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ABSTRACT
Ethical behaviour and decision-making are foundational to the sustainability and integrity of any organization. In an era marked by corporate scandals, regulatory pressures, and heightened public expectations, the role of leadership in promoting ethical conduct has become increasingly significant. This project investigates how leadership influences ethical behaviour and decision-making processes within organizations. It examines the extent to which leaders shape ethical norms, reinforce codes of conduct, and influence the moral reasoning of employees. By analyzing various leadership styles—including transformational, transactional, and servant leadership—the study seeks to identify which approaches are most effective in embedding ethics into organizational culture.
The research draws on both theoretical frameworks and real-world case studies to assess the mechanisms through which leaders foster ethical environments. It explores how ethical leadership contributes to transparency, accountability, trust, and employee engagement, all of which are critical to long-term organizational success. Additionally, the study evaluates how ethical decision-making frameworks are implemented and the role of leaders in guiding these frameworks during times of ethical dilemmas.
Findings suggested that leaders who consistently model ethical behaviour, communicate ethical expectations, and create safe spaces for ethical discourse significantly enhance the ethical climate of their organizations. Ultimately, the project emphasizes that ethical leadership is not merely a compliance requirement but a strategic imperative that drives performance, reputation, and organizational resilience. Recommendations are provided for organizational leaders to strengthen ethical practices and integrate them into daily operations and decision-making processes.
Keywords: Ethical Leadership, Organizational Ethics, Decision Making, Leadership Styles, Corporate Governance
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
In recent years, the issue of ethics in organizational leadership has gained prominence due to a rise in corporate scandals, governance failures, and the growing demand for accountability and transparency in both private and public institutions. The role of leadership is central in shaping the ethical standards and decision-making culture of an organization. Leaders set the tone for ethical conduct by demonstrating personal integrity, promoting ethical values, and influencing the organizational climate (Brown & Treviño, 2006). Effective leadership not only ensures compliance with legal and regulatory standards but also fosters a culture of trust, responsibility, and long-term sustainability.
Leadership styles significantly impact ethical behavior in the workplace. For example, transformational leaders are known to inspire ethical commitment by appealing to higher moral values and encouraging employees to prioritize the greater good (Bass & Steidlmeier, 1999). In contrast, transactional leaders tend to emphasize rule-following and reward-based behavior, which may not always promote ethical reasoning in complex situations. Similarly, servant leadership has been linked with strong ethical climates, as it emphasizes empathy, stewardship, and the welfare of followers (Liden et al., 2008). These diverse approaches highlight the importance of leadership in shaping ethical frameworks and guiding ethical decision-making.
Despite the growing interest in ethical leadership, many organizations still struggle with the practical implementation of ethics across all levels. Often, a lack of consistent ethical leadership leads to moral disengagement, unethical practices, and reputational damage. According to Treviño, Weaver, and Brown (2008), ethical leadership goes beyond mere compliance; it involves actively managing ethics by communicating standards, rewarding ethical behavior, and punishing misconduct. Moreover, employees are more likely to engage in ethical decision-making when they perceive their leaders as fair, honest, and committed to doing what is right (Mayer et al., 2009).
Leadership plays a pivotal role in shaping organizational culture and influencing employee behaviour, especially in terms of ethical conduct and decision-making. According to Brown and Treviño (2006), ethical leadership is characterized by the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making. Leaders serve as role models whose behavior sets expectations and standards for others to follow. When leaders act ethically and enforce ethical codes of conduct, they create an environment where ethical behaviour is valued and expected.
Leadership style significantly affects how ethics are perceived and practiced in an organization. Transformational leadership, for instance, is associated with high levels of moral reasoning and the ability to inspire followers toward ethical ideals (Bass & Steidlmeier, 1999). This style encourages employees to transcend personal interests for the good of the organization and society at large. Servant leadership, which emphasizes service to others, empathy, and stewardship, has also been found to foster a strong ethical climate (Liden et al., 2008). In contrast, transactional leadership may promote short-term compliance with rules and procedures but does not always lead to deeply internalized ethical values. Thus, the way a leader engages with ethics directly impacts the behavior of subordinates and the overall ethical performance of the organization.
Despite growing recognition of the importance of ethical leadership, many organizations continue to face ethical challenges. Scandals involving corruption, fraud, and abuse of power highlight the consequences of weak ethical leadership and poor ethical decision-making. For example, the collapse of major corporations such as Enron and WorldCom was partly attributed to unethical leadership and a failure to embed ethical practices into decision-making processes (Sims & Brinkmann, 2003). These cases illustrate how leadership failures can lead to significant legal, financial, and reputational damage.
Moreover, ethical decision-making is not always straightforward; it often involves complex trade-offs and moral dilemmas. Leaders must navigate these challenges while maintaining transparency, fairness, and accountability. According to Treviño, Weaver, and Brown (2008), leaders who actively manage ethics by setting clear expectations, providing guidance, and reinforcing ethical standards are more likely to succeed in promoting a strong ethical culture. In addition, employees tend to look to their leaders for cues on how to behave, especially in ethically ambiguous situations (Mayer et al., 2009). Therefore, when leaders exhibit ethical consistency and fairness, it fosters trust and encourages employees to make morally sound decisions.
This research aims to assess how leadership contributes to promoting ethical behaviour and decision-making in organizations, with a focus on identifying the characteristics and practices of ethical leaders. The study also seeks to examine the relationship between leadership styles and the ethical climate of the organization. Understanding these dynamics is essential for organizations seeking to improve ethical standards, prevent misconduct, and promote responsible decision-making at all levels.
Furthermore, as organizations increasingly operate in multicultural and globalized environments, ethical leadership must also address diversity, inclusivity, and cross-cultural ethical norms. Leaders must be equipped not only with technical competencies but also with emotional intelligence, cultural sensitivity, and moral courage to lead ethically in diverse settings. This adds another layer of complexity to leadership roles and underscores the need for intentional ethical development in leadership training and organizational policies.
Ultimately, leadership is not merely about directing teams or achieving goals—it is about guiding organizations with integrity, fairness, and purpose. The findings of this study will offer practical insights for both current and aspiring leaders, human resource professionals, and policymakers on how to embed ethical principles into organizational life and leadership practice.
1.2 Statement of the Problem
Ethical failures in organizations continue to generate significant concern across industries and regions, despite the existence of formal codes of conduct and regulatory compliance frameworks. Many of these ethical lapses have been traced not only to individual misconduct but to systemic weaknesses in leadership and governance. Leaders play a pivotal role in shaping organizational values, influencing employee behavior, and establishing a climate in which ethical decision-making is either encouraged or undermined (Brown & Treviño, 2006). However, a growing body of research reveals a persistent gap between ethical expectations and actual leadership practices.
Organizations often invest in ethics training and corporate policies, but without ethical leadership to reinforce these initiatives, their impact remains limited (Treviño, Weaver, & Brown, 2008). Employees tend to model the behavior of their leaders, especially in ambiguous situations where formal guidelines may not provide clear answers (Mayer et al., 2009). When leadership fails to consistently demonstrate ethical behavior, it creates confusion, erodes trust, and may foster a toxic or unethical workplace culture. Conversely, leaders who are seen as fair, principled, and transparent can significantly influence followers to make ethical decisions and take accountability for their actions (Resick et al., 2006).
Despite the acknowledged importance of leadership in promoting ethics, many organizations do not clearly understand which leadership styles or practices are most effective in fostering ethical behavior and decision-making. The lack of clarity makes it difficult for organizations to develop or identify leaders who can build strong ethical cultures. Furthermore, in global and culturally diverse organizations, ethical leadership must also adapt to varying ethical norms and expectations.
Therefore, the problem this study seeks to address is the lack of a comprehensive understanding of how leadership styles and behaviors influence ethical conduct and decision-making in organizations. This gap limits the ability of organizations to promote ethical standards and prevent misconduct effectively.
1.3 Objectives of the Study
The primary objective of this study is to assess the role of leadership in promoting ethical behaviour and effective decision-making within organizational settings. Leadership is a critical driver of ethical conduct in the workplace, influencing not only individual actions but also the broader organizational culture and values (Brown & Treviño, 2006). In response to growing ethical challenges in modern organizations, this study seeks to explore how different leadership approaches affect ethical practices and decision-making processes.
The specific objectives of the study are as follows:
1. To examine the influence of leadership on ethical behaviour in the workplace.

