interconnectedness of these elements as a cohesive system underscores the importance of analysing them within their interconnected dimensions rather than treating them as isolated entities. When leaders act ethically, they positively influence employee wellbeing, subsequently impacting overall performance. Conversely, in scenarios where organisational performance falters, leaders might be inclined to resort to unethical practices to maintain performance levels, potentially compromising both employee wellbeing and overall performance. This interconnected relationship highlights the critical role ethical leadership plays in sustaining a healthy balance between employee wellbeing and organisational success. 


[bookmark: _Toc152674967]Figure 3. Corelation between ethical leadership, employee’s wellbeing, and organisational performance

     Ethical leadership characteristics play a pivotal role in empowering employees by fostering a culture of trust, fairness, and moral guidance. These characteristics, often encompass attributes like integrity, empathy, transparency, and a commitment to ethical decision-making. However, ethical leadership isn't uniform across genders, where differences might exist in leadership styles or societal expectations, despite studies showing limited differences in ethical leadership there may be required further studies on this topic.  Understanding the connection between ethical theories and ethical leadership provides a theoretical framework that guides ethical decision-making and behaviours, influencing how leaders approach various situations. Additionally, the multifaceted impact of ethical leadership on wellbeing, considering how external factors can either bolster or undermine its effects highlights the broader organisational implications, illustrating the corelation of ethical leadership with increased productivity, innovation, and positive financial outcomes, showcasing its substantial influence beyond individual empowerment.




4.4 [bookmark: _Toc153278472]Discussion and Implications 
       As mentioned previously, the positive influences outweigh the negative ones. This aligns with (Chughtai et. al, 2015) and Cheng et. al (2022) arguments that show the benefits of implementing ethical leadership and related positive outcomes such higher performance, increased productivity, innovation, and better financial outcomes. However, it comes in contrast to Yang, (2014) and  Fu, et al., (2020) findings that pinpoint towards limited research on negative implications of ethical research. 
     As emphasised by scholars, ethical leadership could be also a cause of employees anxiety, particularly if negative implications are not considered and adressed. Once again, while the benefits could way overcome negative implications considering potential dynamics associated with ethical leadeship in context of employees welbeing and performance such as leaders slow adaption to change, resistance and oposition, ethical dilemas, potential ethical lapse. These challenges do exist, acknowledging them does not diminish the significance of ethical leadership. Instead, it could be highly beneficial to undertand the complexities leaders face when navigating ethical dilemmas particularly when it comes to operate in diverse organisational contexts. This is important as experienceses and suroundings may differ from ledaer to ledaer. 
      The factors that enhance ethical leadership such as supporting policies (Employees Assistance Programs) could equip employees with abilities to manage personal challenges, leading to increased focus and engagement at work. Despite existing challenges, if efficiently implemented ethical leadership could set the climate for entire organisation thus empowering employees to contribute to a more harmonious and collaborative work environment. 
      Understanding how ethical leadership influences these factors is crucial for optimising organisational efficiency. Employee well-being on the other hand, is not only a matter of social responsibility but also a driver of performance and job satisfaction. In an interview with Bill Boulding at Duke University's Fuqua School of Business, Apple's CEO Tim Cook emphasized the importance of effective leadership, particularly in enhancing existing structures. He highlighted the significance of addressing supplier carbon footprints, employee treatment, and overall personal conduct as integral components falling under this leadership umbrella(Cook, 2013). 
     By applying ethical leadership, it can contribute to a supportive and fair work environment, leading to improved employee well-being, reduced turnover, and increased engagement. Moreover, it supports employee performance by motivating employees, setting clear expectations, and fostering a sense of purpose. 
     Ethical leadership is inherently tied to supporting employees' well-being, fostering trust, and creating a positive organisational culture. However, it's equally imperative to ethical leaders to develop their set of abilities and necessary skills that could equip them in addressing challenges and issues related to performance such as pressures to generate high profit, which can potentially lead to ethical lapses if not adequately addressed.
      Leaders often bear immense responsibility, facing high-pressure situations, complex decisions, and demanding expectations. The weight of these responsibilities, combined with the need to maintain ethical standards, can create immense stress and strain on leaders. Without proper support mechanisms, ethical leaders may encounter barriers in upholding ethical behaviour consistently, risking potential lapses that could do the opposite of intended, harming the company's reputation, and impacting financial stability.
      Implementing efficient programs aimed at supporting leaders is crucial. These programs should focus on providing resources, guidance, and avenues for leaders to navigate the challenges they face. Mentoring, coaching, and access to confidential counselling or advisory services can offer invaluable support to leaders dealing with ethical dilemmas, performance pressures, or personal challenges.
       The growing occurrence of ethical misconduct by leaders within organisations is a perplexing phenomenon, particularly as these same leaders are typically well-regarded and frequently cited as exemplars of effective leadership. Even if they may drive high financial performance, it is usually at the expense of employee wellbeing which leads to short-term success but in the long term, it creates major problems such as withdrawal behaviours, stress, and turnover. 
    Ethics should be at the core of a leader’s actions, and attitudes to build a positive working environment. On the negative side as mentioned previously, leaders who neglect ethics in leadership erode trust among employees and foster a toxic environment, increased conflict, and reputational damage.  These are mutually dependent with how effective the leader is, not only in getting things done and upholding the organisation's mission but also in ensuring long-term progress where employees feel they can trust the leader and progress in a healthy working environment. When employees recognise ethical leadership, they are more likely to demonstrate increased commitment to their work and decreased emotional exhaustion, ultimately resulting in an improved state of wellbeing (Kapur, 2018).


