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                                                                  Abstract

The goal of this study is to examine the connection between ethical leadership and Organization Citizenship Behavior in the UK service industry. As OCBs are traits of employees with high levels of employee engagement, this study aims to ascertain whether organizations in the UK service sector can use ethical leadership as a strategy to increase employee engagement. The findings are crucial because they add to the body of knowledge about the value of ethical leadership, with a focus on the UK service industry. The researcher used an interpretivism philosophy to guide the research, which was conducted using a correlational study design. The design's primary goal was to assist in using the Pearson correlation coefficient to investigate the relationship between the two variables. Using survey questionnaires, data from 46 respondents was gathered.  Results indicated that ethical leadership is positively related with OCB, making it a viable strategy to raise employee engagement in the UK service sector. Based on the findings, it is recommended that companies in the UK's service sector adopt ethical leadership practices to increase employee productivity. However, more research is required to ascertain how OCBs in workers are influenced by parameters such as gender, age, and experience.
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Chapter 1: Introduction

The relationship between organizational leadership and employees significantly influences employee conduct. In return, employee behavior has a significant impact on the quality of services they provide and the perception customers form about an organization, which influences their future relationships with that organization. These intricate relationships are crucial in the service industry, where direct customer interaction is required for service delivery.

1.1 Background of the Study

For an organization as a whole to achieve high performance standards, ethical is essential. As a philosophical concept in organizational management, ethical leadership refers to the demonstration of appropriate behavior through personal action and interpersonal relationships between leaders and followers, as well as the promotion of such behavior through effective communication, reinforcement, and decision-making (Grobler, 2017). By referring to appropriate actions, the concept of ethical leadership is concerned with leaders demonstrating honesty, trustworthiness, fairness, and concern when interacting with their employees. Yang and Wei (2018) viewed ethical leadership as an inspiring and motivating leadership style that results in high job satisfaction among employees. In fact, Sugianingrat et al. (2019) discovered that ethical leadership engenders high employee engagement, which results in enhanced performance. From its definition, it is clear that ethical leadership plays an important role in organizational management, as its presence or absence influences the leadership styles employed in an organization, which in turn influences the relationship between leadership and employees and the quality of service produced.

Behavior is, like leadership, an important concept in organizational management. As a term, Organizational Citizenship Behavior (OCB) refers to actions by individuals that are not formally recognized by a reward system, but whose presence improves the effectiveness and efficiency of an organization's operations (Sharma and Jain, 2014). As a pro-social behavior, organization employees engage in OCB for the benefit of others, not themselves. Yan and Wei (2018) defined OCB as the willingness of employees to perform positive actions that benefit coworkers, customers, and the organization as a whole that go beyond their recognized responsibilities. Thus, while it is not obligatory for employees to engage in OCB, it is advantageous for organizations to foster an environment that encourages employees to engage in OCB when performing their duties and responsibilities.

Business organizations in the service sector rely heavily on positive relationships to run their operations successfully, making OCB and ethical behavior critical. The two concepts are crucial to the UK service sector, which contributes significantly to the UK economy. According to UK statutory statistics that identify retail, financial, public, business administration, leisure, and cultural activities as the main service sectors, service industries account for 78% of UK economic output (Brien, 2022). Furthermore, for the fiscal year 2021, service industries were estimated to account for 82% of employment in the UK (Brien, 2022). This demonstrates how critical the UK service sector is to the country's economic sustainability. With ethical leadership and OCB having an impact on how organizations in these industries perform, a detailed study of the concepts, with a focus on the UK, is justified.

1.2 Problem Statement
Organizational citizenship behavior (OCB) and ethical leadership have a big impact on the success of organizations in the service sector. However, there has not been enough research on how ethical leadership affects OCB and employee engagement in the UK service sector, even though the service sector is integral to the success of the UK economy.

1.3 Aims, Objectives, Research Questions, Hypothesis
1.3.1 Aim

The purpose of this research is to examine the relationship between ethical leadership and organizational citizenship behavior (OCB) in order to determine whether organizations in the UK service industries can use ethical leadership as a strategy to increase employee engagement by fostering OCB.

1.3.2 Objectives

1. To investigate how ethical leadership impacts OCB in employees in the UK service sector

2. To investigate how OCB impacts employee’s engagement in the UK service sector
3. To investigate how factors such as gender and employee experience affect the level of employee engagement when ethical leadership spurs OCB in employees

1.3.3 Research Questions

1. How does ethical leadership impact OCB in employees in the UK service sector?

2. How does OCB in the UK service sector employees impact their employee engagement?

3. How does the factors of age and experience impact employee engagement in the UK service sector when ethical leadership spurs OCB in employees?

1.3.4 Hypotheses

1. Ethical leadership in service sector organizations in the UK leads to OCB in employees.

2. Employees that practice OCB have high levels of employee engagement.

3. As employees age and become more experienced, their levels of employee engagement also increase when ethical leadership spurs OCB.
1.4 Importance of Research

The UK economy is heavily reliant on service sector industries for growth. Indeed, the service sector is critical to the UK's economic growth and stability, accounting for 78% of the country's economic output and 82% of employment (Brien, 2022). As a result, stakeholders in the service sector must integrate effective leadership strategies to ensure high levels of employee engagement, which are required for the success of their organizations and the UK economy as a whole. This research becomes relevant as it provides business organizations with much-needed insights on how to exercise effective leadership strategies that will lead to high organizational success for the benefit of the UK's economy by determining how ethical leadership impacts OCB in employees and how OCB impacts employee engagement.

1.5 Methodology

1.5.1 Sources

This research will rely on both primary and secondary data to answer the questions that will aid in the achievement of research objectives. Secondary sources, such as journal articles and government publications, will aid in the identification of research gaps and the contextualization of current research. Primary data sources, on the other hand, will provide the necessary data for analysis, with the results forming the basis for either rejecting or accepting the hypotheses.

