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Abstract

The study is conducted with an aim to assess the impacts of leader ethical role
modeling and leader safety role modeling on the morally courageous behavior
among employees. The study has also checked the mediation of moral emo-
tions, including moral sympathy, moral contempt and moral anger and disgust
in between the relationship of leader ethical role modeling and morally coura-
geous behavior among employees, and also between the relationship of leader
safety role modeling and morally courageous behavior among employees.
Quantitative data is collected from 364 employees, supervisors that are working
together at the workplace and have high interaction and social exchange rela-
tionships. Data analysis by applying SPSS and Amos has revealed significant
and positive impact of leader safety role modeling on the morally courageous
behavior among employees, whereas the impact of leader ethical role modeling
is found to be insignificant. The mediation of moral sympathy, moral contempt
and moral anger and disgust in the relationship between leader ethical role
modeling and morally courageous behavior, and also between the relationship
of leader safety role modeling and morally courageous behavior is found to be
significant and positive. The research has expanded the literature by considering
moral emotions for developing the morally courageous behavior in the em-
ployees and to maximize the organizational outcomes as well.

Keywords

Hindrance, Moral Emotions, Leader Role Modeling, Morally Courageous
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1. Introduction

A morally courageous behavior among employees is very important as they help
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to create hindrances in the creating the misconducts in the organizations thus
affecting the performance and stakeholders connected with the organization. In
recent years to tackle the organizational misconducts has been very widely stu-
died by scholars to know about the strategies to deal with the issues or problem
(Ogunfowora, 2014). As the moral emotions of the employees working in an or-
ganization are a source of hindrance in the workplace as mostly the people who
are going through any kind of moral emotional forms such as anger, sympathy,
contempt, and disgust are more likely to exhibit the morally courageous beha-
vior (Koerner, 2014) explaining the courageous behavior in terms that the or-
ganization shapes the employee’s identities by providing them with the healthy
and creative environment to work on. Before that, workplace courage helps to
shape the courageous identities of the individuals. Courageous acts in the or-
ganization can help to change people behaviors and attitude relating to unethical
acts or conducts. Courage involves saving the interest of the people in a
workplace by taking the risks of showing courageous behavior. As the organiza-
tion is the entity that had to live the life of survival due to high competition in the
market and for its efforts to survive is largely dependent upon how the employee’s
performance. Moreover, some persons get motivation from the workplace to build
their characters and in response show different behaviours (Hulin, 2002). The
effective performance and the behaviours of the employees are largely dependent
upon the positive supervisory behaviours, which means that that the leader or
supervisors behaviour cast a positive impact on the person personality and his
behaviour (Liu, Liao, & Loi, 2012). In an organization, moral emotions are very
important for working as according to (Scott, 2001) moral emotions are the
emotions that shape the person action but play an important part in moral
judgement. Moral emotions are triggered in an employee while working in the
organization when he perceives to be left out. The employee itself perceives that
a certain action or event in an organization is undermining his or her interests.
Therefore, to deal with the moral emotions of employees in an organization is a
hot topic. There are certain forms of moral emotions that are evoked in an em-
ployee because of certain situations. These emotions can be related to various
work-related experiences as the employee had been encountered with the bad
behaviour, no timely payment of the salary or on the other side the helping be-
haviour can trigger the moral emotions. Whereas the former behaviours from
the organization’s side or supervisor side can evoke Anger and contempt, on the
other hand later work-related experiences can promote the behaviour of grati-
tude, admiration etc. (De Jong, Clinton, Rigotti, & Bernhard-Oettel, 2012).
However, the emotion can be positive and negative as most of the employees
who came across negative situations or work-related experience show negative
moral emotions. Based on these moral emotions the behaviour is also affected by
the employees as they show the destructive behaviour that affects the organiza-
tion performance ultimately. The destructive behaviours are bullying, bad beha-
viour from the supervisor or leader side named as deviant behaviours that are

