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Chapter 3: Literature Review and Theoretical Framework

3.1 Introduction
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Thus chapter highlights the gaps in literature that this research mtends to fill.

It presents key concepts, a general review of previous studies, the main streams of
literature, a definition of constructs used for the study, and notable findings in the

field. The chapter ends by outlining theoretical framework, study hypotheses and the

theories utilized in developing them

3.1 Leadership and Ethical Leadership

Leadership essentially entails managing and influencing teams, groups,

departments, organizations, and countries (Antonakis & House, 2014; Hiller,

DeChurch Murase, & Doty. 2011). Morec
positively er negatively influence people’
& Awolio, 2013). For these reasoms,
understanding the nature of leadership

Magomaeva, & Den Hartog, 2012). Shn
“leadership is a nmlti-faceted and comple
(2013a, p. 49) defined it as “a skill or ab
relationship between leader and follower™,
was generated in August 1994 by rese
Leadership and Organizational Beha
conference. The definition is a reflect
viewpoints, and states that leadership 1s
motivate, and enable others to contribute t

42
considerably across cultures (Den Hartog et al., 1999; Dicksen. Den Hartoz, &

Mitchelson. 2003: Gerstner & Day. 1994). A study by Resick et al. (2011) involving

both Eastern and Western insights, ing that when
it comes to ethical leadership there is a convergence of leaders’ character between
Eastern and Western societies. This ethical leadership construct closely aligns with
the findings of Trevifio et al (2003). and Brown et al (2005). where ethical
leadership is the same across cultures. Moreover, the themes of ethical leadership
outlined by Resick et al. (2011) are represented in a 10-item scale for measuring
ethical leadership proposed by Brown et al. (2005). and are utilized in the cusrent

study.

Voice behavior is the 3 of ideas,

concems. or opinions about work-related issues with the intent to improve

organizational or uait fanctioning (Morrison, Wheeler-Smith, & Kamdar, 2011).

Scholars in the field of human have that
voice behavior aims to emsich cmpl werk and
by creating for the emp i) in the process

of decision making in organizational and worl-related affairs (Boxall & Purcell.
2011: Harley, 2014). Further, Aryee and his colleagues (2017) suggested that

organizations need to support voice behavior if they want to preserve sustainable

Thus. voice behavior covers various aspects, such as policies and procedures,

working conditions, work methods, and compensation Tt can also operate through

various channels. including individual or collective. formal or informal. and direct or

A83al) Dl AgLud) lad Hally 48 615 A Hall (o il HUaY) Z3al) (a j23 ¢ jall 130 4
aladl (10) o sliall o yell dangia aladiuly (g pkaill JUaY) Cile gim g Gt A Bald)
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| Table 1: Most Common Leadership Theories (Continued)]|

Theory Reference
18. Servant leadership Raes. Kyndt, Decuyper, Van den Bossche, and
Dochy (2015)

19 Skills/trait appt

20. Transformation

Researchers b
& Baker. 2018). For
proposed a 17-lead
suggested a two-sect:
an eight-section clas

extensive classificatic

Clearly., Avol
their classification, le
newer leadership th
research up to the la
research from the 19

related to moral vah
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organizations of which they are members™ (House, Javidan Haneses & Dorfman ...

2002, p. 5).

Starting from the early part of the twentieth ce

to develop leadership theories (Awvolio. Reichard. I

2009). Table 1 shows the most commeon leadership the

Table 1: Most Common Ieadershi

Theory Refi
1. Affiliated leadership Cummings T and Cunu
2. Authentic leadership Carasco-Sanl, Kim W_:
3. Charismatic leadership | Claske (2013); WVn
VanFossen (2010)
4. Direct/indirect Gilley et al. (2010)
leadership
5. Distributed leadership | D'Annunzio-Green and
6. Emotional intelligence | Collins (2012); Djibc
(2010); Drodge and 1
and Tumbull (2013a.
Kim and Shim (2003);
Herd (2012); Sofo. Yeo
7. Entrepreneurial Carden and Callahan (2
leadership
8. Ethical leadership Carden and Callahan
Edwards (2005)
9. Five domains Harland (2003)
10. Leadership style Blakeley and Higgs (20
11. Leadership transition | Ma Rhea (2013)
12. Leader-member Byrd (2007); Noelliste |
exchange theory
13. Participative theory McWhorter, Lynham a
14. Path-goal theory Brown, McCracken. an
15. Relational goal theory | Kim and Shim (2003);
Hutt (2013)
16. Team leadership Callahan and Rosser (2
17. Situational leadership | Ayiro (2009); Bolsto
Cottledze. and Lonneg
Allcorn (2009); Mensc
Parry and Sinha (2005)