1.5.2 Population and Sample

The research population will include both managers and employees from service sector organizations. Employee responses will be analyzed in relation to responses from leaders in the same organization to ensure consistency in making observations from the data collected. In total, 46 respondents from 5 service sector business organizations participated in the study. Each organization had a representation of males, females, and employees aged from 18 to above 55 years, as detailed in Chapter 3.

1.5.3 Data Collection and Analysis

Primary data will be collected and analyzed by conducting a survey in which respondents will respond to questionnaires. Each questionnaire will take at least 8 minutes to complete. In terms of analysis, the research will rely on Grounded Theory, with data obtained analyzed using comparative methods and the results informing recommendations.

1.5.4 Measuring Instruments

The research population is divided into two groups, with each group focused on measuring a different variable, necessitating the use of two measuring instruments. On the one hand, managerial responses will center on the concept of ethical leadership, while employee responses will center on measuring OCB. The Ethical Leadership Questionnaire (EQL) will be used to assess ethical leadership, which focuses on three areas of ethical dimension: morality and fairness, role clarification leadership, and power sharing (Grobler, 2017), all of which are discussed further in Chapter 3. OCB, on the other hand, will be measured using the OCB scale, which measures OCB using items from four OCB factors: altruism, organizational compliance, sportsmanship, and loyalty (Sharma and Jain, 2014), as discussed in Chapter 3. The two measures will aid in the analysis of data from respondents, which will serve as the foundation for recommendations.

1.6 Scope of the Study

The research focuses on service-related business organizations. The emphasis is on organizations with operations in the UK, regardless of whether they are registered in the UK or elsewhere. To be considered for inclusion in the sample population, an organization must have at least 30 employees and have been in operation for at least 5 years. Managers must have been in leadership positions for at least three years, while employees must have been with the organization for at least one year. This ensures that managers have been exercising leadership for some time, and that employees have a thorough understanding of their organizations and their leaders.

1.7 Structure of the Dissertation

The dissertation will begin with a review of the literature to contextualize the entire research. The methodology section will then expound on the sample population, data collection and analysis methods used, research philosophy, and ethics observed while conducting the research. The discussion and analysis section will then present the findings of the data collected, followed by analysis using comparative methods to answer the research questions. The study will conclude with a conclusion, limitations, and recommendations chapter.

1.8 Chapter Summary
The first chapter has introduced the research topic. It has covered the research background, the research problem, the research objectives, and the research questions. It has also provided an overview of the methodology section and the research's geographical scope, types of organizations to be involved, and sample population selection criteria. The chapter concludes with the dissertation's structure, which provides a map of the subsequent chapters. The following chapter reviews existing literature related to the topic and explains why the current topic is a gap that must be filled by expanding on existing literature.
Chapter 2: Literature Review

A review of previous literature is essential for contextualizing the current research. Ethical leadership and OCB are not new areas of study, having been extensively researched by previous researchers. Despite the fact that the existing literature was conducted on various topics, their findings are critical in understanding the significance of the current research and why it is required. This chapter will review literature to gain a thorough understanding of the concepts of ethical leadership and OCB, theoretical frameworks, lessons from previous studies and how they contribute to the current study, and identification of research gaps that the current study seeks to fill.

2.1 Theoretical Background of Ethical Leadership and OCB

Following the collapse of well-known organizations due to ethical scandals at the beginning of the twenty-first century, the study of ethical leadership grew in importance. The collapse of Enron, the housing market crash, and the collapse of Lehman Brothers all prompted researchers to focus on the impact of unethical practices in business organizations (Monahan, 2012). According to Thompson et al. (2010), unethical practices in business management were not only causing harm to employees but also undermining investor confidence in the service sector industries. Plinio et al. (2010) discovered impoverished ethical behavior as a serious concern in a qualitative study conducted to determine serious challenges confronting organizations, which was complicated by the absence of ethical leadership. Indeed, according to another study, 66% of respondents questioned the existence of ethical leadership in organizations, resulting in what the study's authors referred to as a "crisis of trust" (Darcy, 2010, p. 200). Employees in organizations lacked trust in their leaders, which had a significant impact on their commitment to the organization. According to Frank (2012), the negative influence of power misuse, deceptions, irresponsibility, and misplaced loyalties contributed to a lack of trust in organizations.

Increased research on ethical leadership resulted in the development of various perspectives on what constituted ethical leadership. Freeman and Steward (2006) defined ethical leadership as leaders who have good character and values. This was about more than just following laws or regulations or persuading others to do the right thing; it was about taking responsibility where necessary to serve organizational interests (Plinio et al., 2010). Cumbo (2009) defined ethical leaders as individuals guided by inward virtues in making decisions while focusing on the leader as the focal point of ethical leadership. From the leader's point of view, one is ethical not for influencing others but for remaining true to their virtues of imagination, empathy, discernment, and compassion (Cumbo, 2009). Martinez-Saenz (2009) contributed to the debate by identifying the basic constructs of ethical leadership as altruistic, autonomous, egoistic, legalist, and communitarian paradigms. Whatever perspective is used to define ethical leadership, it is concerned with values that influence oneself and others to do the right thing, which results in the right choices for an organization's success.

OCB, like ethical leadership, is not a new concept; it has been around for decades. Since the 1970s, researchers have defined it as personal voluntary commitment in organizations that is not part of formal tasks or responsibilities (Somech and Oplatka, 2014). Dennis Organ, widely regarded as the father of OCB, defined the concept as discretionary individual behavior that is not directly within an organization's formal reward system but has the aggregate impact of promoting the effective functioning of an organization (Organ et al., 2006). With these definitions, the concept was discovered to have three critical aspects: OCB as discretionary behaviors, OCB that go beyond job description, and OCB that contributes positively to an organization's success.