seen in the whole world. As the factors which lead towards deviance are eco-
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nomic stress, less job pleasure, discrimination, working issue & workers view
(Nasir & Bashir, 2012). To develop a morally courageous behaviour among the
employees to raise their voices against the moral emotions that they face in the
organization because of the work experiences of both types positive and nega-
tive. The ethical role of the leader or a supervisor is needed in this regard so that
the employees may not indulge in negative behaviours thus affecting the organi-
zation’s performance. As ethical leadership is the type of leadership “the demon-
stration of normatively appropriate conduct through personal actions and in-
terpersonal relationships, and the promotion of such conduct to followers
through two-way communication, reinforcement, and decision-making” (Brown
et al., 2005: p. 120). In other terms, the leader in an organization who acts as a
role modeller must present his ethical role in dealing with the employees so that
employee may be able to exhibit morally courageous behaviour in which they
have to be prepared for everything or situation to deal with. Because engaging in
courageous behaviour can lead to threats and risks. However, many studies have
been conducted in the past to study how the leader help to develop morally cou-
rageous behaviour among employees as it is considered a challenge for the lead-
ers. A study by (Ogunfowora, Maerz, & Varty, 2021), studied how leaders foster
morally courageous behaviour in the employees through their ethical role model
containing some limitation only studying the ethical leader role. Moreover, other
aspects related to the leaders can also be explored in creating moral courage be-
haviour. On the other hand, a study by (Harvey et al., 2016) relating to justifying
the deviant behaviour among employees through moral emotions and attribu-
tion had also provided the gap of leader’s ethical role in minimising the moral
emotions that are on the side of the organization mostly anger, contempt, dis-
gust etc. In another study moral emotions were categorized into negative and
positive moral emotions in which negative moral emotions of the employees are
towards the organization in which organization where violates the standards and
obligations. Whereas positive emotions are depicted by the employees if they
experience good behaviour ethical conduct from the side of the organization.
However, the positive moral emotion can be towards the other employees who
have been harmed from the negative moral emotions by the organizations (Ford
et al., 2017). Another study relating to moral emotions and ethics in an organi-
zation studied or explained the importance of ethics and moral emotions and
what role is played by these emotions in an organization regarding the special
issue. Thus, the study had provided insights into moral emotions and ethics but
neglected the leader role modelling (Gabriel, Lindebaum, & Geddes, 2016).
Another study by (Syed et al., 2019) studied the negative role of a leader and its
effect on moral emotions and bullying behaviour among employees. The study
explained what the effect on employee behaviour is if the leader is, morally cor-
rupt So based upon the gaps defined in the previous studies the present study is
going to explain how the hindrances of moral emotions can be controlled
through the leader role modelling thus developing morally courageous beha-

viour among employees. As in the previous studies, the positive and the negative
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moral emotions are categorized and their effect on the employee’s behaviour is
discussed but, in this study, considering the leader role model in creating coura-
geous behaviour thus by considering how the moral emotions together with the
leader role encourage the employees to exhibit courageous behaviour against the
negative emotions.

The research paper consists of an introduction and the literature review sec-
tion which have been reviewed for the developed theoretical model and hypo-
thesis development which are tested by collecting data by following the specific
research methodology for measuring the impact or influence of the variables
by applying data analysis techniques. After that, the results are discussed in
detail and based on the results limitation and future direction are also pre-
sented in the last that are to be considered by the prospective researchers in

the future.

2. Literature Review
2.1. Theoretical Background

Social learning theory provides the theoretical background to the study as it was
introduced by (Bandura, 1997). The study of creating or fostering morally cou-
rageous behaviour is supported by this theory as a person or individual learns
from the behaviour of the idles who they admire and follow and, on that basis,
they act based on the behaviours. Social learning is the process of learning
through the role models without taking the risk of the direct learning that may
lead towards the various issues or problems. The process is related to the work
and observes the behaviour of the role model and then stores it in your memory
and then after storing performing the learned behaviour in a different setting by
drawing courage and motivation. The leader role model in an organization is
very important as it is the central influential figure of the organization whose
behaviours are explicitly seen or observed by the employees. These leaders are
copied by their followers or employees because the behaviour performed by
them is perceived as very credible. The interactions among the leader or em-
ployees are ample because the leader sets the standards, monitors the perfor-
mance, and provide feedback on the works performance and the behaviour
modelling (Ogunfowora, 2014). Based on the above theory or learning process it
is likely to observe that the leaders tend to foster the behaviour among the em-
ployees. Based on this theoretical ground the leader’s role modelling help to
create morally courageous behaviour. By examining the mediating role of the
moral emotions such as sympathy, anger, contempt, disgust between the leader
role modelling and morally courageous behaviour and leader safety role model-

ling, respectively.

