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ABSTRACT 

Research has consistently shown that ethical leadership plays a crucial role in shaping 

organizational culture and promoting positive employee outcomes. Ethical leaders foster a 

culture of trust, respect, and openness, which in turn enhances employee well-being. However, 

the mechanisms by which ethical leaders influence employee well-being. This study aims to 

investigate the relationships between ethical leadership and employee wellbeing by mediation 

of ethical climate underpinning the social exchange theory. Philosophically, the current 

research lies under the post-positivist paradigm, utilizing a deductive approach, as a causal 

connection between the variables under investigation. Present research examined by collecting 

primary data through a survey technique using a time-lagged design in 10 public sector hospital 

in Punjab, Pakistan. This research utilizing contemporary data obtaining and analysis 

techniques. Data analysis is employed by utilizing Smart PLS. The present research research 

examined that ethical leadership elevate the employee wellbeing with the mediation ethical 

climate. The relationship ethical leadership and ethical climate is also investigated. When 

considering the practical ramifications, managers and policymakers must consider the basic 

structure in order to improve ethical climate and employee wellbeing. 

Keywords: Ethical leadership; Ethical climate; Employee well-being; Social Exchange 

Theory 
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1. INTRODUCTION 

The main factors influencing employee well-being are a topic of ongoing interest for 

academics studying organizational behavior and sustainable development. They are especially 

interested in learning about the role that moral leaders play. Researchers in this new field have 

tried many times, but no consensus has yet been reached. It seems that there is no consensus 

on the appropriate and precise antecedents or mechanisms to encourage employees to behave 

ethically in the workplace. Thus, this study will contribute to the existing and emerging 

discussion by investigating how an ethical climate can be inculcated in the 

employees. Moreover, under what conditions ethical leadership may affect employee well-

being? This study investigates the impact of ethical leaders on employee well-being by using 

the mediating mechanism of ethical climate. It is based on the social exchange theory. Leaders 

with ethical attributes can create an ethical climate that leads to employee well-being. This 

research found a statistically positive effect of ethical leadership on ethical climate and 

employee well-being. Moreover, the mediating effect of ethical climate strengthens the impact 

of ethical leadership on employee well-being. Last but not least, this study provides the various 

practical and managerial implications through which organizations can pay strategically 

intense focus and concentration on ethical climate, such as culture and values, leadership roles 

and employee involvement. 

Scholars have recognized the importance of ethical climate in the face of increasing global 

and local challenges relating to environmental degradation issues. However, even though 

sufficient research has been conducted to highlight pertinent environmental issues for 

organizations, this research is mainly done at the organizational level. Even though 

organizational behavior research, which investigates ethical climate in organizations, is in its 

infancy, it has already made significant progress. To respond to recent calls from organizational 

researchers for them to focus on the promotion of an ethical climate in the organization, this 

study will test and establish a new, comprehensive mechanism that suggests that an ethical 

climate can be inculcated in the employees' well-being by ethical leadership. Ethics leaders are 

considered to be role models of normative behavior. Morally good behavior can be instilled by 

ethical leaders. They can influence the perceptions of employees about policies, practices, and 

procedures regarding sustainability and make more efforts to create an ethical climate. The 

contingency effect of an ethical climate can strengthen the association and bonding between 

ethical leadership and the employee well-being’ who are personally inclined to protect the 

environment. Employees can display an ethical climate when the organizational climate signals 

that they need to practice an ethical climate. Employees who are environmentally aware and 

deeply understand environmental issues will be more likely to display an ethical climate. It is 

important to employ ethical leadership practices at work. This not only reduces the 

discretionary behavior of employees (Van & Hogg, 2017) but also encourages them to behave 

morally and positively. Top management is expected to act ethically. They are role models for 

their employees, and they influence them (Greenbaum et al.,2020). Researchers have been 

interested in leadership behaviors and how they impact employees' performance on tasks and 

the overall performance of an organization (Lemoine & colleagues, 2019). Initially, researchers 

were interested in the behavior of leaders and the characteristics that lead to effective leadership 
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behaviors (Peng & Kim, 2020). Researchers later included followers' perspectives to influence 

how ethical leaders are formed, behave, and influence others to display ethical behavior. The 

study of followers' behavior towards their leaders focuses on three aspects: the followers' 

personal beliefs, their values, their characteristics, their job experiences, and their perception 

of their leaders. Ethical and supportive leaders significantly increase creativity in 

employees. Most studies, however, have not focused on the ethical leadership style, even 

though it is one of the most important antecedents to creativity (Abdullah, 2021; Suifan et al., 

2018). 