Researchers have compared OCB and its application in organizations to other related organizational concepts. Borman and Motowidlo (2014) contrasted OCB with contextual performance, which refers to non-task-related workplace behaviors that promote the social and psychological aspects of organizational success. As the foundations for performing employees, contextual performance was discovered to have elements of assistance to others, persistence and enthusiasm, defending organizational objectives, and following rules and regulations (Borman and Motowidlo, 2014). While all the factors apply to OCB, contextual performance differs in that employees are formally rewarded. OCB has also been compared to pro social organizational behavior, which refers to organizational behaviors that aim to improve the welfare of organizations or individuals (Organ, 2014). This is in contrast to OCB, which may be unrelated to the organization. The goal of OCB is to promote organizational interests rather than individual interests.

2.2 Theoretical Frameworks

Based on their historical contexts, ethical leadership and OCB are common concepts in organizational operations, with various theories demonstrating the theories' relevance in organizations. Ethical leadership is critical, according to the social learning theory, because leaders serve as role models for employees in an organization (Wang et al., 2018). As a result, employees' behavior will be heavily influenced by what they observe in their leaders. The social exchange theory, on the other hand, contends that ethical leaders have a significant impact on employee behavior because their actions activate a reciprocatory process in which employees are likely to behave in the same manner as their leaders (Garba et al., 2018). The arguments advanced in the social learning and social exchange theories have resulted in three common approaches to ethical leadership. Scoville (2005) identified utilitarianism, libertarianism, and Kantian ethics as the most effective approaches for achieving three aspects of ethical leadership. According to Scoville (2005), the utilitarian approach requires leaders to maximize the welfare of others, the libertarianism approach requires leaders to protect others' freedom, and the Kantian ethics approach requires leaders to do the right thing. These ethical leadership theoretical frameworks have led to leadership styles such as servant leadership (Yasir and Mohamad, 2016) and transformational leadership (Frank, 2012) as some of the leadership styles used to achieve the goals of ethical leadership.

Additional research has linked the theoretical frameworks used to achieve ethical leadership to the presence of OCBs in organizations. According to Smith et al. (1983), OCB is made up of altruism and general compliance, two constructs that Martinez-Saenz (2009) identified as essential to the practice of ethical leadership. Organ et al. (2006) discovered that altruism and general compliance are beneficial to organizations because they increase overall productivity. While altruism encourages employees to help others, general compliance increases commitment, resulting in high levels of efficiency. Organ (2014) expanded his research on the concept of OCB, resulting in five OCB dimensions: altruism, civic virtue, sportsmanship, conscientiousness, and courtesy. Employees' helping behaviors were defined as altruism (Organ, 2006), conscientiousness was defined as behaviors that went beyond job description (Law et al., 2005), civic virtues were defined as employees' deep concerns about an organization, courtesy was defined as employees' commitment to preventing work-related conflicts (Organ, 2014), and sportsmanship was defined as employees' willingness to demonstrate tolerance for organizational success (Organ et al., 2014). As a result, the presence of ethical leadership in an organization increases the likelihood of employees developing OCB.

2.3 Previous Studies and Lessons Learned

2.3.1 Ethical Leadership and OCB

Because of the close relationship between ethical leadership and OCB, many researchers have sought to learn more about how they relate. Yang and Wei (2018) discovered a link between ethical leadership and OCB in business organizations. Nemr and Liu (2021) discovered a similar relationship between ethical leadership and increased OCB in employees. Furthermore, Ullah et al. (2021) discovered that when organizational leaders demonstrate high levels of authenticity, responsibility, and inclusiveness, all of which are characteristics of ethical leadership, employees are strongly influenced to practice OCB. Previous research suggests that ethical leadership plays an important role in cultivating a workplace environment in which employees develop OCB. According to Yang and Wei (2018), ethical leaders inspire, motivate, and increase levels of employee satisfaction, causing employees to become loyal and prioritize organizational goals. As a result, they will be willing to go above and beyond their job description to ensure that organizational goals are met, a true reflection of what OCB entails in employees.

Despite the fact that the findings show a positive relationship between ethical leadership and OCB in employees, they also reveal intermediating factors that influence how employees adopt OCB in situations where ethical leadership is practiced. Nemri and Liu (2021) discovered that the level of trust that employees have in organizational leaders has a significant influence in their research. According to their findings, employees with high levels of trust are more likely to adopt OCB than employees with low levels of trust. As previously established by Darcy (2010) and Frank (2012), unethical practices were largely to blame for employees' lack of trust in their organizations. Furthermore, Erkilic and Gulluce (2017) discovered that the interconnectedness of OCB elements influences the ease with which employees adopt OCB. Furthermore, Elsalam (2021) discovered age and gender to be critical factors influencing OCB adaptability, with female and experienced employees being more likely to have more OCB characteristics than male and young employees. While ethical leadership and OCB have a positive relationship, it is also important to understand the factors that can help to improve the relationship.

2.3.2. Impacts of Organizational Citizenship Behavior

Similarly to researchers' interest in determining the relationship between ethical leadership and OCB, some have gone a step further in analyzing the impacts of OCB with the goal of determining its relevance in business organizations. According to Ratnayaka et al. (2020), employees with OCB provide quality services to customers as a result of their high levels of commitment to organizational success. Customers who receive high-quality services report high levels of satisfaction, which leads to their loyalty to a company. Taskaran (2019) discovered a positive relationship between OCB and an entrepreneurial culture in business organizations, yielding similar results. According to the study, employees with high OCB have the freedom to go beyond their job descriptions while adhering to rules and regulations in order to achieve organizational goals. This increases their level of innovation and creativity, which generates new ideas that improve their organization's competitiveness. Another study discovered that organizations that use corporate social responsibility as part of their ethical leadership strategies benefit from the positive impression they create in employees, which they reciprocate by giving their all while knowing their efforts are for a worthy cause that contributes to community well-being (He et al. 2019). As a result of the strong bond they feel when associating with the organization, the existing literature suggests that OCB has a significant impact on influencing employees to increase their commitment levels in an organization.