2.1.1. Hypothesis Development
1) Leader Ethical Role Modelling (LERM) and Morally Courageous Beha-
viour (MCB)

A leader in an organization helps to create a good organizational life so, ethi-
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cal leadership is very efficient in dealing with deviant behaviour According to
Social Learning Theory (Bandura, 1997), a leader affects subordinates as he is a
role model that moderates the attitudes of the behaviours of people through be-
having ethically and the subordinates follow him by learning and observing as
(Bandura, 1997), had also explained that the followers try to copy the conduct of
their leaders they tend to learn from their leaders as they act as a model for them
to be followed so they must be exchanged in the ethical conducts, as a leader
they are used to get the others punished and rewarded based on their unethical
behaviours. The leader role is under the leadership theories the person adopts in
the organization such as transformational, leadership, servant, ethical, leader-
ship. All these theories have a different impact on the follower’s perception of
exhibiting the behaviour Role modelling of the leaders depends upon how the
followers or leaders interact at the workplace. The leader serves as a role model
in the organization by presenting examples of persistence, optimism, hope and
integrity (Brown et al., 2005). Moreover, the leader’s role in developing coura-
geous behaviour had been thoroughly explained by the social learning theory. A
moral courage individual is a person who takes risk for the rights of the people
around. As the behaviour is exhibited by the employees to raise voice and stand
against the whistleblowing issues, unethical and illegal misconducts by the or-
ganization (Detert & Bruno, 2017). Various studies have been conducted in
which the leader’s role modelling had been studied in detail to create the specific
behaviours among employees as a study by (Ogunfowora, Maerz, & Varty, 2021)
to create morally courageous behaviour among employees studies the ethical
role of leader in fostering courageous behaviour. Because the employees perceive
or follow the role model as an example and thus replicate the behaviours per-
formed by the leader therefore in their work considering it credible. As this
study explains that the leader ethical role modelling positively fosters moral
courageous behaviour (MCB). However, many studies have also been conducted
to study the role of ethical leadership in making employees to least likely to en-
gage in the destructive behaviours for the organization which means the ethical
role of leadership in terms that if they behave ethically will lead the employees to
least likely be engaged in the deviant behaviours (Yasir & Rasli, 2018). So based
upon the above literature review and the studies gone through the proposed hy-
pothesis is as follow

H1: Leader ethical role modelling is significantly related to morally cou-
rageous behaviour among employees.

2) Leader Safety Role Modelling (LSRM) and Morally Courageous Beha-
viour (MCB)

Workplace courage is different from morally courageous behaviour among
employees at the workplace as workplace courage is the risky behaviour that is
the behaviour not to deal with moral causes in the workplace. The workplace
courage involves no interest of the employees just in that case if the employee
goes against the supervisory decision of the leader and challenges him openly by
staking his relationship with the figure, therefore (Detert & Bruno, 2017). The
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key role of the leadership regarding the safety modelling is very much concerned
as this is related with the concern that how the leaders behave safely or interact
with the employees so that they may exhibit the same behaviour and the safety
performance is increased thereof. However, this role of the leader encouraging
safety is influenced by transformational leadership. Because people who are en-
gaged in moral courage behaviour are more likely to be injured as they have
more health and life threats. Different studies explained that morally courageous
people are encountered with physical injuries, psychological issues of depres-
sion, anxiety and fear of being harmed, social injuries such as loss of the rela-
tionship among supervisor and the employee, economic injuries such as loss of
the career, job, financial security etc. (Osswald et al., 2010). Therefore, the stu-
dies suggest that the people with the transformational leadership aspects in
which the leaders follow the safety aspect in role modelling people experience
low rates of injuries as discussed above. This means that the leader acts as a mo-
tivational role model for the employees because they follow his or her every
practice in an organization so that he or she can get success in his career. As
many studies suggest that leaders as role models in which the employees learn
specific skills and behaviours from them (Morgenroth et al., 2015). The leader
safety role modelling involves fostering the employee’s safety performance thus
encouraging safe participation from his side to take out the measures that will
promote the safety of the employees in the work, thus, encouraging the em-
ployees to be involved in the safety participation to help the co-workers in pro-
moting the safety measures at the workplace, furthermore, which means that if
the leader will perform the behaviour of encouraging safety, measures and acting
against the moral misconducts relating to the safety of employees then the em-
ployees will be encouraged to exhibit the moral behaviour, therefore. The beha-
viour of a leader or employee relating to the safety measures will be considered
as an organisational citizenship behaviour in many studies. The study by (Clarke
& Ward, 2006) which have explained the role of soft leadership tactics in en-
couraging the employees’ participation in safety have demonstrated that the
safety role of the leaders is positive in encouraging safety participation behaviour
among employees. Another study relating to the leader-member exchange rela-
tionship and development of the constructive safety behaviour among em-
ployees have demonstrated that if the same behaviours are exchanged between
the leader and members such as if the leader is showing the safety concern for
the employees and advance voice in case any moral misconduct relating to safe-
ty. Then this behaviour will be as same executed by the followers for his or her
co-worker in the workplace.