2. To analyze how various leadership styles (e.g., transformational, transactional, servant leadership) contribute to or hinder ethical decision-making.
3.  The relationship between ethical leadership and organizational ethical climate.
4. To identify key leadership behaviours that support ethical decision-making during moral dilemmas.
5. To provide practical strategies for organizations to develop and promote ethical leadership practices.
1.4 Research Questions
In line with the specific objectives above. The following research questions have been raised to explore the various dimensions of leadership’s role in fostering ethical practices and decision-making within organizations. These questions are designed to provide insights into the relationship between leadership styles, ethical behaviour, decision making and the overall ethical climate of organizations.
1. What is the influence of leadership on ethical behaviour among employees in an organization?
2. What leadership styles are most effective in promoting ethical decision-making within organizations?
3. What is the relationship between ethical leadership and the overall ethical climate of an organization?
4. What are the ways leaders support employees in making ethical decisions when faced with moral dilemmas?
5. What strategies can organizations implement to enhance leadership's role in promoting ethics and accountability?

1.5 Significance of the Study
The significance of this study lies in its potential to enhance the understanding of the crucial role that leadership plays in promoting ethical behaviour and guiding ethical decision-making processes within organizations. As organizations navigate an increasingly complex and interconnected world, the integrity of their leadership practices is more important than ever. By exploring the relationship between leadership styles and ethical practices, this research will offer valuable insights for both employees and organizations seeking to foster a culture of ethical responsibility and accountability.
Significance to Employees
For employees, ethical leadership serves as a source of guidance, motivation, and trust. Leaders who demonstrate ethical behaviour and model moral values create a work environment where employees feel valued, respected, and empowered to act in accordance with ethical principles. According to Mayer et al. (2009), employees are more likely to engage in ethical decision-making when they perceive their leaders as ethical, transparent, and supportive. When employees observe their leaders making principled choices, they are more likely to internalize those values and incorporate them into their own work practices.
Moreover, ethical leadership promotes a psychologically safe workplace, where employees are encouraged to voice concerns and engage in ethical discussions without fear of retaliation. By fostering such an environment, leaders help employees navigate ethical dilemmas with confidence, knowing that they are supported by a strong ethical framework (Brown & Treviño, 2006). This study, therefore, highlights the importance of ethical leadership in shaping employee satisfaction, morale, and organizational commitment. Employees who perceive their leaders as ethical are more likely to demonstrate higher levels of job satisfaction and organizational loyalty (Resick et al., 2006).
Significance to Organizations
For organizations, this study underscores the importance of ethical leadership in promoting a positive ethical climate, which in turn impacts organizational performance, reputation, and sustainability. A strong ethical culture fosters trust and collaboration among employees, leading to better decision-making and improved organizational outcomes. As highlighted by Treviño, Weaver, and Brown (2008), leaders who prioritize ethics create an environment where ethical behaviour is expected and encouraged, reducing the likelihood of unethical conduct that could lead to legal or financial repercussions.
Furthermore, organizations with ethical leadership are better positioned to navigate crises and adapt to changing external pressures, as their ethical foundation provides them with the resilience to withstand challenges and maintain stakeholder trust. Ethical leadership not only drives compliance with laws and regulations but also ensures that ethical considerations are integrated into daily business practices and decision-making processes (Mayer et al., 2009).
This study also contributes to the growing body of research that links ethical leadership to enhanced organizational performance. Organizations that prioritize ethics are more likely to build positive relationships with external stakeholders, including customers, suppliers, and investors, which can lead to increased brand loyalty, customer satisfaction, and long-term financial success (Bass & Steidlmeier, 1999). By understanding the role of leadership in fostering ethical practices, organizations can develop more effective leadership strategies that align with their values and long-term goals.
1.6 Delimitation of the Study
This study focused on examining the role of leadership in promoting ethical behaviour and decision-making within formal organizational structures. It specifically targets organizational leaders such as CEOs, managers, and supervisors, and does not extend to informal leadership, peer influences, or external stakeholders like customers or suppliers. The research is confined to Ilorin metropolis, which may limit the generalizability of the findings to other cultures with different ethical norms or leadership practices.
Furthermore, the study will center on specific leadership styles, such as transformational and servant leadership, and their impact on ethical decision-making, excluding other leadership styles or broader factors influencing organizational ethics, like employee demographics or external pressures. The research will also focus on the immediate and short-term effects of ethical leadership, leaving the long-term impact on organizational culture and ethics beyond the scope of this study. Additionally, while ethical dilemmas and scandals provide important insights, this research will explore specific case studies and address broader leadership behaviours and their influence on ethical decision-making in organizations.
These delimitations ensure a focused examination of the role of leadership in ethical conduct while acknowledging the limits of the study's applicability to other contexts or leadership variables.
1.7 Limitation of the Study
While this study aims to assess the role of leadership in promoting ethical behaviour and decision-making, several limitations must be acknowledged. First, the research will primarily focus on a specific group of organizations selected as case study, which may limit the generalizability of the findings to other sectors or geographic regions. Differences in cultural, legal, or economic contexts may influence how ethical leadership is perceived and practiced, and this study may not account for those variations.
Another limitation is that the study will rely on self-reported data from leaders and employees, which may introduce biases such as social desirability or personal perceptions that do not accurately reflect actual ethical behaviour. Participants may provide responses that align with what they perceive to be socially acceptable or expected, rather than reporting their true experiences and attitudes.
Additionally, the study will focus on formal leadership roles, excluding the potential impact of informal leaders or peer influences. As leadership within organizations is multifaceted, the exclusion of informal leadership dynamics may limit a full understanding of how ethical behaviour is fostered across different levels of the organization.
Finally, while the research will examine short-term effects of ethical leadership, it will not explore long-term outcomes. The evolving nature of organizational culture and the cumulative impact of ethical leadership over time are factors that may not be fully captured within the scope of this study.