The effects of OCB show that ethical leadership increases OCB in employees, which increases employee engagement. Employee engagement, according to Sun and Bunchapattanasakda (2019), is the degree to which employees in an organization have invested their cognitive, emotional, and behavioral energies in ensuring organizational success. Such employees are highly satisfied with their work, are willing to go above and beyond their job responsibilities in order to achieve organizational success, and are committed to supporting one another in order to achieve organizational goals. As a result, while determining organizational performance from OCB is complex, determining the influence of OCB on employee engagement is much easier because OCB characteristics are a reflection of employee engagement. This informs the research topic, which aims to investigate the impact of ethical leadership on OCB and its impact on employee engagement.

2.4 Gaps in Existing Literature

According to the review of existing literature, ethical leadership and OCB are important concepts that have a significant impact on organizational success. In theory, ethical leadership creates a workplace environment that fosters the likelihood of employees adopting OCB. This has resulted in a positive relationship between ethical leadership and OCB, with factors such as gender and employee experience playing a role in the process. Despite the importance of these findings, the majority of the literature was published in response to the ethical scandals that resulted in the demise of major organizations at the turn of the century. Sugianingrat et al. (2019) discovered that most existing literature has focused on the relationship between ethical leadership and OCB without taking into account how OCB influences employee engagement. Furthermore, existing literature has viewed ethical leadership and OCB in the business environment from a broad perspective. As a result, it is clear that the significance of ethical leadership and OCB and how they influence employee engagement in the UK service sector industries has yet to be fully realized, which justifies the current research objectives.

2.5 Chapter Summary

The second chapter was about a literature review to contextualize the current study. According to the existing literature, ethical leadership and organizational citizenship behavior (OCB) are closely related concepts in business organizations, with ethical leadership fostering an environment conducive to OCB development among employees. No specific research has been conducted to determine how ethical leadership and OCB and their effects on employee engagement affect the UK service sector industry. The review justifies the need for the current research because its findings will contribute to the expanding literature on ethical leadership and OCB and their influence on employee engagement in UK service sector industries. The next chapter of the research is the methodology chapter, which describes the procedures and methods used to conduct the research. 

Chapter 3: Research Methods and Methodologies

Following the contextualization of the research by the literature review, research methods and methodologies will describe how the research was carried out. The research method and methodologies are important in research because they aid in determining the reliability and validity of the findings (Greener, 2008). The philosophical positions, paradigm positions, research approach, methodological stance, research sample and population, data collection and data analysis techniques, and finally the ethical considerations of the research will be covered in this chapter.

3.1 Philosophical Position

In research, philosophy is concerned with how research data should be collected, analyzed, and used. The current study was founded on the philosophy of interpretivism. Interpretivism researchers, according to Alharanhsheh and Pius (2020), interpret elements with the belief that access to knowledge involves sociological constructions. According to the philosophy, meaning exists not only in objectivity but also in consciousness, allowing for the use of various approaches when interpreting elements. According to Al (2013), interpretive research is important because it allows for flexibility during the research process, allowing a researcher to integrate prior knowledge and understandings in order to create meaning from the observations. Using the philosophy served the critical purpose of tying data generation and data analysis together during the research process.

3.2 Paradigm Position

Since the research was based on an interpretivism philosophy, it was also based on an interpretivist paradigm. According to Hansen (2004), interpretivist philosophers believe in academic inquiry as the foundation of knowledge discovery. The paradigm was used ontologically to establish how ethical leadership influences OCB in the UK workplace, while epistemologically the focus was on identifying factors that mediate the relationship between ethical leadership and OCB. The epistemological investigation was critical because it helped determine what organizations in the UK service sector should do to ensure employees have high levels of OCB.

3.3 Research Approach

A research approach is the method chosen for collecting, analyzing, and interpreting data. According to Greener (2008), researchers can use quantitative, qualitative, or mixed methods research approaches that combine quantitative and qualitative approaches. The current study used a combination of methods, with data collected qualitatively but quantified for analysis. The use of mixed methods was required because the variables studied were qualitative in nature, but statistical analysis required quantifiable data.

3.4 Methodological Stance of the Research

The study was an observational study in terms of methodology. Using an interpretivism philosophy, researchers were able to recognize the reality of their subjective meanings and align them with the techniques best suited for descriptions and explanations. It became easier to extract meaning from the data analyzed and make recommendations by making observations of the data collected and integrating it with knowledge gained from the literature review. An observational perspective also influenced the decision to design the study as a correlational study to better understand the relationship between variables.

3.5 Research Strategy and Design

A correlational study was used as the research design. Correlational research designs, according to Curtis et al. (2016), investigate relationships between two or more variables. Correlational studies are not experimental because researchers do not have control over the independent and dependent variables. The primary role of the research was to make observations and use existing knowledge in interpreting primary data while carrying out the research. The research design, in particular, made use of surveys, in which participants completed survey questionnaires related to the variables of interest. Not only did the strategy and design make the research inexpensive, simple, and quick, but it also allowed for the collection of large amounts of data in a short period of time (Curtis et al., 2016). The design was used objectively to establish the relationship between the variables. The research purpose of making informed recommendations about ethical leadership and OCB behavior in the UK services sector industries influenced the research strategy and design. Understanding how they relate and the impact on employee performance served as the foundation for the research's recommendations.