Every employee must adhere to standardized norms (Qian et al., 2017). Creativity requires 

employees to go beyond the norms and challenge the status quo. To be creative, employees 

may have to disagree with leaders who are not supportive (Caniels & Rietzschel, 2013). It is 

because ethical leaders open communication channels that encourage understanding and a 

supportive atmosphere that they can promote creativity in employees (Addai et al., 2022; 

Karabey & Aliogullari, 2018). Leaders must, therefore, be ethical in their actions to encourage 

creativity among employees (Abdullah, 2021). In recent years, the study of the relationship 

between ethical climate and employee well-being has received significant attention. A positive 

ethical climate has been shown to have a profound effect on employee well-being, leading them 

to feel more satisfied at work, reduce stress, and improve their overall health. The background 

of ethical climate is the perception of shared ethical norms that set the boundaries for acceptable 

and ethical behavior in teams. The ethical climate in healthcare has been extensively studied, 

and most recent research focused on the perceptions of ethical culture among healthcare 

professionals. The study background on ethical climate as a positive mediator of employee 

well-being is rooted in an understanding that millennials are paying more attention to their 

well-being at work and that it has become a major issue for managers. The study examined the 

ethical climate of the organization and whether millennials have a higher level of affective 

well-being when they work in an environment with a positive ethical climate. Ethics in 

leadership is increasingly being recognized as an important factor for fostering a positive 

workplace and improving employee satisfaction. The mechanisms that underlie this 

relationship are still not fully understood. The ethical climate could mediate this relationship. 

The ethical climate refers to employees' perceptions of the values and norms that guide 

organizational behavior. According to research, ethical leadership has a positive impact on 

employee well-being. This includes job satisfaction, organizational commitment, and 

psychological well-being. The role of ethical climate has been discussed. The ethical climate 

will likely play a crucial role in shaping employees' perceptions of the work environment and 

their well-being. 

2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

2.1. Ethical leadership and Employee’s Wellbeing 

Ethics leaders build a strong relationship with their employees by respecting and caring 

about their beliefs, making decisions that are in their best interest, and taking care of their Well-

being (Zhu et al., 2004). Ethical leaders are considered to be role models of normative 

behavior. Morally good behavior can be instilled by ethical leaders. who are personally inclined 
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to protect the environment. Ethical leaders build a strong relationship with their employees by 

respecting and caring about their beliefs, making decisions that are in their best interest, and 

taking care of their Well-being (Zhu et al., 2004). Many studies have shown that ethical leaders 

foster a feeling of belonging and constructive emotions in their followers. This leads them to 

strongly connect with the leader's values and goals (Ribeiro et al., 2018). This study also 

showed that companies have paid attention to Ethical Leadership as it would foster a culture of 

weaker organizations and establish a relationship with their staff. Employees are motivated to 

achieve organizational objectives when ethical leaders communicate with them in a two-way 

manner (Ariza-Montes et al., 2022; Babalola et al., 2019). As a result, employees begin to 

imitate their role models. According to Belschak et al. (2018), there are many ways that EWB 

can influence employees. The researchers added that employees would feel more confident and 

competent in their jobs if they were able to perform them efficiently. Other researchers have 

suggested that employees with a positive relationship with ethical leaders may be more inclined 

to set an inspiring goal or even lead their company to great success (Akhtar et al., 2020a, 2022a; 

Javed et al., 2021). The study by Kalshoven et al. (2016) showed that ethical leaders are more 

efficient because they have clear employee expectations. They also stated that ethical leaders 

communicate openly and fairly to influence the behavior of their employees. Okan and Akyuz 

(2015) suggested that EL predicted outcomes, such as the leader's effectiveness, job happiness, 

dedication to exert more effort, and willingness to report ethical issues. Employees' Well-being 

is shaped by their understanding of mutual benefits and involvement in decision-making to 

achieve organizational goals. It encourages positive behavior because employees feel their 

leader is fair and trustworthy in helping them reach their goals (Brown & Trevino, 2006). 