CHAPTER TWO
LITERATURE REVIEW
This literature review aims to explore the existing body of knowledge on the role of leadership in promoting ethical behaviour and decision-making within organizations. It examines key concepts such as ethical leadership, leadership styles, ethical climate, and the relationship between leadership behaviour and employee actions. By reviewing different existing literatures, the review provides an overview of how leadership shapes organizational ethics and the impact it has on decision-making processes at both individual and organizational levels. This literature review will be conducted as follows:
2.1 Introduction to Ethical Leadership
Ethical leadership is a critical factor in fostering a positive organisational culture, particularly in the contemporary business environment where ethical concerns are increasingly at the forefront. Leaders play a significant role in setting the tone for ethical behaviour and decision-making within their organisations. By establishing a clear ethical framework and demonstrating ethical conduct, leaders have the power to shape the organisation's moral compass and influence the actions of employees. This section explores the importance of leadership in promoting ethical behaviour and decision-making within organisations.
Ethical leadership involves the ability to lead with integrity and responsibility, ensuring that decisions and actions are grounded in fairness, honesty, and respect. The impact of ethical leadership goes beyond individual leaders, influencing the ethical climate and behaviour of the entire organisation. Leaders who embody ethical principles create an environment where employees feel encouraged to make ethical decisions and behave responsibly. According to Brown and Treviño (2006), ethical leadership is not just about being a role model but also about establishing an ethical culture where ethical behaviour is expected and rewarded.
The role of leadership in promoting ethical behaviour is evident in how leaders manage ethical challenges and decision-making processes. Ethical leaders set clear expectations for behaviour, provide guidance when ethical dilemmas arise, and ensure that ethical values are integrated into every aspect of the organisation's operations. Research has shown that ethical leadership positively influences employee conduct and helps to establish a culture of accountability and trust. For instance, ethical leadership has been linked to higher levels of organisational commitment, job satisfaction, and motivation (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009).
An essential aspect of ethical leadership is decision-making. Ethical leaders are responsible for making decisions that align with the organisation's values, taking into account the impact on stakeholders, the environment, and society at large. Their decisions not only reflect their own values but also set an example for others to follow. Leaders who make ethical decisions help to guide their organisations through complex moral challenges and contribute to the overall ethical health of the organisation. According to Northouse (2018), ethical decision-making involves considering the interests of all stakeholders, acting transparently, and ensuring fairness in all organisational practices.
Leaders also influence ethical behaviour through the structures and systems they put in place. These include policies, codes of conduct, ethics training, and open channels for reporting unethical behaviour. By creating these structures, leaders ensure that ethical standards are maintained across all levels of the organisation. Ethical leadership involves holding individuals accountable for their actions while also providing support and resources to help employees navigate ethical challenges. As Kerns (2003) suggests, leaders who invest in ethics training and create a supportive environment are more likely to encourage ethical behaviour among their teams.
Ethical leadership is not only a moral responsibility but also a strategic necessity for organisations that aim to achieve sustainable success in a competitive global environment. Leaders who prioritize ethical conduct and decision-making set a standard that resonates throughout the organisation, impacting both internal operations and external relations. In a rapidly changing world where corporate scandals and unethical practices often dominate the headlines, the role of ethical leadership becomes even more critical. It serves as a mechanism for mitigating risk, maintaining organisational reputation, and building long-term trust with stakeholders.
An essential component of ethical leadership is the development of a comprehensive ethical framework that guides decision-making processes within the organisation. This framework typically involves a set of core values, such as integrity, transparency, and fairness, that are reflected in the organisation's policies, practices, and procedures. Leaders who embrace this framework communicate clear expectations to their employees, ensuring that ethical conduct is understood and prioritised in every business activity. By creating a strong ethical foundation, leaders help employees navigate complex ethical dilemmas and make decisions that align with both personal and organisational values (Brown & Treviño, 2006).
2.2 Theories of Ethical Leadership
Ethical leadership is grounded in several theories that seek to understand the role of leadership in fostering ethical behaviour and decision-making within organisations. These theories provide a framework for understanding how leaders influence the ethical culture of their organisations and guide decision-making in ways that align with moral principles.
One of the most widely discussed leadership theories in the context of ethical behaviour is transformational leadership theory. Transformational leaders inspire and motivate followers to achieve higher levels of performance by appealing to their values and sense of purpose. These leaders not only focus on achieving organisational goals but also on fostering personal growth and development in their followers. According to Bass (1985), transformational leaders act as role models, demonstrating high moral standards and ethical conduct. They are effective in influencing followers' ethical behaviour by creating a vision of the future that aligns with moral values, thereby encouraging employees to go beyond self-interest and contribute to the greater good of the organisation. In the context of ethical leadership, transformational leaders inspire their followers to act ethically through their personal example. By promoting values such as integrity, fairness, and respect, transformational leaders create a positive ethical climate that encourages ethical decision-making at all levels of the organisation. This approach is particularly important in organisations facing ethical challenges, as transformational leaders help to align organisational values with the behaviour of employees (Avolio & Bass, 1995).
Another influential theory in the context of ethical leadership is servant leadership theory. Servant leadership, as proposed by Greenleaf (1970), emphasizes the leader’s role as a servant who prioritizes the well-being and development of others. Servant leaders focus on empowering their followers, promoting their personal and professional growth, and ensuring that decisions are made in the best interests of all stakeholders. This leadership style is deeply rooted in ethical principles, as servant leaders are committed to serving others with humility, empathy, and a strong sense of responsibility. In promoting ethical behaviour and decision-making, servant leaders emphasize the importance of ethical considerations in all aspects of organisational life. They lead by example, making ethical decisions that benefit not only the organisation but also the broader community and society. The servant leadership model highlights the importance of leaders putting the needs of their employees first, thereby fostering an ethical culture in which individuals feel valued and empowered to make ethical decisions (Sendjaya & Sarros, 2002).
Authentic leadership theory emphasizes the importance of leaders being true to themselves and their values. According to Avolio, Walumbwa, and Weber (2009), authentic leaders are self-aware, transparent, and ethical in their decision-making. They are driven by a deep sense of purpose and guided by their personal values, which they consistently apply in their leadership practices. Authentic leaders build trust with their followers by being genuine, transparent, and consistent in their actions. In the context of ethical leadership, authentic leaders foster ethical behaviour by creating an environment of trust and openness. Their authenticity encourages employees to act with integrity and make ethical decisions, knowing that their leaders value ethical behaviour and hold themselves accountable. Authentic leaders are committed to aligning their actions with their values and the organisation's ethical standards, setting a powerful example for their followers. As noted by Walumbwa et al. (2008), authentic leadership promotes ethical decision-making by encouraging followers to reflect on their own values and how those values align with the organisation’s mission.
A theory specifically dedicated to the concept of ethical leadership is ethical leadership theory, which focuses on how leaders influence the ethical behaviour of their followers through their actions, decisions, and interactions. Brown and Treviño (2006) define ethical leadership as “the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships.” Ethical leaders serve as role models of ethical behaviour, actively promoting fairness, transparency, and accountability within the organisation. They are also proactive in addressing ethical issues and ensuring that ethical standards are integrated into organisational policies and practices. Ethical leadership theory suggests that leaders who model ethical behaviour not only inspire their employees to behave ethically but also create an organisational culture that prioritises ethical values. Brown et al. (2005) found that employees who perceive their leaders as ethical are more likely to engage in ethical behaviour themselves, leading to a positive trickle-down effect throughout the organisation. Ethical leadership theory emphasizes the importance of leaders acting as ethical role models, establishing clear ethical guidelines, and creating a culture of accountability to promote ethical decision-making.
Social learning theory (Bandura, 1977) is another important theory in understanding the role of leadership in promoting ethical behaviour. This theory posits that people learn behaviours by observing others, particularly those in positions of authority. Leaders, as role models, have a significant influence on the ethical behaviour of their followers. According to social learning theory, when leaders demonstrate ethical behaviour, employees are more likely to imitate these behaviours, leading to a stronger ethical culture within the organisation. Through social learning, leaders can shape the ethical conduct of their employees by demonstrating ethical decision-making and reinforcing ethical behaviour through rewards and recognition. By observing their leaders, employees internalize ethical norms and apply them in their own decision-making. This theory highlights the importance of leaders acting as ethical role models and the impact their behaviour has on fostering ethical practices in the workplace (Bandura, 1977; Treviño, Hartman, & Brown, 2000).
2.3 Ethical Behaviour in Organizations
Ethical behaviour in organizations is a critical component for fostering a healthy, productive, and sustainable work environment. Ethical behaviour refers to actions and decisions that align with moral principles, norms, and values, ensuring fairness, integrity, and transparency in both individual and organizational activities. The role of leadership in promoting ethical behaviour is vital as leaders set the tone for what is considered acceptable conduct within an organization. Leadership plays a key role in modeling ethical behaviour, establishing policies, and creating an organizational culture that encourages employees to act with integrity.
Leaders are the primary influencers of ethical behaviour in their organizations, as they act as role models for the behaviours they want to see in others. According to Treviño, Hartman, and Brown (2000), ethical leaders foster an environment where ethical behaviour is rewarded, and unethical behaviour is appropriately addressed. Through their actions, words, and decisions, leaders shape the ethical climate within their organizations. When leaders demonstrate ethical behaviour, such as honesty, fairness, and transparency, they communicate to employees that these behaviours are valued and expected. This not only promotes ethical decision-making but also influences employees' perceptions of what is acceptable in the workplace (Brown & Treviño, 2006). By being ethical role models, leaders influence their followers to make decisions that align with organizational values and norms.