The strategy and design were in line with the research variables. The independent variable was ethical leadership, and the dependent variable was OCB behavior. In addition to observing the association of the two variables, the research focused on the influence of factors such as the participants' age and gender on the relationship of the variables. Once the relationship between the variables was established, it was examined in relation to employee performance in the UK service sector.

3.6 Research Sample and Population

The research participants were service sector stakeholders in the United Kingdom. The research specifically targeted individuals in positions of leadership in researching ethical leadership and general employees in researching OCB in the workplace. The study included employees from five service sector organizations in the United Kingdom. The researcher used stratified sampling to determine the sample population, which entails assigning participants to distinct but meaningful groups and selecting a probability sample from each group (Greener, 2008). This was required in order to have a research sample that was representative of the entire population. The research sample included employees, individuals in leadership positions, employees of both genders, employees with varying levels of experience, and employees of varying ages, all of which were relevant factors aligned with the research objectives. The sample size for the research was 46, out of which 8 held leadership positions. In terms of 50% were male, 50% were female, 40% were over 40, 60% were between 20 and 40, 30% had more than 5 years of experience, and more 70% had more than one year of experience.

3.7 Data Collection and Data Analysis

Respondents who completed survey questionnaires provided primary data. After being chosen as a respondent in the study, each participant was given a survey questionnaire form to fill out. The survey questionnaires were of two types, one for general employees and one for employees in leadership positions. The survey questions for employees in positions of leadership were aligned with De Hoogh and Den Hartog's (2008) ELQ, as cited in Grobler (2017), while questions for general employees were aligned with Graham's (1989) four dimensions of OCB, as cited in Sharma and Jain (2014). Appendix 1 summarizes the specific questions for the two groups of respondents.

Statistical analysis was used for research analysis. Despite the research's qualitative nature, the survey responses were quantified in order to calculate the correlation coefficient. Each question on the survey questionnaire was graded on a 5-point scale, with 5 being the most positive response and 1 being the least positive response. This aided in determining a positive, negative, or no correlation result, which was critical in interpreting the relationship between the independent and dependent variables. The correlation coefficient was calculated and the results were used to make recommendations on how organizations in the service sector can improve OCB among employees and reap the benefits.

3.8 Ethical Consideration

The importance of ethics in improving the validity and reliability of a research study cannot be overstated. According to Greener (2008), adhering to ethical principles in research is beneficial because it ensures that researchers maximize the benefits of their research while minimizing any potential risks. Before being allowed to participate in the study, all participants signed consent forms ,indicating their willingness to participate in the study and acknowledging that they had read and understood the purpose of the study, as well as their right to withdraw at any time. This was critical in ensuring that all research participants did it voluntarily and with autonomy. Furthermore, all respondents were of the majority age in the UK and were not permitted to provide personal information on the survey questionnaire forms. To ensure further confidentiality, the researcher used letters when referring to respondents to protect their identity.

3.9 Summary of Chapter 3

The research methodology was outlined in the chapter. It has described the research methodology, sample size, and ethical standards used to guarantee the accuracy and dependability of the results. In order to facilitate replication of the study, which is a fundamental requirement of scientific inquiry, it has also been stated how data will be collected and how it will be analyzed.
Chapter 4: Data Analysis and Discussion

The data analysis and discussion section will summarize the survey findings and then analyze the results. This will be followed by a discussion of the results as the basis for interpreting the findings and responding to the study's objectives. The chapter is essential because it aids in understanding the significance of the findings in light of what was already known about the research question and the new insights gained after considering the new findings.

4.1 Results

4.1.1 Ethical Leadership Results

The survey for ethical leadership, which targeted employees in positions of leadership, had 8 respondents who answered survey questions. The questions and answers are summarized in Tables 1 and 2.

	Responses for Ethical Leadership Survey

	
	Always
	Usually
	Sometimes
	Rarely
	Never
	Total Respondents

	Q1. How often do you apply the values of honesty, trustworthiness, and ethics in your managerial responsibilities?
	6
	2
	0
	0
	0
	8

	Q2. How often do you consult junior employees before making managerial decisions?
	2
	4
	1
	0
	1
	8

	Q3. Do you give employees feedback on their performances?
	4
	3
	1
	0
	0
	8

	Q4. How often do you explain and clarify responsibilities to employees?
	7
	0
	0
	1
	0
	8

	
	Extremely familiar
	Very familiar
	Somewhat familiar
	Not so familiar
	Not at all familiar
	

	Q5. How familiar are you with the needs of your employees that contribute to their improved job performances?
	4
	4
	0
	0
	0
	8

	
	Very likely
	Likely
	Neither likely nor likely
	Unlikely
	Very unlikely
	

	Q6. How likely are you to delegate job responsibilities to your juniors?
	4
	3
	1
	0
	0
	8


Table 1: Responses for ethical survey questions

The surveys also captured the experience and age of the respondents as summarized in Table 2. 

	Age and Experience of Respondents

	
	1 – 3 Years
	3 – 5 Years
	More than 5 Years
	Total

	Q7. How long have you been working for the company?
	1
	4
	3
	8

	
	25 – 34 Years
	35 – 44 Years
	45 – 54 Years
	

	Q8. Which category describes your age?
	2
	4
	2
	8


Table 2: Characteristics of respondents for ethical survey questions

4. 1.2 OCB Survey Results

A total of 38 respondents completed the survey forms on OCB for the survey targeting employees who are not in positions of leadership. There were 19 males, 18 females, and one who did not want to share her gender orientation. Table 3 summarizes the responses to specific questions, while Table 4 summarizes the respondents' characteristics in terms of age and gender.

	OCB Survey Results

	
	Always
	Usually
	Sometimes
	Rarely
	Never
	Total Respondents

	Q1. How often do you help your workmates in completing their duties?


