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Abstract   
Teacher’s job satisfaction is needed in teaching profession as it is an effort to develop effective 
human capital to society and the country. Therefore, the purpose of this study is to identify 
the influence of ethical leadership on teacher job satisfaction. In addition, this study aims to 
identify differences in ethical leadership and teacher’s job satisfaction based on gender, age 
and service experience of the teachers. In addition, this study aims to identify the relationship 
between ethical leadership and teacher job satisfaction. The study used a quantitative 
approach with Ethical Leadership at Work (ELW), Job Satisfaction Survey (JSS) and Three-
Component Model Employee Commitment Survey Revised Version (TCM-ECS). A total of 374 
samples consisting of Kedah state secondary school teachers were randomly selected. 
Descriptive statistics, t-tests, one-way ANOVA, Pearson Correlation, Multiple Regression 
Analysis and Hierarchical Regression Analysis were used in order to analyze the data. Findings 
show ethical leadership and job satisfaction. Nevertheless, there are significant differences in 
ethical leadership and job satisfaction of teachers in schools based on age and experience of 
teacher’s services. Studies also show that there is a significant relationship between these 
two variables.  
While the ethical leadership’s aspect and teacher’s job satisfaction aspect have an influence 
on organizational commitment in schools. In addition, teacher’s job satisfaction plays a role 
as a mediator to the relationship between ethical leadership and organizational commitment 
in schools. The results of the study have contributed to the development of ethical leadership 
theory and teacher’s job satisfaction in the educational environment. This study suggests that 
to ensure teacher’s job satisfaction is enhanced, then the aspect of ethical leadership should 
be given attention by the relevant parties  
Keywords: Leadership, Teachers, Job Satisfaction, Schools. 
  
Introduction  
Ethical leadership in this study refers to the nine dimensions proposed by Kalshoven and 
Colleagues (2011) namely human-oriented, justice, power, concern for sustainability, ethical 
guidance, role explanation and integrity. These dimensions form the basis of the formation of 
a strong identity as well as moral agents that shape and influence the behavior of followers  
(Brown et al., 2005). The teacher’s job satisfaction according to Spectors (1985) in the job 
satisfaction model, means an individual attitudes towards employment when factors such as 
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salary, promotion, support, incentives, rewards, policies and regulations, coworkers, areas of 
work and communication can provide a sense of peace and calmness for soul.  
Literature Review  
In the beginning of 1990s, leadership reformation and the insistence for ethical leadership 
became evident as researchers began to pay serious attention to these needs especially in 
public and private sector organizations (Yukl et al., 2011). The influence on the ethical 
leadership is getting stronger as it has dominate the leadership pattern in schools (Kiu & 
Akmaliah, 2000). The leader’s ethical behaviour has been identified as a good role model for 
their followers to follow and emulate (White & Lean, 2008).   
Basically, leader’s ethical are playing an important role in shaping an organization because 
the attitudes, values and beliefs of followers will turn negative if they are in an environment 
that encourages them towards that attitude (Bass & Steidlmeier, 1999). It is very important 
to understand the relationship between leadership and ethics (Ciulla, 2005). The leadership 
and ethics concept are interrelated and it is an important essence toward success in an 
organization.  
Basically leadership means one’s ability to influence something (Yukl, 2006). According to 
Kanungo and Mendonca (1998) leadership is a set of behaviors of the role, action or influence 
of a person that officially or unofficially appointed by the organization as a leader to represent 
the voice of the people. Leadership can also be seen from two perspectives, namely as a set 
of behaviors to complete tasks and maintain unity in the organization; and a process of 
influence that is the strategies and tactics to influence the values, beliefs and behaviors of 
followers towards the achievement of organizational objectives (Kanungo and Mendonca, 
1998). Ethics is defined as a set of moral values that form a choice between right and wrong 
deeds (Abbasi et al., 2010; Haroon et al., 2012). Starratt (2004), ethics is the basic beliefs, 
assumptions, 54 principles, and values that support an ethical way of life. Kanungo and 
Mendonca (1998) define ethics as good morals that are considered to be in accordance with 
established laws or rights. Webster's Dictionary (2013) states that the basis for ethics is 
related to the determination of something whether good or bad, moral responsibility and 
moral compliance. Ethics is also known as a set of abstract rules and principles that govern 
human behavior that is used as evaluation benchmark to determine whether a particular 
behavior is good or bad (Badran, 1981).  
 