So based upon the studying of the relevant literature it has been proposed that
if the leaders play a safety role model for the employees or followers the em-
ployees are more likely to engage in morally courageous behaviour for promot-
ing safety. Based upon the above finding and gaps identified the proposed hy-
pothesis is as follow.

H2: Leader safety role modelling is significantly related to morally cou-
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rageous behaviours among employees.

3) The Mediating Role of the Moral Emotions between Leaders Ethical
Role Modelling and Morally Courageous Behaviour among Employees

Moral emotions are of a wide and interesting topic these days as the organiza-
tions are the social entities s in which the employees are diverse who work to-
gether to achieve the common goal of the organization without infringing the
rights of one another through the moral misconducts. Emotions are the factor
that let the employees work together or socially interact. However, moral emo-
tions are the emotions that are particularly there to endorse the moral standards
made by society (Haidt, 2003). Moreover, the moral emotions in an organisation
are therefore defined as a thing that helps to avoid misconducts or behaviours
that are not aligned with society moral standards. Moral emotions help to elevate
prosocial behaviour among employees. These emotions are learned from past
experiences, learning, and biologically. People mostly experience emotions when
they face any kind of mistreatment or misbehaving from the other individual.
These emotions help people to prepare themselves or protect themselves from
the upcoming situations and how to deal with them courageously (Greenbaum
et al., 2019). Moral emotions such as sympathy, contempt, anger, and disgust are
presented in this study to find how these emotions mediate the relationship be-
tween leader ethical role modelling and morally courageous behaviour

4) Mediating Role of the Moral Sympathy (MS), Moral Contempt (MC)
and Moral Anger and Disgust (MAD)

Morality is composed of the systems of norms and the prescriptions and ethi-
cal standards that prevent harm to others. Sympathy is the positive moral emo-
tion that includes showing care and concerns for other people emotions and sit-
uations generally. Emotions are related to the psychology of an individual
(MAIBOM, 2009). The moral emotions are agent-driven or recipient driven as
explained by a study for studying moral emotions as implications for employee’s
behaviour. As the agent-driven means the moral emotions that are because of
the mistreatment encountered by the employees at the workplace from the side
of the organization so the moral emotions of anger, contempt and disgust are
evoked in the employees. Whereas sympathy is the emotions that are recipient
driven which means that is triggered in an individual because of the harm to the
wellbeing and interest of other employees. The persons feel his situation and feel
his pain and show sympathy for him or her, therefore. This is the positive moral
emotion towards the recipient (employee) (Ford et al., 2017). The leader ethical
role modelling relating to the sympathy for the employee’s problem will yield or
evoke a positive moral emotion of sympathy and thus it will give courage to the
employees to show morally courageous behaviour against the misconduct en-
countered by the employee.

Moreover, explaining the negative moral emotions either would help the em-
ployees to show morally courageous behaviour or not. The next moral emotion
is Contempt a negative moral emotion that is evoked in an individual if he or

she feels left out or worthless in an organization by the agent (organization).
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Furthermore, in any other case of the other employee who had been treated dis-
respectfully and this thing is considered by the third person. So, this negative
moral emotion of contempt is experienced by the employee who feels that the
efforts of the employees are not valued in the organization (Haidt, 2003). In that
case, the leadership styles or behaviours are important in modelling the beha-
viour of the employee as they became a source of evoking moral emotions
among employees. So the ethical leader role of the leader towards protecting
their follower’s or employees emotions will help the other employees behave
courageously by showing moral concerns for their fellows (Tse et al., 2018).