321 Conceptualizing Ethical Leadership k 34
Fthical lead & Roberts, 2013; Ofori, 2009; Piccolo et al.. 2010; Sharif & Scandura, 2014; Tu &
- T - 7 -
partculrty throvgh Lu, 2016; Walumbwa et al., 2011; Walumbwa & Schavbroeck. 2009).
(1977). became a si Table 2: Outcomes of Ethical I eadership
provided a complet Employee-Level Outcomes Group and Organizational-Level
Cutcomes
Behavior s a contt 1. Ethical behavior (Avey, Palanski, & | 1. Firm level OCB (Mayer et al.
3 behavionl d Walumbwa, 2011; Lu & Lin, 2014) 2009)
- 2. Reduction in bullying (Stouten et al. | 2. Normative organizational
ot 1l 2010) C i (Neubert et al.. 2013).

Luthans, 1980). Ag
ofhers” actions an
reinforcing, of infor
tries to develop a1
guide to understand
modeling or vicaric
(Bandura, 1978). In
observation or direc
takes place when &

behavior in his or he

|Manysmdie

3. Extra-role performance (Tu & Lu.
2016)

3. Organizational fairness (Pucic,
2015)

4. Employee  musconduct  (Maver.
Kuenzi, & Greent 2010)

4. Inter-organizational conflict (Mo,
Booth, & Wang. 2012)

5. Twnover intention (Demirtas &
Alkdogan, 2013)

5. Distribute justice (Xu. Loi, & Ngo.,
2016)

6. Booking questionable journal entry
(Arel, Beaudoin, & Cianci. 2012)

6. Top management team
effectiveness (Rubin. Dierdorff &
Brown. 2010)

7. Job search behaviors (Palanski
Avey. & Jiraporn, 2014)

7. Leader-member exchange (Gu.
Tang, & Jiang, 2015)

8. Counterproductive  behavior (Den
Hartog & Belschak, 2012)

8. Leader promotability (Rubin et al
2010)

9. Promotability (Kacmar, Andrews.
Harris, & Tepper. 2013)

9. Unit unethical behavior (Mayer et
al, 2012)

10. Personal initiative (Ruiz P, Buniz C,
& Martinez. 2011)

10. Intemal social capital (Pastoriza &
Asifio, 2013)

11. Voice behavior (Walumbwa &
Schanut k, 2009)

11. Unit relationship conflict (Mayer
etal, 2012)

12 Employee  well-being at work
(Chughtai, Byrne, & Flood, 2015)

12 Financial  performance
Sung, Choi. & Kim, 2015)

(Shin.

|mim and emotio
|(Bandm., 1969; B:

(1969) indicated. 1

13. Job satisfaction (Awvey. Wemsing.
& Palanski, 2012; Sharif &
Scandura, 2014)

13. Corporate  social  responsibility
(Wu, Kwan, Yim Chiu, & He,
2015).

14 Inrole  job
(Bouckencoghe et al_ 2014)

15. Emotional exhaustion (Gu et al.
2015)

14 Firm performance (Eisenbeiss,
Van Knippenberz. & Fahrbach
2015)
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organizational success. OCB is positively linked with organizational effectiveness
measures; thus, it is essential to explore these behaviors in the hospitality and

tourism industry.

3.6 Summary and Gaps in the Literature

The third chapter of this study provided a review of literature conceming the

four constructs, namely ethical leadership. employee voice, cultural similarity, and

54
employee performance. Further, it arficulated the relationship between ethical
leadership and employee performance with the mediating effect of employee voice.

Recent studies have concentrated on understanding the mechanism through
which ethical leadership affects high-performance outcomes (Byun et al, 2018).
However, Yang and Wei (2017) argued that the relation between ethical leadership
and task performance requires more scholarly attenfion wiule Park et al. (2015):
Zoghbi-Manrique-de-Lara and Viera-Ammas (2019) claimed that the mechanism
underlying the relation between ethical leadership and OCB has yet to be fully
studied. In addition Testa (2007) reported that cultural similarity increases the
effectiveness of the commmumication process and improves the leader—follower
relationship. Accordingly. it has been assumed that cultural similarity impacts ethical
leadership and employee voice. The identified gaps presented by various researchers
are explored in the current study.