According to Brown et al (2005), the ethical leader characteristics  is when a person who has 
integrity, adheres to ethical standards, gives fair treatment to employees and selfless. In 
addition, Brown and Trevino (2006) have explained that ethical leadership consists of two 
main aspects namely moral individuals and moral managers. The moral individual aspect 
refers to the leader’s personality such as their perceived characteristics, behavior and 
decision-making process. Meanwhile the moral manager aspect refers to the deliberate 
efforts of a leader to influence others (role model), to guide the followers ethical behaviour 
by communicating about ethical standards and disciplining employees who exhibit unethical 
behavior. Thus, the combination of moral individual aspects and moral managers make ethical 
leadership style seen differently from other leadership styles. This is because ethical leaders 
is by being a role models who exhibit appropriate personality and behavior, also use aspects 
of rewards and punishments to stimulate ethical behavior among followers (Brown et al., 
2005; Trevino et al., 2003). In the education field, measuring the teacher’s job satisfaction has 
been a major focus and concern for researchers in efforts to improve and consolidate human 
resource services towards a more dynamic and efficient (Ali et al., 2011). In any education 
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system, the secondary level is a very important level because it is the most important phase 
that link between primary education and higher education. Teachers in secondary schools 
need to work hard in order to prepare students for future education. If teachers are not 
treated in the right way, it is likely that their job satisfaction level will decrease and will 
interfere with their work commitment (Ali et al., 2011)  
According to Smith et al (1969), the definition of job satisfaction is the extent to which 
employees have an affective positive orientation towards certain aspects of their work. Locke 
(1976) defines job satisfaction as a positive or emotional state of pleasure that results either 
through others' appreciation of one's work or one's own experience in performing a work.  
Spector (1997) states the definition of job satisfaction as a person’s assessment of the overall 
quality of his work and these assessment measures are either related to the job, the position 
or the attitude towards work. While McShane and Von Glinow (2003) define job satisfaction 
as a person's assessment of his work. Robbins (2005) further defines job satisfaction as a 
collection of feelings felt by an individual towards his work. Newstrom (2007) defines job 
satisfaction as a set of employee feelings and emotions towards work either in a positive or 
negative form. Haroon et al (2012) also explored the meaning of job satisfaction and stated it 
as a way for an individual to be motivated towards his work. Thus, an employee who has a 
stable level of emotion, feels positive, is always driven by strong motivation and enthusiasm 
and is always appreciated by others will be happier and satisfied with his work.   
 
Theory  
There are two main theories used in order to understand the influence of ethical leaders on 
their followers namely Social Learning Theory (SLT) and Social Exchange Theory (SET)   
 
1. Social Learning Theory (SLT)   
The main perspective is to understand the influence of ethical leadership is through social 
learning theory as expressed by (Brown et al., 2005). Based on social learning theory, 
followers will behave similarly or accordingly to their leaders through the act of imitation and 
learning resulting through observation (Bandura, 1986). The demonstration behaviour will 
lead to the end result of positive personal formation (Bandura, 1977). For followers, leaders 
are the most important sources and key models to emulate based on their power, role, status 
and success in organizations where employees will learn about expected behaviours and learn 
through the reward and punishment systems (Brown et al., 2005). In other words, ethical 
leadership contains both role model elements and the rewards and punishments that 
influence employee behaviour (Mayer et al., 2009).  
 