4.5 [bookmark: _Toc153278473]Chapter Summary 
       Chapter 4 provided an extensive exploration of the data obtained, focusing on the implications of ethical leadership on organisational performance and employee wellbeing. It introduces the critical aspects of ethical leadership and how they impact employees' wellbeing and company performance. The section presents a detailed analysis and discussion of these impacts, emphasizing the interconnected nature of ethical leadership characteristics and their effects on both domains.
       It has emphasized the profound impact of ethical leadership on fostering a supportive work environment, improving employee wellbeing, reducing turnover rates, and increasing engagement. Additionally, the pivotal role of ethical leadership in ensuring not only short-term success but also long-term organisational growth. It emphasizes the need for leaders to prioritise ethics in their actions, fostering trust, a healthy working environment, and employee commitment for sustained organizational progress.
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Chapter 5: Conclusion and Recommendations 
      In conclusion, this research delves into the intricate relationship between ethical leadership, employee wellbeing, and organisational performance. The analysis of ethical leadership's impact on these facets holds substantial importance due to limited existing research and its profound implications for overall organisational success. This study aims to unearth mechanisms and areas for improvement that can mutually benefit both performance and employee wellbeing. It endeavours to fortify ethical leadership behaviours, potentially catalysing a positive transformation in company culture, enabling goal achievement, and ensuring the application of sustainable strategies.
       The literature review underscores the requirement for ethical leadership to demonstrate and uphold moral principles and values. It elucidates key ethical qualities—honesty, integrity, fairness, and alignment between advocated principles and actual behaviour. Furthermore, it delves into the complexities and cultural variations in perceiving and practicing ethical leadership. Existing analyses on the ethical leadership, employee wellbeing, and performance nexus reveal contradictory outcomes. While some suggest positive implications, others argue that ethical leadership might impact employee wellbeing and performance negatively alongside its positive effects.
        This comprehensive review illuminates the dynamic landscape of ethical leadership, highlighting its pivotal role in shaping organisational climate. The research employed suitable methodologies to investigate the impact of ethical leadership on employee wellbeing and performance. Applying a qualitative approach, the study focused on thorough descriptions and interpretation through pattern recognition and contextual analysis. Adhering to ethical guidelines and standards was integral for ensuring transparency, validity, accuracy, and proper acknowledgment of all sources consulted.
        The research findings emphasize the profound impact of ethical leadership in fostering a supportive work environment, reducing turnover rates, increasing engagement, and ensuring sustained organizational growth. This highlights the imperative need for leaders to prioritize ethics, fostering trust, a healthy working environment, and long-term employee commitment, crucial for the sustained progress of an organisation.
     On organisation level it is recommended to apply the following measures to strengthen ethical leadership behaviours. Firstly, establishing clear ethical guidelines and codes of conduct that strongly align with the organisation's values. Encouraging transparent communication channels and fostering an open-door policy can facilitate ethical discussions and decision-making. Not less important is the corporate social responsibility, where the positive impact is not only extended to organisation but also society and environment through philanthropy, sustainable practices, and community engagement.
      On individual level, developing programs and leadership initiatives that specifically focus on ethical decision-making, empathy, and integrity is highly effective. Moreover, incorporating ethical leadership principles into performance evaluations and recognising and rewarding ethical behaviour further reinforces these practices. Encouraging ongoing discussions, workshops, and forums where leaders can share experiences and best practices in ethical leadership is equally important. The discussion however has to be transactional where the employees also have chance to express their views on the matter. To ensure long-term impact, integrating ethical leadership principles into the organisational culture through policies, assistance programs will support the wellbeing of employees and leaders. 
       By implementing these strategies, organisations can not only cultivate ethical leadership behaviours but also positively influence employee well-being and performance. These practices create a conducive environment where ethical conduct is valued, fostering a culture of trust, respect, and success.
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Glossary 