An organization’s ethical climate is largely shaped by the policies, values, and practices that leaders establish. Ethical climate theory, as proposed by Victor and Cullen (1988), identifies several types of ethical climates, such as the instrumental climate (focused on self-interest and rewards), the caring climate (focused on concern for others), and the law and code climate (focused on following rules and regulations). Leaders play a significant role in determining which ethical climate prevails within an organization. For example, if leaders emphasize the importance of fairness, transparency, and the well-being of employees and stakeholders, they are fostering a caring ethical climate. In contrast, if leaders focus solely on results and rewards, an instrumental climate may emerge, which could encourage unethical behaviours such as dishonesty or cutting corners in decision-making. Leaders can intentionally influence the ethical climate by aligning their actions with the ethical principles they wish to instil within the organization (Victor & Cullen, 1988).
2.4 Leadership Styles and Ethical Decision-Making
Leadership plays a pivotal role in shaping the ethical decision-making processes within organizations. The way in which leaders approach decisions, interact with employees, and set organizational priorities greatly influences the ethical behaviour of employees. Ethical decision-making involves evaluating and choosing actions based on moral values, and leadership style is a key determinant in how these decisions are made at both individual and organizational levels. Different leadership styles can either promote or hinder ethical behaviour, depending on how leaders engage with their teams, uphold values, and navigate dilemmas. In this context, understanding how different leadership styles impact ethical decision-making is essential for fostering a culture of ethics within an organization.
Transformational Leadership is widely recognized for its positive impact on ethical decision-making. Leaders who adopt a transformational style inspire and motivate their followers to go beyond self-interest for the greater good of the organization and society. Transformational leaders emphasize vision, innovation, and the personal development of their employees, and they often focus on the values and ethical standards that guide their decisions. Bass (1985) defined transformational leadership as a style where leaders engage with followers in a way that raises their awareness of ethical and moral concerns, thus encouraging followers to pursue goals that align with ethical principles. Transformational leaders typically demonstrate a strong commitment to ethical standards themselves and expect their followers to do the same. They often encourage ethical decision-making by providing a sense of purpose and by modeling behaviours such as fairness, integrity, and transparency. By inspiring followers to align their personal values with those of the organization, transformational leaders create an environment in which ethical decision-making flourishes (Bass & Riggio, 2006).
In contrast, Transactional Leadership tends to focus on short-term goals and rewards based on performance. While transactional leaders may be effective in achieving specific tasks or goals, their approach to leadership may not inherently promote ethical decision-making. Transactional leaders typically emphasize adherence to rules and regulations, and their leadership is based on a system of rewards and punishments for performance. This style of leadership may result in ethical decision-making that is driven by extrinsic rewards rather than intrinsic moral values (Bass, 1990). For example, in an environment led by transactional leaders, employees might prioritize meeting targets or achieving results at all costs, potentially overlooking the ethical implications of their actions. Although transactional leadership can be effective for achieving short-term results, it may not be as effective in creating a sustainable ethical culture within an organization. Transactional leadership may not prioritize the long-term ethical development of employees, and it can sometimes lead to unethical behaviour if the rewards system does not adequately account for ethical considerations (Northouse, 2018).
2.5 The Role of Leadership in Ethical Climate
The ethical climate within an organization is shaped by the leadership style, actions, and values exhibited by its leaders. Ethical climate refers to the shared perceptions of what is ethically correct behavior and how ethical issues should be addressed in the workplace. Leadership is the driving force behind the creation and maintenance of this ethical climate, as leaders influence organizational norms, values, and behaviours through their actions, decisions, and communication. The role of leadership in promoting an ethical climate cannot be overstated, as leaders set the tone for the ethical expectations within the organization, guiding employees on how to navigate complex ethical dilemmas.
One of the primary ways in which leadership influences the ethical climate of an organization is through the establishment and reinforcement of ethical values and standards. Leaders are responsible for defining what is considered acceptable behavior in the organization and ensuring that these standards are communicated consistently across all levels of the organization. As Treviño, Brown, and Hartman (2003) highlight, ethical leadership involves setting clear ethical expectations and modeling those values through one's actions. By leading by example, leaders demonstrate to employees how to prioritize ethical considerations in decision-making. When leaders act with integrity and fairness, they foster an environment where ethical decision-making is encouraged and employees feel motivated to follow suit. Conversely, when leaders fail to uphold ethical standards or engage in unethical behavior, they set a precedent for employees to follow, often resulting in a diminished ethical climate and an increased likelihood of unethical behaviour.
Leaders also contribute to the ethical climate through their decision-making processes. Ethical decision-making in organizations involves the careful consideration of the impact that decisions will have on various stakeholders, including employees, customers, shareholders, and the community. According to Brown and Treviño (2006), leaders play a critical role in guiding the ethical decision-making processes of their employees. They can achieve this by promoting open discussions about ethical issues, encouraging employees to ask questions about the ethical implications of their actions, and fostering a culture where ethical concerns are addressed without fear of retribution. Leaders who involve their teams in ethical decision-making processes send a clear message that ethical behavior is a priority and that employees are expected to contribute to maintaining a strong ethical climate.
Another important aspect of leadership’s role in shaping the ethical climate is the creation of ethical codes of conduct and policies. Leaders are responsible for ensuring that the organization has clearly defined ethical guidelines, codes of conduct, and policies in place to support ethical decision-making. These frameworks provide employees with the tools and guidance needed to make ethical decisions, particularly in complex situations where the right course of action may not be immediately apparent. Ethical codes and policies also serve as a means of holding employees accountable for their actions, ensuring that unethical behaviour is addressed promptly and appropriately. According to Victor and Cullen (1988), the development and enforcement of an ethical code or policy is a key factor in establishing a strong ethical climate. Leaders must ensure that these codes are not only in place but are also effectively communicated to all employees and integrated into the organization's day-to-day operations. Regular training and reinforcement of these ethical policies can help solidify the organization’s ethical values and reinforce the importance of ethical behaviour.
Furthermore, communication plays a critical role in shaping the ethical climate of an organization. Leaders must communicate consistently about ethical values, expectations, and behaviours, ensuring that employees understand what is expected of them. Ethical communication involves being transparent, honest, and open about decisions and actions, particularly when faced with ethical dilemmas. Leaders should create an environment where employees feel comfortable raising ethical concerns, knowing that they will be taken seriously and addressed appropriately. Leaders who promote open and transparent communication foster trust and accountability within the organization, which in turn strengthens the ethical climate. According to Mayer, Kuenzi, and Greenbaum (2010), ethical leadership is significantly influenced by the way leaders communicate with their employees. When leaders are approachable and willing to engage in ethical discussions, employees are more likely to adopt similar behaviours and create a more ethically conscious work environment.
The role of leadership in promoting an ethical climate is also tied to their reward and recognition systems. Leaders who reward ethical behaviour and hold employees accountable for unethical actions reinforce the importance of ethics within the organization. Reward systems that emphasize ethical conduct encourage employees to align their actions with the organization’s values and ethical standards. On the other hand, failing to hold employees accountable for unethical actions or rewarding unethical behaviour can erode the ethical climate and create a culture of ethical indifference. Treviño and Nelson (2017) argue that ethical leaders are instrumental in ensuring that rewards and incentives are aligned with the organization's ethical values. Leaders who use their reward systems to promote ethical behaviour help ensure that ethical decisions are consistently prioritized in the workplace.
Leaders also need to be proactive in addressing ethical issues and concerns when they arise. An ethical climate is maintained when leaders deal with ethical dilemmas promptly and decisively. Leaders who ignore or downplay ethical concerns set a dangerous precedent and create an environment where unethical behaviour can thrive. Conversely, leaders who act swiftly to address ethical issues demonstrate their commitment to maintaining a high standard of ethics and send a strong message to employees that ethical breaches will not be tolerated. According to Walumbwa et al. (2011), leaders who take a strong stand on ethical issues are more likely to foster a culture where ethical behaviour is the norm and employees feel empowered to act ethically in their roles.
In organizations with a strong ethical climate, employees are more likely to report ethical violations, seek guidance on ethical issues, and adhere to organizational values. This, in turn, contributes to a more transparent, responsible, and socially responsible organization. Leadership that actively promotes ethical behavior and decision-making helps cultivate a work environment where ethics are valued and upheld at every level of the organization. Moreover, the organizational commitment to ethics reinforces the importance of trust, cooperation, and integrity, both internally among employees and externally with stakeholders. This ethical foundation can ultimately lead to a more positive organizational reputation, greater stakeholder trust, and long-term sustainability.
To further expand on the role of leadership in promoting an ethical climate, it is essential to understand the broader organizational mechanisms that leaders influence to cultivate ethical behavior. One of these critical mechanisms is ethical leadership development. As organizations strive for a stronger ethical culture, leaders must invest in leadership development programs that focus on enhancing ethical awareness, decision-making capabilities, and emotional intelligence. This investment not only strengthens the moral compass of leaders but also equips them with the skills to model ethical behaviors and make ethical decisions in challenging situations. Leaders who engage in continuous development of their ethical leadership abilities are better positioned to lead by example and guide their teams through ethical challenges effectively. Moreover, when leaders commit to ongoing ethical leadership development, they signal to employees that ethics is not a one-time priority, but an ongoing organizational value.