2. Social Exchange Theory (SET)  
 Apart from the SLT approach, ethical leadership is also seen through the social exchange 
theory approach (Mayer et al., 2009; Turner et al., 2002). The social exchange theory 
approach is more of a social exchange where the focus is more on the norm of consideration 
for reciprocity (Cropanzano & Mitchell, 2005). The social exchange theory is used as a basis in 
many studies of relationships within organizations and workplace behaviours (Cropanano & 
Mitchell, 2005). According to Mayer et al (2009), followers will be prepared to respond well 
when they are treated fairly and caringly by their leaders. Social exchange also involves a set 
of interactions which then leads to several elements of compliance (Blau, 1964; Cropanzano 
& Mitchell, 2005; Gouldner, 1960). This process of compliance depends on reciprocal norms 
(Gouldner, 1960) in which followers reciprocate the benefits they received in the past with 
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other benefits in return in any way that can create a continuous cycle between leaders and 
followers (Dulac et al., 2008). According to Mayer et al (2009) a high support from the 
employer will encourage employees to increase diligence in carrying out their work 
responsibilities as well as strive to increase their participation in any activity. The positive 
response has a very good impact on the organization but if the employer does not give 
support and attention to employees, then it will reduce their involvement and affect the 
employees reputation, thus bringing a negative impact to the organization (Mayer et al., 
2009). The social exchange also focuses on the role of leaders in ensuring employees to feel 
responsible for doing a job (Wayne et al., 2002). For example, a leader who appreciates the 
employees contribution and their well-being will create a positive relationship in an 
organization thus will improve the organizational performance and behaviour (Eisenberger et 
al., 1990). This positive relationship exists because employees know that they can rely on such 
leaders who treat employees fairly and preferably (Brown & Trevino, 2006; Mayer et al., 
2009). As a result, they are more likely to reciprocate the treatment by behaving in a way that 
benefits the entire work group and restrains themselves from behaviours that would be 
detrimental to supervisors, workgroups and organizations (Mayer et al., 2009).  
Therefore, it is important to understand to what extent the Social learning theory and the 
social exchange theory are relevant to ethical leadership. Although ethical leadership is 
translated through different approaches of two major theories namely SLT and SET, but 
researchers think it is better to combine the approach of the two theories to further 
strengthen the understanding related to ethical leadership. This is because through SLT 
human beings will instinctively learn something through the modeling process in which there 
is a process of reward and punishment (Bandura, 1986). While in SET, the learning process 
occurs when followers are satisfied with the behaviour of the leader and respond to it through 
a reciprocal process (Blau, 1964) In this case, the reciprocal process will occur normally if the 
follower  satisfied and grateful for something. However, as a guarantee toward the agreement 
the reciprocal process will take place then it must be accompanied by a process of reward 
and punishment. The rewards and punishments process is important to strengthen the 
behavioural aspects of followers in an organization. This is because it can bind followers to 
the discipline and rules of the organization so that their actions are always in line with the 
vision and mission of the organization. Thus, the relationship between SLT and SET is 
complementary and the combination of these two theories will be able to strengthen the 
theory of ethical leadership.  
 
Maslow's Theory of Motivation   
According to Maslow's Hierarchy Theory (1954), an individual will not be satisfied until he be 
able to do something he wants, driven by his need to reach a certain potential to be better 
than the existing situation. Maslow (1954) states that human will is arranged hierarchically. 
This means that once the will at the lower level is satisfied, the individual will be motivated 
to fulfil the will located at the higher level and this action occurs due to human nature which 
is always never satisfied. Motivation here is associated with motivation while fulfilling desires 
refers to performance, status and reputation (Maslow, 1954)  
Herzberg (1959) in The Two Factor Theory states that there is a set of specific factors in the 
workplace that cause no job satisfaction, while a separate set of factors that cause job 
satisfaction (Herzberg et al., 1959). Herzberg named these two factors as hygiene factor and 
motivation factor. The hygiene factor refers to elements that do not involve the external 
(extrinsic) work itself that is such as caring, relationships between friends, work environment, 
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salary, administrative policies, benefits and safety (Herzberg, 1966). Motivational factors 
refer to elements in the job that impact the actual and internal (intrinsic) tasks such as 
achievement, appreciation, the work itself, tasks, development and progress (Herzberg, 
1966). The hygiene factor and the motivator factor differ in terms of function and 
consequences. If the leader’s goal is to reduce the job dissatisfaction problem, then the 
hygiene factor needs to be increased. If leaders want to increase job satisfaction, then the 
motivating factor needs to be increased (Azhan, 2010). This theory emphasizes that the 
factors of job satisfaction and the factors of job dissatisfaction are independent and not tied 
to each other. According to Herzberg et al (1959), both hygiene factors and motivators 
become the driving force or motivator for employees to determine their level of job 
satisfaction.  
Research Objective 