	Term 
	Definition 

	Ethical leadership 
	Ethical leadership refers to a style of leadership that prioritizes integrity, honesty, fairness, and accountability. It involves leading by example, making decisions based on ethical principles, and considering the impact on stakeholders, fostering an environment of trust and ethical behaviour within an organization.

	Employees wellbeing 
	Employee wellbeing refers to the holistic state of health, satisfaction, and fulfilment experienced by individuals within the workplace. It encompasses various dimensions, including physical, mental, emotional, and social aspects, along with a sense of purpose and engagement in their work.

	Organisational performance 
	Organisational performance refers to the measurable outcomes, achievements, and effectiveness of an organization in achieving its strategic objectives, goals, and missions.

	Corporate social responsibility (CSR)
	CSR is a concept where businesses integrate social and environmental concerns in their operations and interactions with stakeholders. It involves going beyond legal requirements to contribute positively to society, such as through philanthropy, sustainable practices, and community engagement.

	Ethical Dilemma
	An ethical dilemma is a situation that requires a choice between two conflicting moral principles or values. Resolving an ethical dilemma often involves navigating between alternatives, each with potentially negative consequences, and requires decision-making that aligns with ethical principles.

	Ethical Decision-making:
	Ethical decision-making is the process of evaluating and choosing among alternatives in a manner consistent with ethical principles and values. It involves considering the implications of decisions on stakeholders, weighing moral considerations, and making choices that uphold ethical standards.

	Ethical lapse 
	An ethical lapse refers to a temporary deviation from ethical behaviour or standards. It occurs when an individual, under certain circumstances or pressures, acts in a way that contradicts their usual ethical principles or values.

	Corporate Governance 
	Corporate governance encompasses the system of rules, practices, and processes by which a company is directed and controlled. It focuses on ensuring ethical conduct, accountability, and transparency in decision-making and management practices.

	Ethical Climate 
	Ethical climate refers to the prevailing atmosphere or culture within an organization that influences individuals' ethical behaviour and decision-making. It reflects the organization's commitment to ethical values and practices.

	Ethical compliance 
	Ethical compliance involves adhering to laws, regulations, and ethical standards in conducting business operations and decision-making processes. It ensures that an organization operates within ethical boundaries and meets legal requirements.

	Employee Assistance Programs (EAPs)
	Employee Assistance Programs are workplace initiatives that offer employees counselling, support services, and resources to address personal issues that may affect their wellbeing or work performance

	Ethical Role Modelling 
	Ethical role modelling involves leaders demonstrating and exemplifying ethical behaviour, serving as a guide and inspiration for others in the organization to emulate similar ethical standards and conduct.

	Employee Empowerment 
	Employee empowerment refers to the delegation of authority, responsibility, and decision-making power to employees. It involves creating an environment where employees feel valued, trusted, and capable of contributing meaningfully to the organisation.

	Virtue ethics 
	Virtue ethics refer to a set of individual character such as honesty, integrity, courage, and compassion, guiding individuals to act in ways that reflect these virtuous qualities.

	Ethics of responsibility 
	The ethics of responsibility refers to a moral framework that emphasizes accountability and considers the impact of one's actions on others, society, or the environment.
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Appendices 

[bookmark: _Toc153278221]Appendix 1. Research Time prospects. Adapted from Grant Chart
Time prospects of the research 
	Research stages 
	July 
	August 
	September 
	October 
	November 

	Planning and topic identification 
	
	
	
	
	
	

	Preliminary information search  
	
	
	
	
	
	

	Write research proposal.