Mentoring is another important avenue through which leaders can foster an ethical climate. By actively mentoring subordinates and providing guidance on ethical challenges, leaders ensure that employees have the tools and support to make ethical decisions. Mentoring encourages open dialogue about ethical issues, providing a space for employees to ask questions and learn from the experience of their leaders. According to Eisenbeiss, van Knippenberg, and Boerner (2008), mentoring relationships with ethical leaders positively affect the ethical behavior of followers. Mentors who model ethical behavior and provide ethical guidance serve as role models for emerging leaders and employees, creating a ripple effect of ethical conduct throughout the organization. Additionally, mentoring can help in creating ethical decision-making frameworks that align with the organization’s values, ensuring that ethical decision-making becomes embedded in day-to-day operations.
Leaders also have a significant role in promoting whistleblowing mechanisms within their organizations. Whistleblowing refers to the reporting of unethical or illegal activities by employees, typically to higher authorities or external bodies. A leader who fosters an environment of openness and non-retaliation ensures that employees feel safe and supported when raising ethical concerns. If employees fear punishment or retaliation for whistleblowing, they are unlikely to report unethical practices, which can lead to a toxic ethical climate. Conversely, leaders who ensure that there are clear, confidential, and protected channels for reporting unethical behavior create a climate of transparency and accountability. According to Miceli, Near, and Dworkin (2008), organizational leaders who support whistleblowing protect both the individuals who report unethical behavior and the integrity of the organization, further promoting an ethical climate.
In addition to promoting ethical behavior through policies and practices, leaders must also be mindful of the organizational culture they create. Organizational culture is the set of shared values, beliefs, and behaviors that influence how employees act and make decisions within an organization. Leaders are responsible for cultivating an ethical organizational culture that aligns with the broader goals of the organization. Leaders shape this culture through their everyday interactions, decisions, and attitudes. By creating a culture that celebrates ethical behavior, leaders reinforce the message that ethics is integral to organizational success. According to Schein (2010), organizational culture is driven by leadership, and leaders who model ethical behavior and emphasize its importance through symbolic actions help embed ethics into the fabric of the organization. This kind of culture is built on trust, mutual respect, and a shared commitment to doing what is right, which influences the behavior of all employees at every level.
Corporate social responsibility (CSR) also plays a significant role in ethical leadership and organizational climate. Leaders who prioritize CSR demonstrate their commitment to ethical practices beyond just the organization’s immediate operations and profits. CSR initiatives often involve efforts to address environmental, social, and economic issues that affect a broader community, such as sustainable practices, philanthropic activities, and ethical labor practices. Leaders who engage in CSR not only help improve their organization's reputation but also promote an ethical climate by demonstrating that ethical decision-making extends beyond the organization to society at large. Brown, Treviño, and Harrison (2005) argue that leaders who advocate for CSR practices help integrate ethics into the strategic decision-making process and ensure that the organization operates with an awareness of its responsibilities to various stakeholders.
The integration of diversity and inclusion into leadership practices also significantly impacts the ethical climate of an organization. Leaders who promote an inclusive workplace where diverse perspectives are valued and encouraged contribute to an ethical climate by fostering fairness and equality. Ethical leadership requires that leaders actively challenge biases, ensure equal opportunities for all employees, and create an environment where everyone is treated with respect and dignity. Leaders who foster diversity and inclusion not only address ethical concerns related to discrimination and inequity but also improve decision-making by encouraging a wider range of perspectives and ideas. Research by Roberson (2006) shows that diverse teams, under ethical leadership, can better address ethical challenges by bringing multiple viewpoints and problem-solving approaches to the table, ultimately contributing to more ethical decision-making and behaviors within the organization.
In line with promoting an inclusive ethical climate, leaders also need to be aware of organizational justice, which refers to employees’ perceptions of fairness in the workplace. Organizational justice includes distributive justice (fairness in outcomes), procedural justice (fairness in processes), and interactional justice (fairness in interpersonal interactions). Leaders are responsible for ensuring that these forms of justice are embedded in organizational policies, practices, and interactions. Leaders who uphold fairness and transparency in their decisions foster trust, respect, and cooperation among employees. According to Colquitt et al. (2001), leaders who demonstrate organizational justice create a more positive ethical climate, as employees feel they are treated fairly and that their concerns are taken seriously. Organizational justice helps prevent feelings of resentment or unfair treatment, which can otherwise erode the ethical climate.
Finally, ethical leadership requires long-term vision. While making immediate decisions that align with ethical standards is crucial, leaders must also have a long-term perspective that considers the long-term consequences of their decisions. Ethical leaders think about sustainability, both in terms of business practices and the impact their decisions will have on future generations. This foresight allows leaders to build organizational structures and strategies that promote ethical behavior in the long run. They can balance the needs of the present with those of the future, ensuring that short-term gains do not come at the expense of ethical principles. This forward-thinking approach contributes to a more sustainable and responsible ethical climate that aligns with the organization's values over time.
The role of leadership in shaping and promoting an ethical climate within an organization is multifaceted. Leaders set the tone for ethical behavior by modeling integrity, promoting ethical decision-making, and implementing structures that support ethical conduct. Their actions, decisions, and commitment to ongoing ethical development influence the overall ethical climate of the organization, fostering a culture where ethics is not just a set of rules but a core organizational value
2.6 Leadership and Employee Morality
The relationship between leadership and employee morality is a crucial component in fostering ethical behavior and decision-making within organizations. Leaders influence employee morality by shaping organizational values, promoting ethical standards, and guiding employees on how to make morally sound decisions. The actions, decisions, and overall behavior of leaders serve as important role models for employees, affecting their personal ethics and how they approach ethical dilemmas. This connection between leadership and employee morality is pivotal in creating a work environment where ethical behavior is not only encouraged but expected.
One of the primary ways in which leadership impacts employee morality is through role modeling ethical behavior. Leaders set the tone for ethical conduct by demonstrating integrity, fairness, and responsibility in their own actions. When leaders consistently act in ways that align with ethical values, they influence employees to adopt similar standards. Research by Brown and Treviño (2006) emphasizes the importance of ethical leadership in modeling moral behavior, asserting that leaders who exhibit ethical conduct are more likely to encourage ethical behavior among employees. Leaders who demonstrate transparency, fairness, and accountability in their decisions signal to employees that these values are expected within the organization. This, in turn, fosters a moral work environment where employees are more likely to follow suit and engage in ethical decision-making.
Ethical decision-making is another area where leadership plays a significant role in shaping employee morality. Leaders are responsible for creating an environment where employees feel comfortable making ethical decisions, even when these decisions may conflict with personal interests or organizational pressures. By providing ethical frameworks, supporting ethical decision-making processes, and promoting a culture of integrity, leaders can help employees navigate difficult moral dilemmas. According to Treviño, Brown, and Hartman (2003), leaders who actively engage with their teams on ethical issues, promote open discussions about ethical challenges, and encourage employees to consider the broader consequences of their actions are more likely to foster a morally conscious workforce. Employees who perceive their leaders as ethical role models are more likely to internalize these ethical standards and apply them in their decision-making processes.
Another significant way that leaders impact employee morality is by creating a safe and supportive environment for discussing ethical concerns. Employees are more likely to engage in ethical decision-making when they feel they can report unethical behavior or seek advice without fear of retaliation. Leaders play an essential role in ensuring that employees feel safe to voice their ethical concerns or dilemmas. Establishing clear reporting mechanisms, such as anonymous whistleblower channels or open-door policies, can help create an environment where ethical issues are addressed in a transparent and constructive manner. According to Mayer, Kuenzi, and Greenbaum (2010), leaders who foster an ethical culture by encouraging open communication and addressing concerns in a non-punitive manner contribute significantly to an environment where employee morality thrives. This openness creates a sense of trust within the organization, where employees feel confident that ethical concerns will be taken seriously and addressed appropriately.
Organizational justice also plays a significant role in linking leadership with employee morality. Organizational justice refers to employees’ perceptions of fairness in the workplace, including how resources, rewards, and decisions are distributed. Leaders who ensure fairness in their decision-making processes contribute to a moral organizational climate by reinforcing ethical principles such as equity, justice, and impartiality. Research by Colquitt et al. (2001) highlights that perceptions of fairness positively influence employees’ ethical behavior. When leaders demonstrate fairness in their decisions, employees are more likely to perceive the organization as morally sound, leading to increased trust, loyalty, and ethical behavior. On the other hand, when employees perceive leaders as unjust or biased, it can lead to a decline in morale and a decrease in ethical behavior. Therefore, ethical leadership that emphasizes fairness and justice is vital in promoting employee morality.
Leaders are also responsible for creating and enforcing ethical codes of conduct and organizational policies that guide employee behavior. These codes and policies serve as formalized ethical standards that employees can refer to when faced with moral dilemmas. Leaders are responsible for ensuring that these guidelines are not only in place but are also effectively communicated and integrated into the organization's daily operations. Ethical policies that are consistently reinforced by leadership help employees understand the moral expectations of the organization and make decisions that align with these standards. Treviño and Nelson (2017) argue that the presence of clear ethical codes and policies plays an essential role in fostering an ethical organizational culture. When leaders actively promote and enforce these codes, they provide a framework for employees to make ethically informed decisions and navigate morally complex situations.
Recognition and accountability are key components in shaping employee morality. Leaders have the power to reinforce ethical behavior by recognizing and rewarding employees who demonstrate strong moral principles in their work. Similarly, holding employees accountable for unethical actions ensures that there are consequences for violating ethical standards. Leaders who fail to recognize ethical behavior or who overlook unethical conduct risk sending mixed signals to employees about the importance of morality in the workplace. Brown, Treviño, and Harrison (2005) note that ethical leaders who use their power to reward ethical behavior and enforce ethical standards contribute significantly to the moral development of their employees. By aligning rewards and recognition with ethical conduct, leaders incentivize employees to act with integrity and prioritize ethical decision-making in their work.