Meyer et al. (1993) explained how ethical leaders act as role models and encourage integrity, 

dignity, trust, and credibility within an organization. 

Hypothesis 1:        “Ethical leadership is positively associated with employee’s wellbeing”. 

2.2. Ethical Leadership and Ethical Climate  

Ethical Leadership strongly connects with employees' ethical behaviors and positively 

affects their ethical conduct and attitudes, which improves organizational performance 

(Kalshoven et al., 2011; Walumbwa et al., 2017). Ethical Leadership strongly connects with 

employees' ethical behaviors and positively affects their ethical conduct and attitudes, which 

improves organizational performance (Kalshoven et al., 2011; Walumbwa et al., 2017). 

Employees can learn from their surroundings. If they find an environment and climate where 

behaviors are highly practiced around them, then they will be expected to adopt such 

behaviors. These behaviors will be performed to strengthen and establish their social 

connections (Kim et al., 2017). Additionally, ethical leaders show their employees much 

respect. Ethical leaders are also tolerant of the diverse opinions of their employees. Not only 

do they listen to employees, but they also value and give importance to their ideas and 

suggestions. They try to create a culture of trustworthiness, honesty, fairness, integrity, and due 

consideration in all relationships. They value their employees' unique ideas and create an 

organizational culture that can boost their involvement and creativity (Asif et al., 2019; 

Mahmood et al., 2022a). Leaders play a major role in shaping an organization's climate at every 
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level (Demirtas & Akdogan, 2015). It has been shown that ethical Leadership improves the 

ethical climate of an organization (Aryati, 2018; Saleem, 2021a). According to previous 

research, if a leader is more moral, the organization's ethical organization increases (Elci et al., 

2013; Mayer et al., 2009; Neubert et al., 2013).The ethical climate in an organization is the 

knowledge and consensus that the members have about that organization's policies, procedures, 

and practices organization, including their agreement on the types of behavior that they 

consider morally acceptable and that fit with that company's culture (Kim et al., 2017). A 

company's ethical climate can affect its employees' ethical behavior by influencing the 

organization's ethical principles. To demonstrate their commitment to transparency, ethical 

standards, and procedures, ethical leaders must adhere to them. These leaders also inform their 

staff of these standards and encourage them to adhere to the rules by rewarding those who 

already adhere to them and offering guidance to those who do not (Aloustani et al., 2020). 

According to the study, a stronger ethical climate enhances the formation and maintenance of 

ethical Leadership within organizations with explicit rules and norms and informal ones that 

encourage and promote ethics (Engelbrecht et al., 2018). Indeed, ethical leaders who follow 

the rules and adhere to ethical standards and guidelines can create a more ethical workplace 

(Eluwole et al., 2022). 

Hypothesis 2:        “Ethical leadership is positively associated with Ethical climate”. 

2.3.  Ethical Climate and Employee Wellbeing 

            Employees can be inspired by their environment. If they see others practicing 

behaviors they see in their environment, they will adopt them. These behaviors are performed 

to establish and strengthen their social connections (Kim et al., 2017). A shared understanding 

of what constitutes ethically correct conduct and how to deal with ethical issues in an 

organization is the ethical climate. It provides a foundation for ethical behavior among 

members. A report has stated that the ethical environment influences what nurses do in ethical 

situations, and helps them to identify ethical issues within their organization. When employees 

are immersed in an ethically strong climate, they can observe, experience and interpret more 

ethical behavior. They can learn to behave and act in accordance with the ethical climate of an 

organization, for example, by participating in prosocial behaviors (Aloustani et al., 2020). The 

more pro-social an employee is, the more likely they are to perceive their work as valuable and 

meaningful (Pacheco et.al., 2021), leading to better mental and physical health (Lease et al., 