	
	
	
	
	
	

	Data collection 

	
	
	
	
	
	

	Literature review and Introduction 
	
	
	
	
	
	

	Write research methods and methodology 
	
	
	
	
	
	

	Write findings, results, and discussion  
	
	
	
	
	

	Write Conclusion Chapter and Abstract 
	
	
	
	
	
	

	Proofread, edit 

	
	
	
	
	

	


	Review 
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APPLICATION FOR ETHICAL APPROVAL
In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.
The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.
The individual undertaking the research activity is known as the “principal researcher”.
Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.
Please read the notes for guidance before completing ALL sections of the form.
This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.
SECTION A: About You (Principal Researcher)
	1
	Full Name:
	
	Irina Midrigan
	
	
	

	2
	Tick all boxes that apply:
	
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒
	Taught Postgraduate Student
	☐
	Postgraduate Research Student
	☐

	3
	Institute/Academic Discipline/Centre:
	ACADEMIC DISCIPLINE OF BA (Hons) BUSINESS MANAGEMENT INSTITUTE OF INNER-CITY LEARNING (IICL)

	4
	Campus:
	LONDON

	5
	E-mail address:
	2020527@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	07778 860416

	
	For students:
	

	7
	Student Number:
	2020527

	8
	Programme of Study:
	BA (Hons) Business Management

	9
	Director of Studies/Supervisor:
	Olusoyi Ashaye


SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒
	NO
	☐

	
	
	
	
	Da
	te

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	
	☐
	
	

	
	
	Institute Research Committee
	
	☐
	
	

	
	
	Other (write in) By the Supervisor
	
	☒
	
	


SECTION C: Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology). Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒

	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐


SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	
	
	
	
	

	2
	Contact person name
	
	
	
	
	

	3
	Contact person e-mail address
	
	
	
	
	

	4
	Is your research externally funded?
	
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy) If NO the application cannot continue
	YES
	☐
	NO
	☒


Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).


SECTION E: Details of Research Activity

	1
	Indicative title:
	Analysing the impact of ethical leadership on employee well-being and organisation performance

	2
	Proposed start date:
	08 December 2023
	Proposed end date:
	12 December 2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
Purpose of Research Activity.
Proposed Research Questions.
Aims of Research Activity.
Objectives of Research Activity.
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
What the research activity will add to the body of knowledge How it addresses an area of importance.

	3
	Purpose of Research Activity
The study aims to conduct in-depth analysis on the relationship between ethical leadership, employee’s wellbeing, and performance with close consideration to the characteristics of ethical leadership, the dynamics and potential factors influencing the outcomes.
(this box should expand as you type)

	4
	Research Question
Study Q 1.1 How ethical leadership characteristics empower employees?
Study Q 1.2 What are the attributes and ethical leadership skills?
Study Q1.3 How does ethical leadership differ based on gender?
Study Q 2.1 What connection exists between ethical theories and ethical leadership?
Study Q 2.2 How various factors support or negatively impacts the effects of ethical leadership on wellbeing?
Study Q 2.3 In what ways does ethical leadership influence productivity, innovation, and financial outcomes? Study Q 3.1 Based on the research findings, what evidence-based strategies and best practices can organisations implement to cultivate and strengthen ethical leadership behaviours?
Study Q 3.2 How can organisations design and implement leadership development programs that promote ethical leadership and its positive impact on both well-being and performance?
(this box should expand as you type)

	5
	Aims of Research Activity
The aim of this research is to analize the impact of ethical leadership on the wellbeing of employees and organisation performance.
(this box should expand as you type)

	6
	Objectives of Research Activity
Objective 1. Identify the characteristics of ethical leadership and how these support employees' well-being.
Objective 2. Assess the factors that can enhance and/or hinder the effects of ethical leadership on well-being and performance.
Objective 3. Develop Recommendations for improving employee’s wellbeing and organisational performance though effective application of Ethical Leadership Practices



	
	(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	This study adopts qualitative research methodology to explore the intricate relationship between ethical leadership, employee well-being, and organisational performance. By applying secondary data sources and qualitative research methods, it delves into these complex phenomena to offer nuanced insights. The findings suggest a strong correlation between ethical leadership, well-being of employees and organisational performance.
(this box should expand as you type)

	
	Location of research activity
Identify all locations where research activity will take place.