CHAPTER THREE
METHODOLOGY
This chapter outlines the methods used to conduct the study titled “Assessing the Role of Leadership in Promoting Ethical Behaviour and Decision Making in an Organization.” The methodology was presented as shown under the listed sub headings.  
3.1 Instrument Used
3.2 Population of the Study
3.3 Sample and Sampling Techniques
3.4 Distribution and Collection of Data
3.5 Reliability of the Instrument
3.6 Validity of the Instrument
3.7 Method of Data Analysis

3.1 Instrument Used
The primary instrument used for this study was a structured questionnaire designed by the researcher. The questionnaire consisted of Likert scale closed-ended questions designed to capture respondents' views on the role of leadership in promoting ethical behaviour and decision-making within the organizations. The instrument was developed based on prior validated studies, particularly drawing from scales used by Brown and Treviño (2006) for ethical leadership, and Mayer et al. (2009) for ethical climate and decision-making.
3.2 Population of the Study
The target population for this study consisted of 250 employees and leaders (CEO managers and supervisors) from two organizations one from private and public sector each in Kwara   State, Nigeria. These organizations were selected because of their structured leadership systems and formal ethical policies, which made them suitable for evaluating the relationship between leadership and ethical conduct.
3.3 Sample and Sampling Techniques
From the total population of 250, a sample size of 150 respondents was selected using the stratified random sampling technique. The population was divided into two strata: managerial staff (50) and non-managerial staff (200). A proportionate sample was drawn from each stratum—30 managerial staff and 120 non-managerial staff—to ensure balanced representation. Stratified sampling was chosen for its ability to provide greater precision and reduce sampling bias (Creswell, 2014).
3.4 Distribution and Collection of Data
A total of 150 questionnaires were distributed by the researcher personally to the participants in their respective organisations. All   150 distributed questionnaires, were returned, and   found valid and used for the final analysis, resulting in an effective response rate of 100.%. Respondents were given two weeks to complete the questionnaire, and follow-up reminders were sent after one week to improve the return rate.
3.5 Reliability
To determine the reliability of the instrument, a pilot study was conducted using 20 employees from a similar organization not included in the final sample. Using Cronbach’s Alpha, the internal consistency of the questionnaire was calculated to be 0.84, which exceeds the minimum threshold of 0.70 suggested by Nunnally and Bernstein (1994). This high reliability coefficient indicates that the instrument is consistent and dependable for measuring the variables in the study.
3.6 Validity
The content validity of the instrument was established through expert review in organizational behaviour and business ethics. Their feedback helped refine several ambiguous questions. Face validity was also confirmed by conducting a trial run of the questionnaire with a small group of respondents to ensure clarity and appropriateness. Additionally, the constructs measured in the study were aligned with those used in previous validated research tools (Brown & Treviño, 2006; Mayer et al., 2009), thus supporting construct validity.
3.7 Method of Data Analysis
Descriptive statistics such as frequency, and percentages were used to summarize respondents’ view and general trends to determine the relationship between leadership and ethical behaviour and decision-making. These techniques were selected to provide both a general overview and an in-depth understanding of the data (Field, 2013).