2019). The term ethical climate refers collective perceptions of moral conduct in the workplace 

(Haldorai et. al., 2020; Mahmood et al., 2022b; Mulki & Lassk, 2019). Brown and Trevino 

(2007) stated that an ethical climate is more conducive to the development and maintenance of 

ethical leaders within organizations. These organizations have explicit rules and standards that 

encourage and promote ethical behaviour (Engelbrecht, et. al., 2018). The ethical climate at work 

influences attitudes and behaviors of workers, especially those that encourage prosocial behaviour, also 

known as "climates for friendship" or an "ethical environment." 2018; Teresi et al. 2019). 

Wellbeing refers to a state of mind that is conducive to happiness. It affects people of all ages. Nursing 

is an excellent example. Clinical nurses are under physical and mental strain due to the high workload, 

complex environment and demanding work. This can negatively affect their health (Javanmardnejad, 

2021; Wang et al., 2022). 
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Hypothesis 3:  “There is a positive relationship between ethical climate and employee 

wellbeing”. 

2.4.      Mediation of Ethical Climate 

The ethical behaviors of employees and leaders contribute to a better public image for 

the organization (Dhar, 2016), better relationships with customers, and more trust. It is, 

therefore, important for hospitality and tourism companies to create a climate of work that 

stresses the importance and value of ethical behavior and business ethics. Work climate is the 

collective psychological perceptions and attitudes of employees at work (Schneider, 1975). The 

term ethical climate refers to shared perceptions about moral conduct at work (Haldorai et al., 

2020; Mulki & Lassk, 2019). Employees under ethical Leadership who communicate and 

interact with leaders can observe the efforts of ethical leaders to behave ethically and realize 

that they are encouraged to behave ethically at work by their leaders. Ethical leaders build a 

strong relationship with their employees by valuing and respecting their beliefs, making 

decisions that are in their best interest, and ensuring their Well-being (Zhu et al., 2004). 

Employees' WB is shaped by their understanding of mutual benefits and their involvement in 

the decision-making processes to achieve organizational goals. It encourages positive behavior 

because employees feel their leader is fair and trustworthy in helping them reach their goals 

(Brown & Trevino, 2006).  

Yang and Wei (2017) also indicated that Ethical Leadership influences the behavior of 

employees towards work in a positive way. They added that Ethical Leadership creates 

Employee well-being through listening and considering the interests of subordinates when 

making a decision. They also know that if they engage in unethical behavior and violate the 

ethical standards of their organization, strict disciplinary measures will be taken. Positive 

gestures from leaders can motivate employees to work more effectively and efficiently. Many 

previous studies have shown that Ethical Leadership can be positively influenced by leadership 

effectiveness in terms of employees' commitment, enhancement, and performance (Yang & 

Wei, 2017; Babalola et al., 2019; Qing et al., 2020; Banks et al., 2021; Koay& Lim, 2021). 

Recent research suggests that a positive and ethical working environment can also improve the 

well-being of workers (Victor & Cullen, 1988; Briggs et al., 2012; Teresi et al., 2019; Su & 

Hahn, 2022). Further, leadership is linked with strong ethical climates because they are 

fundamentally related to ethical concerns. (Engelbrecht, et. al., 2018). It is, therefore, possible 

to see that positive impressions about leaders' ethical behavior are crucial in creating an ethical 

climate that represents the goals and norms of the organization (Brown et. Al., 2007; Pimental 

et. al., 2013). Brown and Trevino (2007) stated that a stronger ethical climate enhances the 

formation and maintenance of ethical leadership within organizations. These organizations 

have more explicit rules and norms, which encourage and promote ethical behavior 

(Engelbrecht et al., 2018). Indeed, ethical leaders who follow the rules and adhere to ethical 

standards and guidelines can create a healthier workplace and contribute to an ethical climate 

(Eluwole, et. al., 2022). 