	8
	The questionnaire will be sent effectively to employees, from different companies.
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	N/A
(this box should expand as you type)

	10
	Use of documentation not in the public domain: Are any documents NOT publicly available?
	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.
(this box should expand as you type)

	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	YES
	NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:
	
	

	
	(this box should expand as you type)
	
	


SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☒
	☐

	4
	Use of participant diaries?
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☒
	☐

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:
(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).
If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained.
SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.
	
	Who are the intended participants:
	YES
	NO

	1
	Students or staff at the University?
	☐
	☒



	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.
	☐
	☒

	
	Details of any other participant groups:
(this box should expand as you type)
	
	

	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited?

	10
	How many participants are expected?
	20
(this box should expand as you type)

	11
	Who will the participants be?
	Employees from different companies.
(this box should expand as you type)

	12
	How will you identify the participants?
	By position held in company.
(this box should expand as you type)

	
	Information for participants:
	YES
	NO
	N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation
	
	
	

	
	

	
	(this box should expand as you type)

	
	Information for participants:
	YES
	NO
	N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details

	
	The participants will be informed about the research and will be answered to any questions they may have related to the research.
(this box should expand as you type)


SECTION H: Anticipated Risks
	
	Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.
If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.

	1
	Full risk assessment completed and appended?
	Yes
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
No risks
(this box should expand as you type)
	How you will mitigate the risk to participants:
(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	N/A
(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
N/A
(this box should expand as you type)
	How you will mitigate the risk to the investigator:
(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
N/A
(this box should expand as you type)
	How you will mitigate the risk to the University:
(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:
N/A
(this box should expand as you type)
	How you will mitigate the risk to environment:
(this box should expand as you type)

	
	Disclosure and Barring Service
	
	
	

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES
	NO
	N/A

	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	
	
	


SECTION I: Feedback, Consent and Confidentiality
	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when?

	
	The Questionnaires will be sent online or on paper support.
(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Participation consent form will be provided prior to questionnaire.
(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case.

	
	Confidentiality will be strictly kept. Anonymity Will be offered. (this box should expand as you type)


SECTION J: Data Protection and Storage
	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	X

	
	If YES, provide a description of the data and explain why this data needs to be collected:
	
	

	2
	(this box should expand as you type)
	
	

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
	☐
	X



	
	(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
	

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	(this box should expand as you type)

	
	Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other: (Specify) Data will be stored in personal computer during a short period of time when the research is taking place, and then destroyed. The PC is secure and running an antivirus program, and locked with finger print and password not shared with anybody.
	☒
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	Data will be stored in a secure PC with only the researcher access, which is running an antivirus and is updated to date and only programs which use data encryption will be used for online corespondence. E.g. Whatsapp)

	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	Secure with encryption transfer sources will be used.
(this box should expand as you type)
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	22
	List all who will have access to the data generated by the research activity:

	
	The researcher
(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	The researcher
(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.

	
	During the reseach for a short period of time, the data will be stored in the computer where only researcher have access, and destroyed after.
(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).	If so please explain. (Most relevant to academic staff)

	
	N/A
(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒


PG2 Ethical Approval Form SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.
In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/

	1
	Signature of applicant:
	Irina Midrigan	Midrigan
	Date:
30 November 2023


For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Olusoyi Ashaye
	Date:
01 December 2023
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	3
	Signature:
	
	


For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	

	5
	Signature:
	
	


Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	I have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.

	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.


This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academicoffice/appendices-and-forms/
PG2 Ethical Approval Form












	








Factors that enhace the effects of ethical leadership on welbeing and perfomance 


personal values and virtue ethics  


training and development


Factors that hinder the effects of leadership on welbeing and perfomance  


workloand that leads to stress 


pressure to deliver results /performance


damaging cultural norms 


supportive policies such as Employee Assistance Programs (EAPs) 


ethical climate for employee empowerment  



Ethical leadership 


Employees welbeing 


Performance 



Characteristics of ethical leadership 


ethical role modeling 


integrity


fairness


transparency 


moral identity


reliability 


ethical compliance 
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