		CHAPTER FOUR
DATA ANALYSIS
4.1 Introduction
This chapter presents the analysis and presentation of data collected from the respondents regarding the role of leadership in promoting ethical behavior and decision-making within an organization. The primary objective of this research is to assess how leadership practices influence on the ethical decisions made within organizations and how these practices can be enhanced to promote ethical behavior. 
4.2 Results
Table 4.1: Leadership influence ethical behavior in your organization
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	58
	38.7

	Agree
	55
	36.7

	Disagree
	20
	13.3

	Strongly Disagree
	17
	11.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.1 above showed that 58(38.7%) respondents strongly agreed and 55(36.7%) respondents agreed that leadership influences ethical behavior in their organization, while 20(13.3%) disagreed and 17(11.3%) strongly disagreed to the statement respectively.
Table 4.2: Leaders act as ethical role models
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	40.0

	Agree
	50
	33.3

	Disagree
	23
	15.3

	Strongly Disagree
	17
	11.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.2 above showed that 60(40.0%) respondents strongly agreed and 50(33.3%) respondents agreed that leaders act as ethical role models, while 23(15.3%) disagreed and 17(11.3%) strongly disagreed respectively.



Table 4.3: Ethical policies are clearly communicated by leaders
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	52
	34.7

	Agree
	61
	40.7

	Disagree
	22
	14.7

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.3 above showed that 52(34.7%) respondents strongly agreed and 61(40.7%) agreed that ethical policies are clearly communicated by leaders, while 22(14.7%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.4: Leaders enforce disciplinary actions for unethical behavior
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	36.7

	Agree
	57
	38.0

	Disagree
	23
	15.3

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.4 above showed that 55(36.7%) respondents strongly agreed and 57(38.0%) respondents agreed that leaders enforce disciplinary actions for unethical behavior, while 23(15.3%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.5: Decisions are made based on ethical standards
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	51
	34.0

	Agree
	59
	39.3

	Disagree
	25
	16.7

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.5 above showed that 51(34.0%) respondents strongly agreed and 59(39.3%) respondents agreed that decisions are made based on ethical standards, while 25(16.7%) disagreed and 15(10.0%) strongly disagreed respectively.



Table 4.6: Leadership affect employees' ethical choices
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	59
	39.3

	Agree
	56
	37.3

	Disagree
	21
	14.0

	Strongly Disagree
	14
	9.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025	
Table 4.6 above showed that 59(39.3%) respondents strongly agreed and 56(37.3%) respondents agreed that leadership affects employees' ethical choices, while 21(14.0%) disagreed and 14(9.3%) strongly disagreed respectively.


Table 4.7: Leaders are transparent in their decision-making process
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	48
	32.0

	Agree
	62
	41.3

	Disagree
	25
	16.7

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.7 above showed that 48(32.0%) respondents strongly agreed and 62(41.3%) agreed that leaders are transparent in their decision-making process, while 25(16.7%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.8: Leaders encourage ethical discussions
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	33.3

	Agree
	60
	40.0

	Disagree
	24
	16.0

	Strongly Disagree
	16
	10.7

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.8 above showed that 50(33.3%) respondents strongly agreed and 60(40.0%) agreed that leaders encourage ethical discussions, while 24(16.0%) disagreed and 16(10.7%) strongly disagreed respectively.


Table 4.9: There is a reward system for ethical behavior
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	47
	31.3

	Agree
	58
	38.7

	Disagree
	28
	18.7

	Strongly Disagree
	17
	11.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.9 above showed that 47(31.3%) respondents strongly agreed and 58(38.7%) agreed that there is a reward system for ethical behavior, while 28(18.7%) disagreed and 17(11.3%) strongly disagreed respectively.


Table 4.10: Leaders provide ethical training
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	46
	30.7

	Agree
	61
	40.7

	Disagree
	27
	18.0

	Strongly Disagree
	16
	10.7

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.10 above showed that 46(30.7%) respondents strongly agreed and 61(40.7%) respondents agreed that leaders provide ethical training, while 27(18.0%) disagreed and 16(10.7%) strongly disagreed respectively.


Table 4.11: Employees feel safe reporting unethical conduct
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	49
	32.7

	Agree
	57
	38.0

	Disagree
	26
	17.3

	Strongly Disagree
	18
	12.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.11 above showed that 49(32.7%) respondents strongly agreed and 57(38.0%) agreed that employees feel safe reporting unethical conduct, while 26(17.3%) disagreed and 18(12.0%) strongly disagreed respectively.


Table 4.12: Leaders are held accountable for unethical actions
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	52
	34.7

	Agree
	59
	39.3

	Disagree
	23
	15.3

	Strongly Disagree
	16
	10.7

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.12 above showed that 52(34.7%) respondents strongly agreed and 59(39.3%) agreed that leaders are held accountable for unethical actions, while 23(15.3%) disagreed and 16(10.7%) strongly disagreed respectively.