When employees treated unfairly by their leaders it will generate negative
emotions among them such as anger, disgust which is the result of the corrupt
leadership they will perform deviant behaviour and in return will also treat their
peers negatively. So an effective leadership or ethical role modelling of a leader
will help the employees to deal with the negative emotions very effectively (Syed
et al., 2019). Thus, it will prepare the employees to behave courageously against
the negative emotions of anger and disgust as anger is the feeling of displeasure
having the varying adverse list of destructive consequences such as violence, ag-
gression, bullying. A study by (Lindebaum & Geddes, 2016) had studied the role
of moral anger as a moral emotion in organisational behaviour studies how
moral anger affects the organization and employee’s behaviour. Disgust is the
lowest negative moral emotions that fall below the morality standards. It means
that protecting the individual from the feeling of fear and helplessness that the
person cannot do anything and his or her career is finished etc. So, in that case
empowering your employees through ethical role modelling can help the em-
ployees to deal with disgust moral emotion efficiently and effectively by showing
morally courageous behaviour (Stange, 2019).

H3: Moral sympathy significantly mediates the relationship between
leader ethical role modelling and morally courageous behaviour (MCB).

H4: Moral contempt significantly mediates the relationship between
leader ethical role modelling and morally courageous behaviour (MCB).

Hb5: Moral Anger and disgust significantly mediates the relationship be-
tween leader ethical role modelling and morally courageous behaviour
(MCB).

5) The Mediating Role of the Moral Emotions between Leader Safety Role
Modelling and Morally Courageous Behaviour among Employees

Social exchange theory is dependent upon the leader-member exchange
theory in which the social interactions occur between two parties such as it may
be between employee or supervisor, employee and employee, employee and or-
ganization (Blau, 1964). As the relationship based on the social exchange theory
is reciprocal so the employees demand supervisory support to carry out their
work in the workplace moreover the employee’s needs safety of the work. On the
other side, the supervisor needs compliance with the safety rules and standards
made by the organizations to ensure workplace safety (Huang et al., 2016). The

supervisor or subordinate relationship is very crucial in creating a safe climate at
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the workplace. Several scholars who have worked on the safety climate in organ-
izations have demonstrated that the social exchange theory perspective can be
used to identify the organizational factors that will help to create the safety cli-
mate. Moreover, how the safety climate improves the quality of relationship
among the supervisor and employee and the quality of relationship identifies the
workplace safety behaviours among employees. The workplace safety behaviour
demands employees to actively take part in safety-related activities so that to
avoid the decisions that may affect the safety climate (Zohar, Huang, Lee, & Ro-
bertson, 2014). Since the strong quality of the exchange relationship among the
employee and leader will create the employee empowerment so that they can
show the voice concerns relating to safety issues. The leader role modelling re-
lating to the safety of the employees in an organization will prove very beneficial
because it will lead towards a high-quality exchange relationship among them.
Therefore, it means if the leader exhibits the voice behaviour to promote the
employee’s safety then ultimately the employee will have the courage to show the
behaviour to speak courageously against the unsafe practices at the workplace
(Huang et al., 2021). The morally courageous behaviour is empowered in the
employees if they get the proper role modelling from the side of the leader. So,
the moral emotions can also help to develop courageous behaviour among em-
ployees to raise a voice against unfair practices. Based upon the above findings
the mediating role of the moral emotions is proposed in this study by presenting
the following hypothesis:

H6: Moral sympathy significantly mediates the relationship between
leader Safety role modelling and morally courageous behaviour (MCB).

H7: Moral Contempt significantly mediates the relationship between
leader Safety role modelling and morally courageous behaviour (MCB).

H8: Moral Anger and disgust significantly mediates the relationship be-
tween leader Safety role modelling and morally courageous behaviour (MCB).

2.1.2. Conceptual Model

After the thorough review of the literature as discussed above in which the vari-
ous author’s point of views have been explained in alignment with our research
question and research objectives of the study, and thus on that basis we are in
the position to develop our conceptual research framework that you can see in
Figure 1 we have the independent variable of the leader ethical role modelling
and leader safety role modelling. On the other side the dependant variable of
morally courageous behaviour among employees, thus, presenting the mediating
variables of the moral emotions to find out the mediating role of moral emotion
between ethical role modelling and morally courageous behaviour, leader safety

role modelling and morally courageous behaviour among employees.