Hypothesis 4:  “Ethical climate mediates the relationship between ethical leadership and 

employee wellbeing”. 
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3. RESEARCH METHODOLOGY 

This research conducted under the umbrella of post positivist philosophy by using 

quantitative research with deductive theory approach. This study established the 

comprehensive association of ethical leadership and employee well-being by mediation of 

ethical climate underpinning the social exchange theory and examined that relationship is a 

measurable phenomenon. Further this study indicates the variable demonstrate relationship by 

developing theoretical framework in context of cause and effect. Furthermore. This research 

used mono method and time break strategy to collect data through survey questionaries. 

Additionally, this research utilizing the unit of analysis is individual. The data is collected 

through employee of all variable in this study. 

3.1.    Data Collection and Sampling Strategy   

This research utilizes comprehensive method to obtaining data through the implementation 

of surveys questionaries by time break approach. In the province of Punjab, the population of 

this research study contain health industry. In the first stage, 15 public sector hospitals were 

determined by using a random sampling technique. We requested for the engagement of senior 

management in the surveys by explicitly defined the purpose of this research study. Finally, we 

approved authorization from 10 public sector hospitals located in Punjab, Pakistan. We 

organized ethical norms and privacy and privacy agreement with management of school and 

further made a commitment to privacy. Subsequently, privacy and moral compliance forms 

were formalized and privacy preservation and commitments were improved. With the direction 

of elected hospitals, 358 employees were selected for data obtaining in this research study. The 

suggested sample for this study consists of 358 employees. The objective of the study was 

revealed to the intended participants, who were requested to complete survey while 

safeguarding their identities. To reduce common method biases, a time-lagged strategy was 

utilized, gathering data through two separate stages with three surveys distributed. The surveys 

were conducted every two weeks, with data gathering happening from October 2024 to 

November 2024. The research study used the delivery and collection strategy to gathering data 

from participants. The initial employee survey (at time 1) assessed employees view on their 

ethical leadership and ethical climate. Out of 300 questionnaires distributed, 225 completed 

ones were returned, resulting in the return percentage of 75%. The second employee survey (at 

time 2) examined employees wellbeing and ethical climate. In this phase, 225 questionnaires 

were distributed to employees who participated in the initial survey and 180 questionnaires 

were (80%) returned. 

3.2.     Measure 

     All the constructs were assessed by using instruments commonly employed in the literature. 

The 5-point Likert scale ranging from strongly disagree to strongly agree was used to assess 

all the variables involved in the study. The ethical leadership is calculated by the tool provided 

by the (Brown et al., 2015). The scale comprises 5 items. The scale revealed that the Cronbach 

alpha is 0.971 in the findings.  The ethical climate is calculated by the scale is presented by the 

(Schewkper et al., 2001). The scale comprises 5 items. The scale revealed that the Cronbach 

alpha is 0.76 in the result. The employees’ wellbeing is measured by the instrument provided 
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by the (Zheng et al., 2015). The scale covered 5 items. The scale revealed that the Cronbach 

alpha is 0.631.   

3.3         Analysis strategy 

Before hypothesis testing, preliminary data analyses were conducted to check for missing 

values, verify data accuracy, detect possible outliers, and assess the normality of the data 

distribution. To assess the validity of the scale within the research framework using SPSS and 

Smart PLS. Conducive validity will be evaluated through factor loading and average variance 

extracted (AVE), verifying that item loads exceed the threshold for the variable (Cheung et 

al., 2024). Assessing reliability in SPSS through Cronbach’s Alpha demonstrated consistency, 

with a value greater than 0.7 identified as within the normal range. Additionally, Smart PLS 

assesses reliability by requiring an internal consistency of 0.70 CR (Sobaih & Elshaer, 2022). 

Descriptive statistics provide a concise overview of data that includes mean, variability, 

symmetry, shape, and distribution. Crucial for evaluation (Paulson et al., 2021). Generate a 

correlation matrix applying Pearson coefficients to analyze the connections between different 

variables. Smart PLS will be employed for hypothesis testing in research concerning servant 

leadership, job satisfaction, employee well-being, job resources, and job demands. The 

evaluation will involve measuring validity, reliability, exploring structural relationships, and 

mediating effects (Cheung et al., 2024). 