	18
	14
	6
	0
	0
	38

	Q2. How often do you engage workmates on the best ways of achieving organizations goals?
	17
	13
	8
	0
	0
	38

	
	Extremely helpful
	Very helpful
	Somewhat helpful
	Not so helpful
	Not at all helpful
	

	Q3. Is engaging workmates on the best ways of achieving organizational goals helpful?
	9
	26
	2
	0
	1
	38

	
	Very likely
	Likely
	Neither likely or unlikely
	Unlikely
	Very unlikely
	

	Q4. How likely are you to perform other tasks that are important to the organization but not part of your job description?
	12
	8
	7
	1
	0
	38

	
	Definitely would
	Probably would 
	Probably would not
	Definitely would not
	
	

	Q5. Will you refer the organization to a stranger?
	12
	22
	1
	3
	
	38


Table 3: OCB survey results

	Personal Characteristics of OCB Respondents

	
	6 months - 1
	1 – 3 Years
	3 – 5 Years
	More than 5 Years
	

	Q6. How long have you been working for the company?
	8
	8
	9
	13
	38

	
	18 – 34 Years
	34 – 44 Years
	45 – 54 Years
	Above 55 Years
	

	Q7. What category describes your age?
	6
	11
	15
	6
	38

	
	Male
	Female
	Other
	Prefer not to answer
	

	Q8. What is your gender
	19
	18
	0
	1
	38


Table 4: Characteristics of respondents for OCB survey

4.2 Analysis

As the independent and dependent variables of the study, statistical analysis was used to determine the relationship between ethical leadership and OCB. The Pearson correlation was used in particular. According to Greener (2008), in statistical analysis, the Pearson correlation is used to measure the linear relationship between two variables. However, in order to calculate the Pearson correlation, quantitative data is required. The researcher used the measure by performing the following steps to obtain the average score for each question.

1. Assigned the most positive response a score of 5 and the least positive response a score of 1 intermediate responses getting scores of 4, 3, and 2.

2. Multiplied responses for each question with the corresponding scores

3. Adding scores for each question and getting average to get the overall score for each question.

4. Expressing the average score as a percentage of the highest score possible

By following the four steps, the average percentage scores for ethical leadership and OCB are as summarized in Tables 5 and 6.

	Responses for Ethical Leadership Survey
	

	
	Always
	Usually
	Sometimes
	Rarely
	Never
	Average Scores
	Score as a %

	Q1.
	6*5 = 30
	2*4 = 8
	0*3 = 0
	0*2 = 0
	0*1 = 0
	(30+8)/8 = 4.75
	4.75/5*100 = 95%

	Q2. 
	2*5 = 10
	4*4 = 16
	1*3 = 3
	0*2 = 0
	1*1 = 1
	(10+16+3+1)/8 = 3.75
	3.75/5*100 = 75%

	Q3. 
	4*5 = 20
	3*4 = 12
	1*3 = 3
	0*2 = 0
	0*1 = 0
	(20+12+3)/8 = 4.375
	4.375/5*100 = 87.5%

	Q4. 
	7*5 = 35
	0*4 = 0
	0*3 = 0
	1*2 = 2
	0*1 = 0
	(35+2)/8 = 4.625
	4.625/5*100 = 92.5%

	
	Extremely familiar
	Very familiar
	Somewhat familiar
	Not so familiar
	Not at all familiar
	
	

	Q5. 
	4*5 = 20
	4*4 = 16
	0*3 =0
	0*2 = 0
	0*1 = 0
	(20+16)/8 = 4.5
	4.5/5*100 = 90%

	
	Very likely
	Likely
	Neither likely nor likely
	Unlikely
	Very unlikely
	
	

	Q6. 
	4*5 = 20
	3*4 = 12
	1*3 = 3
	0*2 = 0
	0*1 = 0
	(20+12+3)/8 = 4.375
	4.375/5*100 = 87.5%


Table 5: Analysis of ethical leadership results

	OCB Survey Results

	
	Always
	Usually
	Sometimes
	Rarely
	Never
	Average Score
	Score as a %

	Q1. 


	18*5 = 90
	14*4 = 56
	6*3 = 18
	0*2 = 0
	0*1 = 0
	(90+56+18)/38 = 4.316
	4.316/5*100 = 86.32%

	Q2. 
	17*5 = 85
	13*4 = 52
	8*3 = 24
	0*2 = 0
	0*1 = 0
	(85+52+24)/38 = 4.237
	4.237/5*100 = 84.737%

	
	Extremely helpful
	Very helpful
	Somewhat helpful
	Not so helpful
	Not at all helpful
	
	

	Q3. 
	9*5 = 45
	26*4 = 104
	2*3 = 6
	0*2 = 0
	1*1 = 1
	(45+104+6+1)/38 = 4.105
	4.105/5*100 = 82.105%

	
	Very likely
	Likely
	Neither likely or unlikely
	Unlikely
	Very unlikely
	
	

	Q4. 
	12*5 = 60
	8*4 = 32
	7*3 = 21
	1*2 = 2
	0*1 = 0
	(60+32+21+2)/38 = 3.026
	3.026/5*100 = 60.526%

	
	
	Definitely would
	Probably would
	Probably would not
	Definitely would not
	
	

	*Q5.
	
	12*4 = 48
	22*3 = 66
	1*2 = 2
	3*1 = 3
	(48+66+2+3)/38 = 3.132
	3.132/4*100 = 78.289%


Table 6: Analysis of OCB results

*Q5 = Q5 had a scale of 4 with the most positive response receiving a score of 4 and the least positive a score of 1. 