3. Research Methodology
3.1. Population and Sampling

The study is related to analysing the leader ethical role modelling and leader
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Moral Emotions

Leader

Ethical Role Sympathy
Modeling
Morally
Contempt Courageous
Behavior Among

Employees

Leader Safety
Role

% + Anger and Disgust
Modeling

Figure 1. Theoretical framework.

safety role modelling in creating morally courageous behaviour among em-
ployees through the mediating role of the moral emotions. For that purpose, the
population targeted to collect the data were the employees working in the or-
ganizations. Collecting the data from all the employees was difficult so the sam-
ple was selected to collect the data following the purposive sampling technique.
More specifically the employees, supervisors who are working together at the
workplace and have high interaction and social exchange relationship were se-
lected. The sample size selected was based on the method of Joseph F. Hair et al.
(2010) in which the sample size was 364.

3.2. Data Collection

The data for the current study were collected by using the tool of the structured
questionnaire consisting of the items. The questionnaire was distributed among
the respondents through the online google doc. To record the responses a
five-point Likert scale was used in which the respondents could rate their res-
ponses against specific questions ranging from 1 to 5 in which starting from
strongly disagree to agree. The questionnaire was designed by adapting the scale
of the researchers who have conducted similar studies in the past. The question-
naire validity was ensured by getting it approved by experienced researchers in
the field. The data was collected from the respondents at a single point of time
using the cross-sectional time horizon in which multiple responses were col-
lected from the respondents at a specific time. Quantitative research method has
been selected because of the flexibility for the methods of data analysis and
presentation, this method is going to assist the researcher in analyzing the data
utilizing different quantitative tools and techniques. Moreover, the specific tool
of online Google document has been selected for the purpose of data collection
because of the restrictions applied due to the pandemic of COVID-19, and also

because of the restrictions of the lockdown as well.

3.3. Measures

To ensure the validity and reliability of the questionnaire scale were adapted

from the previous studies for measuring the leader ethical role modelling a six
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items scale was adapted from the studies of the (Ogunfowora, Maerz, & Varty,
2021) who studies how ethical role modelling creates morally courageous beha-
viour among employees in which the researchers have updated scale of the ethi-
cal role modelling by considering the 3 item scale used by the (Ogunfowora,
2014) and (Rich, 1997) that assess the supervisory role modelling. Moreover, to
measure the leader safety role modelling six-item scale was also used which was
also adapted from the leader role modelling studies of (Ogunfowora, Maerz, &
Varty, 2021). The sample questions items for measuring the leader ethical role
were 1) My supervisor/manager exhibits the kind of ethical behaviour that I try
to imitate. 2) My supervisor/manager provides a good model for me to follow
concerning ethics. 3) My supervisor/manager acts as a role model for me con-
cerning ethics. So, in total, 3 items were considered for this study, for the sake of
significant relevance.

Further, more to measure the leader safety role modelling the items were 1)
My supervisor/manager exhibits the kind of workplace safety behaviour that I
try to imitate, 2) My supervisor/manager provides a good model for me to follow
concerning workplace safety, 3) My supervisor/manager acts as a role model for
me concerning workplace safety. So, in total 3 items were adopted from the scale
for this variable as well. To study how these types of leader role modelling such
as the ethical and safety role modelling help to foster courageous behaviour
among employees. A scale to measure morally courageous behaviour was
adapted consisting of the 5 items from the study of (Sekerka, Bagozzi, & Char-
nigo, 2009) who have conceptualized and measured moral courage in case of the
ethical challenges faced in the organization. In which the sample items were
when an employee encounters an ethical challenge, he/she takes it on with moral
action, regardless of how it may pose a negative impact on how others see
him/her. To measure moral emotions such as sympathy a four-item scale was
adapted from the study (Thornberg et al., 2016). For moral contempt, the scale
was adapted from the studies of (Crowley, 2013) and (Steiger & Reyna, 2016).
Furthermore to measure moral anger and disgust the scale of the instrument
was analysed from the studies of (Izard, Libero, Putnam, & Haynes, 1993) in
which the scales of the contempt anger and disgust were analysed or com-
bined.