4. DATA ANALYSIS AND RESULT 

Table 1 shows the demographic information of the survey participants. Out of 180 

employees, 83% were male and 17% were female. After evaluating the participants' ages, it 

was discovered that around 21.5% were aged 20-25, 55% were aged 26-30, and 23.5% were 

above the age of 31-40. In terms of education, 24% held a bachelor's degree, 36.9% had a 

master's degree, and 39% had a degree that was higher than a master's. 31% had one to five 

years of experience, 45% had six to ten years, and 23.5% had more than ten years. 

Table 1: Participants’ Characteristics 

 Profile Frequency  Profile Frequency 

Gender 

Male 149 

Age 

20-25 38.7 

Female 30 26-30 99 

  31-40 42.3 

Experience 

1-5 56.7 

Education 

Graduation 43.2 

6-10 81 Master 66.42 

Above 10 42.3 
Above 

Master 
70.2 

Table 2 presents the validity and reliability of the scales employed in this research and 

shows that the values are within a satisfactory range. For instance, the value of the average 

variance extracted (AVE) must be above 0.50, and the maximum shared variance (MSV) 

should be below the AVE to establish validity. Further, the composite reliability and 

Cronbach’s alpha should be higher than 0.70 and 0.60, respectively, to confirm the reliability 

of the scale (Hair et al., 2013). Accordingly, we found an AVE value above 0.50, and the 

value of MSV was also less than that of the AVE. Moreover, Cronbach’s alpha and composite 
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reliability were higher than the threshold level needed to establish reliability. For example, 

composite reliability was higher than 0.80, and Cronbach’s alpha was higher than 0.70 for all 

the underlying concepts. Thus, the results presented in Table 2 indicate that there was no 

problem regarding validity and reliability. 

Table 2. Scale Validity and Reliability 

Variables Items Alpha AVE MSV CR 

Ethical Leadership  10 0.971 0.793 0.42 0.974 

Ethical Climate 7 0.76 0.59 0.26 0.828 

Employee Well-being 9 0.631 0.73 0.23 0.727 
Notes: CR is the composite reliability, AVE presents the average variance 

extracted, and MSV is maximum shared variance 

Table 3 reports the summary statistics and bivariate correlations for the study 

variables. The central tendency of the data is presented by the mean values, while the standard 

deviation indicates the level of dispersion. Data normality was assessed using skewness and 

kurtosis values. For instance, the mean values for EL were 4.32, and the standard deviation 

was 0.23, which is not too high or low. Similarly, the skewness and kurtosis values were also 

found to be in the normal range + 1.96 (Tabachnick et al., 2007). In addition, the bivariate 

correlation analysis revealed modest correlation values, and thus, there was no issue of multi-

collinearity. We also noted the values of correlation coefficients in the supposed directions. 

For example, EL and Employees wellbeing were significantly and positively linked (0.21, p 

< 0.01). Likewise, the correlation between EL and Ethical Climate was also found to be 

statistically significantly positive (0.34, p < 0.01). Similarly, we also noted the positive and 

statistically significant correlation of Ethical Climate with Employees wellbeing (0.19, p < 

0.05). 

Table 3. Descriptive Statistics and Correlation 

 Mean SD Skew Kurt 1 2 3 

1. Ethical Leadership 4.32 0.23 -0.111 1.023 1     

2. Ethical Climate 4.10 0.57 -1.823 0.527 0.34* 1   

3. Employee Well-being 3.90 0.44 0.441 0.314 0.21* 0.19** 1 

Hypothesis testing was performed after the data was validated and verified for 

dependability, using descriptive and inferential statistics, and assessing model fit (see Tables 

4). Table 4 shows the direct and indirect effects of each variable used in this study. Ethical 

leader was found to have a positive effect on employee wellbeing 0.11** (p<0.05). Therefore, 

Hypothesis 1 is supported. We also note that ethical leader has a direct but significant effect 

on ethical climate 0.31* (p<0.01). Therefore, Hypothesis 2 is supported. In addition, Ethical 

Climate was found to have a positive effect on employee wellbeing 0.69* (p<0.01). Therefore, 

Hypothesis 3 is supported. Hypothesis 4 clearly states that ethical climate mediates the 

relationship between ethical leader and employee wellbeing. Therefore, partial mediation was 

observed 0.214* (p<0.05). As seen in Table 4, the direct effect of ethical leader on employee 

wellbeing was 0.11** (p<0.05). Therefore, the total value of ethical leader on employee 

wellbeing was 0.324 (0.11 + 0.214), and indirect effect of ethical leader on employee 
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wellbeing showed 66% Therefore, we established partial mediation and Hypothesis 4 was 

supported.  