Table 4.13: Leaders consider stakeholders in decisions
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	33.3

	Agree
	60
	40.0

	Disagree
	25
	16.7

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.13 above showed that 50(33.3%) respondents strongly agreed and 60(40.0%) agreed that leaders consider stakeholders in decisions, while 25(16.7%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.14: Ethical behavior linked to performance evaluations
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	45
	30.0

	Agree
	63
	42.0

	Disagree
	27
	18.0

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.14 above showed that 45(30.0%) respondents strongly agreed and 63(42.0%) agreed that ethical behavior is linked to performance evaluations, while 27(18.0%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.15: Leaders consult teams before making ethical decisions
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	48
	32.0

	Agree
	59
	39.3

	Disagree
	28
	18.7

	Strongly Disagree
	15
	10.0

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.15 above showed that 48(32.0%) respondents strongly agreed and 59(39.3%) agreed that leaders consult teams before making ethical decisions, while 28(18.7%) disagreed and 15(10.0%) strongly disagreed respectively.


Table 4.16: Leaders support ethical decision-making in difficult situations
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	53
	35.3

	Agree
	58
	38.7

	Disagree
	25
	16.7

	Strongly Disagree
	14
	9.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.16 above showed that 53(35.3%) respondents strongly agreed and 58(38.7%) agreed that leaders support ethical decision-making in difficult situations, while 25(16.7%) disagreed and 14(9.3%) strongly disagreed respectively.


Table 4.17: Leaders provide guidance on ethical dilemmas
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	33.3

	Agree
	62
	41.3

	Disagree
	22
	14.7

	Strongly Disagree
	16
	10.7

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.17 above showed that 50(33.3%) respondents strongly agreed and 62(41.3%) agreed that leaders provide guidance on ethical dilemmas, while 22(14.7%) disagreed and 16(10.7%) strongly disagreed respectively.


Table 4.18: Employees are encouraged to report unethical practices
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	54
	36.0

	Agree
	58
	38.7

	Disagree
	24
	16.0

	Strongly Disagree
	14
	9.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.18 above showed that 54(36.0%) respondents strongly agreed and 58(38.7%) agreed that employees are encouraged to report unethical practices, while 24(16.0%) disagreed and 14(9.3%) strongly disagreed respectively.


Table 4.19: Leaders make ethical decision-making a priority
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	36.7

	Agree
	60
	40.0

	Disagree
	21
	14.0

	Strongly Disagree
	14
	9.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.19 above showed that 55(36.7%) respondents strongly agreed and 60(40.0%) agreed that leaders make ethical decision-making a priority, while 21(14.0%) disagreed and 14(9.3%) strongly disagreed respectively.

Table 4.20: There are clear consequences for unethical behavior in the organization
	Response
	No. of Respondents
	Percentage (%)

	Strongly Agree
	58
	38.7

	Agree
	56
	37.3

	Disagree
	22
	14.7

	Strongly Disagree
	14
	9.3

	Total
	150
	100


Source: Researcher's Fieldwork, 2025
Table 4.20 above showed that 58(38.7%) respondents strongly agreed and 56(37.3%) agreed that there are clear consequences for unethical behavior in the organization, while 22(14.7%) disagreed and 14(9.3%) strongly disagreed respectively.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
This research explored the role of leadership in promoting ethical behavior and decision-making in organizations. The study aimed to assess the ways in which leadership influences ethical decision-making processes and to understand how effective leadership can create an ethical work environment. A survey was conducted among employees, and the results were analyzed to determine the impact of leadership practices on ethical behavior.
The research found that leadership plays a significant role in fostering ethical behavior within organizations. The majority of respondents agreed that ethical decision-making is crucial and that leaders influence the ethical climate by setting examples, providing clear guidance, and reinforcing ethical standards. The study also identified that transparency, ethical training, and accountability are key components of effective leadership that help in promoting ethical behavior. Furthermore, it was found that employees feel more empowered to report unethical conduct when leaders are transparent and hold themselves accountable for ethical decisions.
The study indicated that leadership's emphasis on ethical behavior influences not only individual decision-making but also the overall organizational culture. Leaders who actively encourage ethical discussions and create platforms for employees to voice concerns about ethics contribute to a positive organizational culture where ethical behavior is valued and rewarded.

5.2 Conclusion
In conclusion, the findings from this research confirm the pivotal role of leadership in promoting ethical behavior and decision-making within an organization. It is clear that leadership practices directly impact the ethical standards within an organization. Ethical leadership is instrumental in creating a culture where ethical behavior is not just encouraged but is also embedded within the core values of the organization.
The research shows that ethical decision-making is not just a top-down directive but also involves the active participation of employees who are guided by the ethical principles set by their leaders. Leaders who model ethical behavior and encourage ethical discussions help in cultivating an environment that prioritizes integrity, transparency, and accountability. The ability of leaders to influence employees' ethical choices plays a crucial role in preventing unethical behavior and promoting fairness and justice in organizational processes.
Therefore, leadership is an essential factor in ensuring that ethical behavior is consistently demonstrated in organizational decision-making processes, and the quality of decisions made has long-term implications for the organization's success and reputation.
5.3 Recommendations
Based on the findings of this study, the following recommendations are made to enhance the role of leadership in promoting ethical behavior and decision-making within organizations:
1. Organizations should invest in leadership training programs focused on ethical decision-making. Training should emphasize the importance of integrity, transparency, and accountability in leadership practices. Leaders should be equipped with the necessary tools and knowledge to navigate ethical dilemmas and foster an ethical organizational culture.
2. Organizations should establish clear ethical guidelines and policies that all employees must follow. These policies should be communicated effectively by leadership and reinforced through regular training sessions. Leaders should ensure that ethical standards are integrated into organizational goals and decision-making processes.
3. Leaders should create an environment where transparency is prioritized, and open communication is encouraged. Employees should feel comfortable reporting unethical behavior without fear of retaliation. Establishing whistleblower policies and confidential reporting channels is crucial in this regard.
4. Leaders should hold themselves and their teams accountable for unethical behavior. Clear consequences should be in place for employees who violate ethical standards. Consistent enforcement of these consequences ensures that ethical standards are maintained at all levels of the organization.
5. Leaders should encourage open discussions about ethics within the organization. Regular meetings or workshops focused on ethical challenges and decision-making will help employees feel engaged in the process and reinforce the importance of maintaining ethical standards.
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QUESTIONNAIRE
1. Leadership influences ethical behavior in your organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
2. Leaders act as ethical role models in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
3. Ethical policies are clearly communicated by leaders in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
4. Leaders enforce disciplinary actions for unethical behavior within our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
5. Decisions in our organization are consistently made based on ethical standards. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
6. Leadership significantly affects employees' ethical choices in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
7. Leaders are transparent in their decision-making process within our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
8. Leaders encourage ethical discussions among employees in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
9. There is a clear reward system in place for ethical behavior in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
10. Leaders provide adequate ethical training to employees in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Employees feel safe reporting unethical conduct in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
12. Leaders are held accountable for their unethical actions in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
13. Leaders consider the interests of all stakeholders when making decisions. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
14. Ethical behavior is linked to performance evaluations in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
15. Leaders consult with teams before making ethical decisions. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
16. Leaders support ethical decision-making in difficult situations. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
17. Leaders provide clear guidance on ethical dilemmas. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
18. Employees are encouraged to report unethical practices without fear of reprisal. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
19. Leaders make ethical decision-making a priority in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
20. There are clear consequences for unethical behavior in our organization. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
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