• This Study is to delve deeper into the relationship between ethical leadership and the 
teacher’s job satisfaction with organizational commitment in the schools 

• The research needs is to focus on ethical leadership because it has a great responsibility 
to determine the teacher’s direction so that they are always on the right track 

• Acknowledging that the job satisfaction factor is also a form of motivation and 
encouragement that can influence employees to be more dedicated and accountable to 
improve outcomes and school excellence outcomes. 

• Determine the relationship between ethical leadership and teacher job satisfaction in 
sufficient complexity. 

 
Summary and Researcher  
A leader who appreciates the employees contribution and their well-being will create a 
positive relationship in an organization thus will improve the organizational performance and 
behaviour (Eisenberger et al., 1990). This positive relationship exists because employees 
know that they can rely on such leaders who treat employees fairly and preferably (Brown & 
Trevino, 2006; Mayer et al., 2009). As a result, they are more likely to reciprocate the 
treatment by behaving in a way that benefits the entire work group and restrains themselves 
from behaviours that would be detrimental to supervisors, workgroups and organizations  
  

Tittle  Researcher  

Ethical Leadership  Abbasi et al (2010); Avolio & Gardner (2005);  
Bandura (1977); Bass & Steidlmeier (1999); Bottery (1992); Brown 
& Trevino (2006); Brown et al (2005); Ciulla (1998); Craig et al 
(1998); Fullan (2003); Greenfield (2004); Handford & Leithwood 
(2013); Kalshoven et al (2011); Kanungo et al (1998); Maslow 
(1954); Northouse (2004); Piccolo et al (2010); Pijanowski (2007); 
Shapiro & Stefkovich (2005); Spector (1985); Starratt (2004); 
White & Lean (2008); Yukl et al (2011); Zubay & Soltis (2005)  

Job Satisfaction  Ali & Al-Owaihan (2008); Bogler & Nir (2012); Brown & Trevino 
(2006); Erwin (2011); Eyal & Roth (2011); Gilstrap & Collins (2012); 
Joolideh & Yeshodhara (2009); Kalshoven et al (2011); Kelly et al 
(2008); Klein (2012); Koustelios et al (2004); Lambert & Paoline  
(2008); Locke (1976); Miller et al (2009); Mulki et al (2008); Parkes, 
& Thomas (2007); Snipes et al (2005); Wayne et al (2002)  
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Method  
Based on the formula given by Krejcie and Morgan (1970), if the population is 13,743 people, 
then the sample will involve around 374 people. This means that a total of 374 teachers will 
be involved in answering the questionnaire which is 6 people per school (Krejcie and Morgan, 
1970). According to Sekaran (2000), a sample size that over 30 is suitable for most surveys in 
the form of surveys. In addition, Gay and Diehl (1990) also stated that 30 is a sufficient amount 
for correlation and comparative study  
 