*
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employee performance. Further, it articulated the relationship between ethical
leadership and employee performance with the mediating effect of employee voice. \
Recent s1 5 Al Al) glgad gy dua 8l Sl sl (e Al Al zdgall alall JSAN) AE5 .
55

eader s favor by meeting s or her expectations (Brown & Trevifio, 2006; Brown et . . .
. 2005). Employees who experience a positive relation with their direct manager o ML""‘JM (_53 MJJM‘ d“ﬂ[’ (h.-’“"s“s &m‘J M‘) M‘Jﬁ‘ Q‘Jzﬂ.:lﬁ

ght reciprocate with better performance as a way to retum this favor to Ihenl

pervisor. The following two hypotheses are thus proposed to capture ﬂuxl GJJMM u%‘ﬂ °

which ethical le

leader and employees strengthens the relationship between ethical leadership and

However, Yang

employee voice because of enhanced understanding and connection between the

and task g leader and the follower due to cultural similarity. Employee voice, in turn, eventually

Zoghbi-Manriqu enhances employee performance. The suggested framework will be tested using a “ flw w - .
underlying the 1 quantitative method. 4-93%\;‘ °'“T"‘M(Independent . ) (M‘) M‘ *
crudied. Tn addi sis01.Et|:icalleadershiphasasigni.ﬁcmtposiriveeﬂ‘:c‘tonemplayeein—l . R . ..

samone. il sal) ¢13l(Dependent : ) (&Lll) sdall o

effectiveness of

relationship. Ace HOl — spotesis (2. Etical Leadership bas a sigificant positve effect on enployee| &.ﬁs}nﬂ gﬁw\‘ﬂ { 3\(Mediating :)h,yuul\ '... 1 .

- hjp i | 03 Employee Voice f0s Performance
aders ) i (Task Performanca) ER - - N
E . o & l L : ! - S
are explored in tl Etnical Culrral = - 7.2 Ethical Leadership and Employee Voice MM‘ A-" M Od € ratl n g d ‘ . ‘ *
Leadership Similarity = — _
xtra-Role - - .o ) & . - P - 3 - e & TR . as
3.7 Theoretical . 2 Speskizg Pesformance Through role modeling, employess observe their leader’s behavior and leam Odl,.\ﬂ-“ O 483l ul,u‘g @)‘A‘g‘ Odgﬂ‘ 4,3‘)&.&\ A.IAL.\J‘ Gl Al MJJ .
Hi4 oCcB
sk requirements, appropriate behavior, and expected performance (Browm et al. - - . s o £
This =sect HO2 e ) X 2 - ‘ ih"ib' N i !' ! N 2
003; Walumbwa & Schanbroeck, 2009). Accordingly, employees are encouraged to * M‘Jﬁ‘ ‘F“‘i’)‘e h:l)l‘ &A Mew‘ uLM‘Jﬁl—) ‘9‘9 . ‘ ;‘4“’ @)AY‘
dev t TS
relopment e Figure 1: Research Conceptual Framework eak o their leader when they notice inappropriate behavior that contradicts what F H 1 - p/ ‘ d-dw a.«.u\ K] :\ 3 ¥ : 4—\;’. A L\S\ l i .
and his colleagu ) ) ) Igure - ) G‘JJ J G | 9 ﬁ“" (553 O =g
S _ 3.7.1 Ethical Leadership and Employee Performance have leamed. For instace, previons stodies have revealed that employees
o | il o gt e it o il o (i o, Al Ally Auald) agu) sy 20 (Research Conceptual Framework
positive behavia SLT and SET are the theoretical bases used to understand the relationship o _
012; Walvmbwa & Schaubroeck. 2009); this is similar to speaking up or voice " . . v . " -
and SET to deny  between cthical leadership and cnployee performance, and the medisting effectof  fo L0 Al yall (a9 08 mgmjatwtgﬁaumd\&mywugﬁ

f Ti employee voice. According to Brown et al. (2005), SLT indicates that ethical leaders

Voice behavior is shown when ethical leaders encourage employees to J“Aﬂ‘ Y dm‘ d# ‘-AQ ‘é‘“ uﬂ‘ QM\ M a—ﬁu &Jd-‘

spress their suggestions and thoughts for development and courageously report

enc e t( act as instructors who teach employees how best to serve their organization. The
leader does this through his or her own acticns and reactions, reinforcing employees

to follow his or her steps and improving their performance through a reward-and-
punishment system On the other hand, SET proposes that ethical leaders show

the employee lea
1ate or immoral behavior. In addition, since ethical leaders create a climate

o e, s e . gk o o s www.midocean.ae /

pything because they share the same principles, which are taught by the same

through voice T

TE— integrity, fatrness, and care, while employees, in tum, might feel obliged to retum the
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