The data set for Ethical Leadership was labeled as X and OCB as Y. The two data sets and their means are as follows;

	Mean for X and Y

	X
	Y

	X1 = 95%
	Y1 = 86.32%

	X2 = 75%
	Y2 = 84.737%

	X3 = 87.5%
	Y3 = 82.105%

	X4 = 92.5%
	Y4 = 60.526%

	X5 = 90%
	Y5 = 78.289%

	x̄ = Σ(X1+X2…Xn)/n = 440/5 = 88%
	ȳ = Σ(Y1+Y2…Yn)/n = 391.977/5 = 78.40%


Table 7: Mean for data sets

Calculation of values for the Pearson Correlation Coefficient

	Values for the Pearson Correlation Coefficient

	x
	y
	x- x̄
	y- ȳ
	(x- x̄)( y- ȳ)
	(x- x̄)2
	(y- ȳ)2

	95%
	86.32%
	7
	7.92
	55.44
	49
	62.726

	75%
	84.737%
	-13
	-6.337
	82.381
	169
	40.158

	87.5%
	82.105%
	-0.5
	3.705
	-1.853
	0.25
	13.727

	92.5%
	60.526%
	4.5
	-17.874
	-80.433
	20.25
	319.48

	90%
	78.289%
	2
	-0.111
	-0.222
	4
	0.012

	87.5%
	
	
	
	
	
	

	Total
	
	
	
	55.313
	242.5
	436.103


    Table 8: Calculating Pearson correlation coefficient values

Pearson coefficient correlation (r) = 55.313 / √ (242.5*436.103) = 0.17

4.3 Discussion

A positive Pearson correlation coefficient demonstrates a link between ethical leadership and OCB behaviors in employees. According to Greener (2008), a positive Pearson correlation coefficient shows two variables to be positively related. According to the literature review, ethical leadership in business organizations serves as a motivator for employees to give their all for organizational success rather than personal gain (Plinio et al., 2010). When leaders treat their employees with dignity and respect, they gain a sense of belonging to the organization, giving them the confidence to continue delivering at a high level with greater commitment and dedication.

The positive relationship also serves as justification for ethical leadership, which leads to increased employee engagement at work. The findings indicate that ethical leadership can effectively lead to improved employee performance, with employee engagement referring to the degree to which employees invest their cognitive, emotional, and behavioral energies in ensuring positive organizational outcomes (Sun and Bunchapattanasakda, 2019). The majority of respondents in positions of leadership indicated that they practice critical aspects of what constitutes ethical leadership (De Hoogh and Den Hartog, 2008). Most of them always value honesty, trustworthiness, and ethical practices (75%), usually consult their juniors (50%), always provide performance feedback (50%), always clarify responsibilities to employees (87.5%), are always or usually familiar with the needs of their employees (100%), and are likely to delegate jobs to their juniors (50%). As a result, most employees who were not in positions of leadership demonstrated characteristics associated with OCB, as illustrated in Graham's (1989) four dimensions of OCB. They always and usually help their coworkers (84%), always and usually engage others on best strategies to achieve organizational goals (79%), strongly believe in teamwork (92%), are likely to take on additional responsibilities even if they are not part of their core duties (53%), and are likely and definitely willing to refer the organization positively (89%).

Despite the fact that there is a positive relationship between ethical leadership and OCB, a Pearson correlation score of 0.17 indicates that the relationship is weak. This could, however, be due to a combination of factors. First, there was no framework for combining data sets and ensuring that specific leadership practices are directly responsible for specific employee behaviors. Second, while ethical leadership is important in influencing OCB in employees, it is not the only factor; other factors such as workplace conditions and an employee's personal factors may also play a role (Borman and Motowidlo, 2014). As a result, the low score indicates the need for additional research to effectively understand all factors influencing OCB in employees.

4.4 Summary of Chapter 4

The chapter presented research findings as well as an analysis of the relationship between the research variables. According to the findings, most managers in leadership positions embrace ethical leadership, which has resulted in OCB in employees. As a result, employee engagement is high, resulting in increased productivity while performing their duties in their respective organizations. However, as demonstrated by the Pearson correlation, the relationship between ethical leadership and OCB is not strong. This has been explained as a result of OCB being the result of multiple factors, one of which is ethical leadership.

Chapter 5: Conclusions, Limitations and Recommendations

The previous chapters introduced the research thoroughly, reviewed relevant literature, stated the methods and methodologies used in data collection and analysis, and presented and analyzed the primary data from the survey forms. Overall, the study discovered a positive relationship between ethical leadership and OCB in employees, implying that ethical leadership can improve employee engagement because OCB is an indicator of highly engaged employees. This chapter concludes the research by interpreting the findings in relation to how they respond to research objectives, drawing conclusions on the research problem as stated in the research question, the research's original contribution, limitations that may limit the research's applicability, and finally making recommendations and areas for further research.

5.1 Conclusions on Research Objectives

5.1.1 Ethical Leadership Impacts on OCB in Employees 

According to the research findings, ethical leadership has a positive influence on OCB in employees in the UK service sector. A positive Person correlation coefficient of 0.17 established a positive relationship between ethical leadership and OCB as the main variables in the research study.

5.1.2 OCB Impacts on Employee Engagement

According to the literature review, OCB in employees leads to high levels of employee engagement. Primary data analysis, on the other hand, has revealed how OCB influences employees to be highly productive. This is demonstrated by their willingness to embrace teamwork, engage others in best strategies for achieving organizational goals, take on responsibilities for the good of the organizations even when the duties are not part of what they are employed to do, and positively recommend and refer an organization to the outside world. These are signs of the positive energy that employees bring to an organization as a result of high levels of employee engagement as revealed by OCB. Hence, OCB among UK service sector employees improves employee engagement, which increases employee productivity.