Conclusion  
Based on the literature review conducted, the previous reserchers studies has shown the 
existence of a relationship between ethical leadership and job satisfaction (Kalshoven et al., 
2011; Piccolo et al., 2010). However, studies on the relationship between ethical leadership 
and job satisfaction are still declining (Brown & Trevino, 2006; Erwin, 2011) especially among 
the school level in Malaysia (Shah & Azida, 2010). There are some studies conducted showing 
that the increases in leaders integrity level will be able to influence job satisfaction and 
teacher’s emotion to continue to work and contribute to the organization while being able to 
increase their commitment (Klein, 2012; Koh & Boo, 2004). In addition, Bogler and Nir (2012) 
found that leaders who have good social relationships with teachers, always care for their 
well-being and safety, prioritize teacher professional development and manage their 
promotion opportunities fairly will increase the job satisfaction among teachers in school. 
Bogler and Nir (2012) also found that 30 percent of the variance of teacher job satisfaction is 
explained by the aspect of power sharing of the leaders and teachers. Hwa (2008) found that 
school leaders who practice power sharing can increase teacher job satisfaction. Similarly, the 
findings of a study by Kim et al (2009) on hotel workers in Thailand found that hotel managers 
who practice power sharing with their employees are seen to be able to increase the level of 
employee satisfaction and encourage them to provide better services to customers and 
willing to help their colleagues. However, a study by Kelly et al (2008) on primary school 
teachers in Singapore found that only 45.9 per cent of teachers were satisfied with their 
current 117 assessment system. This is because school leaders pay less attention to aspects 
of fairness in the management of the assessment system and are less sensitive to the clarity 
of assessment criteria (Kelly et al., 2008). While the credibility of the evaluator, especially 
from the aspect of justice is an important criterion that contributes to the increase in the level 
of job satisfaction of teachers (Veloo & Hasmin, 2011). Thus, leaders need to be fair and 
professional when operating the assessment system to ensure that job satisfaction can be 
met and it can prevent them from the stress, depression and declining commitment to work 
(Kelly et al., 2008). 
 
Researchers believe that Maslow's social learning theory and hierarchical theory are very 
effective in improving the quality of education in a school. The main perspective for analyzing 
the impacts of ethical leadership is through Social Learning Theory (SLT), as articulated by 
(Brown et al., 2005). According to the SLT, followers will try to emulate and learn to behave 
similarly to their leaders through the act of imitation and learning that results from 
observation (Bandura, 1986). The demonstration of such attitude will result in positive 
personal formation (Bandura, 1977). According to Maslow's Hierarchy of Needs (1954), an 
individual will not be satisfied unless he is able to do something desired, which is motivated 
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by his own need to reach a certain potential in order to be better than the current situation. 
According to Othman and Wanlabeh (2012), if this theory is used as a foundation, there are 
numerous options and suggestions for a principal to increase the motivation of his teachers 
by meeting their needs to a higher level. 
 
Researchers believe that the findings of this study will also help schools understand how 
ethical leadership can be implemented effectively in schools. Indeed, a school's success will 
be jeopardised if a leader does not know and manage himself, or fails to be a role model and 
example to students. This study is expected to serve as a foundation for future research on 
teacher job satisfaction in schools from the prespective of ethical leadership, particularly 
among school principals and Ministry of Education officials. As a result, this study is expected 
to assist principals in increasing teachers' job satisfaction in schools. 
 
References  
Ali, A. J., & Al-Owaihan, A. (2008). Islamic work ethic: a critical review. Cross Cultural 

Management: An International Journal, 15(1), 5–19. doi:10.1108/13527600810848791  
Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the root 

of positive forms of leadership. The Leadership Quarterly, 16(3),315–338  
Bandura, A. (1977). Social learning theory. Eaglewood Cliffs: NJ: Prentice- Hall.  
Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social 

psychological research : Conceptual , strategic , and statistical considerations. Journal of 
Personality and Social Psychology, 51(6), 1173– 182.  

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character and authentic transformatoinal     
leadership behavior. Leadership Quarterly, 10, 181–217.  