Table 4: Summary of Direct and Indirect Effects  

 Estimates p-value Remarks 

EL             EWB 0.11** 0.03 H1: Supported 

EL              Ethical climate 0.31* 0.00 H2: Supported 

Ethical climate           EWB 0.69* 0.00 H3: Supported 

EL          Ethical climate          EWB    0.214** 0.015 H4: Supported 

Notes: EL = Ethical Leadership; EWB = Employee Wellbeing 

5. DISCUSSION 

The present research investigated the relationship between the ethical leadership and 

employee wellbeing underpinning the social exchange theory. it is essential to highlight the 

significance of the study framework that encompasses ethical leadership, ethical climate, and 

employee well-being, as it contributes novel perspectives to the existing body of literature. 

Ethical leadership profoundly influences organizational conduct and the dynamics within the 

workplace. The ethical climate, acting as a mediating factor, illuminates the complex 

connections between leadership behavior and employee well-being, offering a deeper 

understanding of the fundamental processes involved. The focus on employee wellbeing 

underscores the significant advantages for employees, such as increased job satisfaction, 

productivity, and loyalty. This comprehensive framework fills the gaps in existing literature, 

enhancing theoretical insight and offering practical advice for organizational leaders and 

policymakers to foster supportive workplace settings. As a result, the research carries a 

significant impact factor because it can influence leadership methods, mold organizational 

policies, and improve employee wellbeing across various sectors. 

The finding of this research is match with existing literature of business management. 

Firstly, this research investigated there is positive relationship between the ethical leadership 

and employee wellbeing. The result is match with existing literature of business management 

for illustration recently research documented that there is positive relationship between the 

ethical leadership and employee wellbeing (Umrani et al., 2024). Secondly, this study 

examined the association between the ethical leadership and ethical climate. the finding of 

this research is similar with the avail literature for instance Saleem et al. (2024) noted that 

there is positive relationship between the ethical leadership and ethical climate. lastly, this 

research examined that the ethical climate mediates the relationship between the ethical 

leadership and employee wellbeing. The existing literature support the finding of this research 

study for example the research noted that the ethical climate mediates the relationship 

between the ethical leadership and employee wellbeing (Gwamanda & Mahembe, 2023). 

Future studies should incorporate longitudinal research to assess the long-term effects of 

ethical leadership on employee well-being, as affected by an ethical work climate. 

Furthermore, cross-cultural research would strengthen the application of the findings, as 

views of ethical leadership and work atmosphere vary between countries. Sector-specific 
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research may unearth unique characteristics essential to different sectors, resulting in 

personalized recommendations. It is also encouraged to look at intervention tactics that 

improve ethical leadership and foster a positive work environment. This study has distinct 

limitations. The reliance on self-reported data may lead to bias, and the use of cross-sectional 

designs restricts causal inferences. Results may be context-specific and hence inapplicable to 

other circumstances. The limited emphasis on variables might miss other important 

influences. Furthermore, limited or uniform sample sizes restrict generalization. Future 

studies should focus on incorporating larger and more varied samples to overcome these 

limitations.  

This study emphasizes the critical role of ethical leadership in promoting employee 

wellness through an ethical work environment. Ethical leadership enhances corporate 

behavior by creating a positive atmosphere that boosts employee happiness and productivity. 

Future studies should include longitudinal, cross-cultural, and industry-focused research, as 

well as intervention strategies to improve ethical leadership. Future research should address 

constraints such as reliance on self-reported data, cross-sectional designs, context-specific 

outcomes, and small sample numbers in order to verify and expand these findings. 
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