5.1.3 Impact of Other Factors in Influencing Employee Engagement

According to a review of the literature, age, experience, and gender all play a significant role in influencing employee engagement. When there is ethical leadership, more experienced employees who are likely to be older and female are more likely to exhibit OCB (Elsalam, 2021). However, because the responses were not classified based on specific factors, primary data did not directly support the reviewed literature. Despite this, the research respondents were almost evenly split between male and female, with employees ranging in age from 18 to 55 years old represented. Furthermore, the respondents' experience was evenly distributed, with the least experienced having worked in their organization for at least 6 months and the most experienced having worked for more than 5 years. As a result, the findings can be effectively applied to specific factors on a broader scale. Regardless, more in-depth research is needed to determine the extent to which the specific factors influence OCB and how they impact employee engagement.

5.2 Research Problem

One of the most important sectors of the UK economy is the service sector. Despite the scarcity of research on how ethical leadership influences OCB among service sector employees, this study found ethical leadership to be a viable solution for increasing employee productivity in the UK service sector. Managers in the UK service sector can help develop a culture that fosters OCB in employees, resulting in high levels of employee engagement by practicing ethical leadership.

5.3 Summary of Research Findings and Outcomes

The research findings have established ethical leadership to positively influence OCB in employees in the UK service sector. This means that in environments where ethical leadership is practiced, employees exhibit OCB, which is an indicator of employee engagement. Employees who exhibit high levels of employee engagement are highly productive, which leads to high performance and achievement of organizational goals. The hypotheses that ethical leadership in the UK service sector leads to OCB in employees, employees who practice OCB have high levels of employee engagement, and factors such as experience and age increase employee engagement levels are accepted as a result of these findings.

5.4 Original Contribution of the Research

This study is critical for management professionals and academics alike. First, it provides evidence for management professionals that ethical leadership is an effective strategy in the service sector because it improves employee engagement, which leads to high productivity. On the other hand, research is important in academia because it identifies key areas that require additional research, with current research serving as a foundation. The study emphasizes the importance of conducting a thorough examination of how factors such as age, gender, and experience influence OCB in employees. It also suggests that more OCB studies be conducted in the UK service sector, as OCB has been shown to be critical in influencing employee performance. While ethical leadership has been identified as a major determinant in current research, it is not the only factor, and more research is required to discover other strategies that managers can use in conjunction with ethical leadership to get the most out of their employees.

5.5 Limitations of the Research

The current study's findings are significant, but they have several limitations. First, given the size of the UK service sector, a sample population of 46 respondents is insufficient to represent the entire industry. To ensure that all organizations in the UK service sector are represented, a more detailed study with a large population size is required. Because of the small sample size, the current study's findings may be limited in their applicability. Second, survey forms were used to collect primary data for the study. As a result, there is a chance that respondents provided subjective and biased responses that did not reflect reality. This necessitates additional studies that employ more objective data collection methods to ensure that the data collected is accurate and reliable in making informed recommendations. Finally, the results are interpreted using the Pearson correlation coefficient. Greener (2008) asserted that while Pearson correlation is effective for measuring relationships between variables, it may not work for nonlinear relationships and does not distinguish between dependent and independent associations. As a result, it may not work in cases where the data collected is not normally distributed. Given that the current study involves qualitative data that may not be normally distributed, this implies the need for additional studies using different statistical measures. Addressing these limitations in future studies will aid in improving the current study's validity and reliability.

5.6 Recommendations and Future Research

The study's findings have positively confirmed ethical leadership's ability to influence OCB in UK service sector employees, resulting in high levels of employee engagement. As a result, organizations with ethical leadership have employees who are highly motivated and committed to doing their best to ensure the success of the organization. Based on these findings, it is recommended that service sector business organizations in the UK integrate and nurture ethical leadership in their organizations because it improves employee engagement, which leads to high productivity. However, more research is required to determine the extent to which factors such as gender, age, and experience influence OCB in employees.

5.7 Summary of Chapter 5

The research's final chapter concluded the findings while responding to the research objectives based on the findings. The chapter also identified research limitations that can be improved to improve the reliability and validity of the findings. Finally, the chapter suggests that business organizations in the UK service sector incorporate ethical leadership into their management, which has the added benefit of increasing employee productivity.
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Appendix
                                         Survey Questionnaire
Survey Questions for Managers and Employees

Managerial Survey on Ethical Leadership Based on De Hoogh and Den Hartog (2008)

1. How often do you apply the values of honesty, trustworthiness, and ethics in your managerial responsibilities? 

· Always

· Usually

· Sometimes

· Rarely

· Never

2. How often do you consult junior employees before making managerial decisions?

· Always

· Usually

· Sometimes

· Rarely

· Never

3. Do you give employees feedback on their performances?

· Always

· Usually

· Sometimes

· Rarely

· Never

4. How often do you explain and clarify responsibilities to employees?

· Always

· Usually

· Sometimes

· Rarely

· Never

5. How familiar are you with the needs of your employees that contribute to their improved job performances?

· Extremely familiar

· Very familiar

· Somewhat familiar

· Not so familiar

· Not at all familiar

6. How likely are you to delegate job responsibilities to your juniors?

· Very likely

· Likely

· Neither likely nor likely

· Unlikely

· Very unlikely

Employee Survey on Organization Citizenship Behavior Based on Graham’s (1989) Four Dimensions of OCB
1. How often do you help your workmates in completing their duties?

· Always

· Usually

· Sometimes

· Rarely

· Never

2. How often do you engage workmates on the best ways of achieving organizations goals?

· Always

· Usually

· Sometimes

· Rarely

· Never

· Extremely helpful

3. Is engaging workmates on the best ways of achieving organizational goals helpful?
· Very helpful
· Somewhat helpful

· Not so helpful

· Not at all helpful

4. How likely are you to perform other tasks that are important to the organization but not part of your job description?

· Very likely

· Likely

· Neither likely nor likely

· Unlikely

· Very unlikely

5. Will you refer the organization to a stranger?

· Definitely would

· Probably would

· Probably would not

· Definitely would not