Bottery, M. (1992). The ethics of educational management. New York:Cassell.  
Bogler, R., & Nir, A. E. (2012). The importance of teachers’ perceived organizational support to 

job satisfaction: What's empowerment got to do with it? Journal of Educational     
Administration, 50(3), 287–306. doi:10.1108/09578231211223310  

Brown, M. E., & Trevino, L. K. (2006). Ethical leadership: A review and future  directions. The 
Leadership Quarterly, 17(6), 595–616.doi:10.1016/j.leaqua.2006.10.004  

Brown, M. E., Trevino, L. K., & Harrison, D. A. (2005). Ethical leadership: A social learning 
perspective for construct development and testing. Organizational Behavior and Human 
Decision Processes, 97(2), 117–134. doi: 10.1016/j.obhdp. 2005.03.002  

Ciulla, J. B. (1998). Ethics, the heart of leadership. Westport, CT:Quorum Books.  
Craig, R. P. (1993). Ethical and moral theory and public school administration.  Journal of 

School Leadership, 3(1), 21–29.  
Craig, S. B., & Custafson, S. B. (1998). Perceived leader integrity scale: An instrument for 

assessing employee perceptions of leader integrity. The Leadership Quarterly, 9(2), 127–
145.  

Eisenbeiss, S. A. (2012). WOP working paper re-thinking ethical leadership: An     
interdisciplinary integrative approach.  

Erwin, A. P. (2011). The values-based organisation: How ethical leadership affects    
workrelated outcomes. Tesis master yang tidak diterbitkan. Maastricht University.  

Eyal, O., & Roth, G. (2011). Principals’ leadership and teachers' motivation:     Selfdetermination 
theory analysis. Journal of Educational Administration, 49(3), 256–275. 
doi:10.1108/09578231111129055  



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN PROGRESSIVE EDUCATION AND DEVELOPMENT  
Vol. 1 1 , No. 3, 2022, E-ISSN: 2226-6348 © 2022 

117 
 

Fullan, M. (2003). The moral imperative of school leadership. Thousand Oaks,CA:  Corwin. 
Gilstrap, J. B., & Collins, B. J. (2012). The importance of being trustworthy: Trust asa 
mediator of the relationship between leader behaviors and employee job satisfaction. 
Journal of Leadership and Organizational Studies, 19(2), 152–163.     
doi:10.1177/1548051811431827  

Greenfield, W. D. (2004). Moral leadership in schools. Journal of Educational Administration,    
42(2), 174–196. doi:10.1108/09578230410525595  

Handford, V., & Leithwood, K. (2013). Why teachers trust school leaders. Journal of      
Educational Administration, 51(2), 1–33.  

Joolideh, F., & Yeshodhara, K. (2009). Organizational commitment among high school     
teachers of India and Iran. Journal of Educational Administration, 47(1), 127–136.     
doi:10.1108/09578230910928115   

Kalshoven, K., Den Hartog, D. N., & De Hoogh, A. H. B. (2011). Ethical leadership at work     
questionnaire (ELW): Development and validation of a multidimensional measure. The     
Leadership Quarterly, 22(1), 51–69. doi:10.1016/j.leaqua.2010.12.007   

Kanungo, R. N., & Mendonca, M. (1998). Ethical Leadership in Three Dimensions. Journal of     
Human Values, 4(2), 133–148. doi:10.1177/097168589800400202   

Kelly, K. O., Ang, S. Y. A., Chong, W. L., & Hu, W. S. (2008). Teacher appraisal and its     outcomes 
in Singapore primary schools. Journal of Educational Administration, 46(1), 39–    
54.doi:10.1108/09578230810849808   

Klein, J. (2012). The open-door policy: Transparency minimizes conflicts between school 
principals and staff. International Journal of Educational Management, 26(6), 550–564. 
doi:10.1108/09513541211251389   

Koustelios, A., Theodorakis, N., & Goulimaris, D. (2004). Role ambiguity, role conflict and job 
satisfaction among physical education teachers in Greece. International Journal of 
Educational Management, 18(2), 87–92.doi:10.1108/09513540410522216.  

Lambert, E. G., & Paoline, E. A. (2008). The influence of individual, job, and organizational 
characteristics on correctional staff job stress, job satisfaction, and organizational 
commitment. Criminal Justice Review, 33(4), 541–564. 
doi:10.1177/0734016808320694  

Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human     
Performance, 4(4), 309–336.    

Locke, E. A. (1976). The nature and causes of job satisfaction. In M.D. Dunnette (Ed.). In 
Handbook of industrial and organisational psychology (pp. 1297–1343). Chicago: Rand 
McNally.   

Maslow, A. H. (1954). Motivation and Personality. New York: Harper and Row.  
May, D. R., Chan, A. Y. L., Hodges, T. D., & Avolio, B. J. (2003). Developing the Moral Component 

of Authentic Leadership. Organizational Dynamics, 32(3), 247–260. doi:10.1016/S0090-
2616(03)00032-9  

 Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Bombie, R. (2009). How low does 
ethical leadership flow? Test of a trickle-down model. Organizational Behavior and 
Human Decision Processes, 108(1), 1–13.    doi: 10.1016/j. obhdp. 2008.04.002  

Miller, H. A., Mire, S., & Kim, B. (2009). Predictors of job satisfaction among police officers: 
Does personality matter? Journal of Criminal Justice, 37(5), 419–426.  

Mulki, J. P., Jaramillo, J. F., & Locander, W. B. (2008). Effect of ethical climate on turnover 
intention: Linking attitudinal and stress theory. Journal of Business Ethics, 78, 559–574.   



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN PROGRESSIVE EDUCATION AND DEVELOPMENT  
Vol. 1 1 , No. 3, 2022, E-ISSN: 2226-6348 © 2022 

118 
 

Northouse, P. G. (2004). Leadership theory and practice (3rd ed.). Thousand Oaks,CA: Sage 
Publications.   

Parkes, S. E., & Thomas, A. R. (2007). Values in action: observations of effective principals at 
work. Journal of Educational Administration, 45(2), 204–228.     
doi:10.1108/09578230710732970  

Piccolo, R. F., Greenbaum, R., Den Hartog, D. N., & Folger, R. (2010). The relationship between 
ethical leadership and core job characteristics, 278 (April 2009), 259–278. 
doi:10.1002/job  

Pijanowski, J. (2007). Defining moral leadership in graduate schools of education.  Journal of 
Leadership Education, 6(1), 1–13.  

Shapiro, J. P., & Stefkovich, J. A. (2005). Ethical leadership and decision making in education: 
Applying theoretical perspectives to domplex dilemmas. Mahwah, NJ:Lawrence Erlbaum.  

Snipes, R. L., Oswald, S. L., LaTour, M., & Armenakis, A. A. (2005). The effects of specific job 
satisfaction facets on customer perceptions of service quality: an employee-level    
analysis. Journal of Business Research, 58(10), 1330–1339.  
doi:10.1016/j.jbusres.2004.03.007  

Spector, P. E. (1985). Measurement of human service staff satisfaction: development of the 
Job Satisfaction Survey. American Journal of Community Psychology, 13(6), 693–713. 
Retrieved from http://www.ncbi.nlm.nih.gov/pubmed/4083275  

Starratt, R. J. (2004). Ethical leadership. San Francisco: Jossey-Bass  
Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2002). The role of fair treatment     

and rewards in perceptions of organizational support and leader – member exchange.     
Journal of Applied Psychology, 87(3), 590–598. doi:10.1037//0021-9010.87.3.590  

White, D. W., & Lean, E. (2008). The impact of perceived leader integrity on subordinates in a 
work team environment. Journal of Business Ethics, 81, 765– 778. doi:10.1007/s10551-
007-9546-6.  

Yukl, G., Mahsud, R., Hassan, S., & Prussia, G. E. (2011). An improved measure of ethical     
leadership. Journal of Leadership & Organizational Studies.  

Zubay, B., & Soltis, J. F. (2005). Creating the ethical school: A book of case studies.  New York, 
NY: Teachers College Press.  

  
 
 
 
 
 
 
 
 
 
 

http://www.ncbi.nlm.nih.gov/pubmed/4083275