3.4. Data Analysis

The quantitative research method is followed as the study is related to the rela-
tionship testing Data analysis is done by applying the statistical techniques
through the use of SPSS and AMOS. Whereas data entry and variable designing
are done in the SPSS software. The following analysis is done by SPSS to check
the accuracy of the questionnaire. Data screening is done to find out is there any
missing value outlier (wrongly interpreted value, or normality). Demographic
analysis is performed to check the frequency of the respondent’s age, gender,
experience, and qualification. On the other hand, AMOS is used for conducting

a model fitness test to determine whether the sample data selected from popula-
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tion turns to a normal distribution. Confirmatory factor analysis in which the
convergent validity and discriminant validity is measured for hypotheses testing
and Partial Least Square and structural equation modelling is used to check the
relationship, which will include the mediation or moderation analysis of the va-
riables. The reason behind using the SEM through AMOS is that it provides the
overall goodness of model fit and will help to eliminate errors through confir-

matory factor analysis.

4. Data Analysis and Interpretation

4.1. Demographical Details of the Respondents

The respondents were 364 in total, out of which 165 respondents were female
and 199 respondents were males, the age of the respondents has been divided
into the equal intervals of 10 years, 117 respondents of the study were of the age
below 25 years, 143 of the respondents of the study were of the age between 25 to
35 years, 89 of the respondents of the study were of between 35 to 45 years in age
and the 15 respondents of the study were of the age below 45 years. As far as the
qualifications of the respondents are considered, 48 of the respondents had their
intermediate done, 157 of the respondents had the education level of graduation,
123 of the respondents had the master’s level education and 36 of the respon-
dents had some other higher or lower degree.

The descriptive statistics of this study have been provided in Table 1.

4.2. Descriptive Statistics

Descriptive statistics provide summary of the collected data, and also represent
the level of normality of the data and show any kind of outliers that are present
in the data, in the table above N is representing the total number of valid res-
ponses that are 364. It has also been observed that the response values lie be-
tween the valid range of 1 and 5, that are the minimum and maximum values.
This shows that the data lies in valid and normal range and there are no outliers
present in the data. Moreover, the low values of standard deviation and skewness
represent least dispersion and spread of the data, representing that the data is

distributed in normal form.

4.3. KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy tests the significance and
usefulness of the factor analysis, the ideal value for this factor is above 0.50, and
in this case, it can be observed that the resultant value is 0.928, which is signifi-
cantly higher than the ideal value, which represents the significance and validity
of the factor analysis, it also represents usefulness of the factor analysis for this
study. Moreover, the value of significance should be less than 0.05, for the va-
riables to be related and be significant as a model for the study, and in this case
at df level 190, the value of significance is less than 0.05, which shows the use-

fulness and significance of the model for the study (Table 2).
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Table 1. Descriptive statistics.

N Minimum Maximum Mean Std. Deviation Skewness

Statistic ~ Statistic ~ Statistic  Statistic Statistic Statistic  Std. Error

LERM 364 1.00 5.00 3.2747 1.05623 -0.213 0.128
LSRM 364 1.00 5.00 3.3462 1.00129 —-0.344 0.128
MS 364 1.00 5.00 3.5762 1.11303 -0.473 0.128
MC 364 1.00 5.00 3.1548 1.17605 -0.234 0.128
MAD 364 1.00 5.00 3.3558 1.11795 -0.396 0.128
MCB 364 1.00 5.00 3.5560 1.17834 -0.567 0.128

Valid N (listwise) 364

Table 2. KMO and Bartlett’s test.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.928
Approx. Chi-Square 7531.845
Bartlett’s Test of Sphericity Df 190
Sig. 0.000

4.4. Rotated Component Matrix

Table 3 is representing all the six factors and related items, 0.7 is the level of
loading that is recommended for significant factor loading, end in the table
above it can be seen that all the indicators have level of factor loading more than
0.7, which is why the model is acceptable. The factor loading of the indicator 1 is
significantly acceptable and reliable for MCB1, MCB2, MCB3, MCB4 and
MCBS, all of the factor loadings are above 0.7 and same can be seen in the case
of other indicators as well. Moreover, no kind of cross loading can also be ob-
served in the data in the rotated component matrix, so the data and the model

are reliable for further testing.

4.5. Convergent and Discriminant Validity

Table 4 is representing the convergent and discriminant validity of the variables
of the model, that have been selected for this study, both the discriminate and
convergent validity represent subcategories of the construct validity and
represent their impacts together. If one kind of validity is present and the other
one is not, it will not be sufficient for the purpose of establishment of the con-
struct validity, the convergent validity represents the measures of the constructs,
that are supposed to be related theoretically and also in reality so that corres-
pondence can be drawn in between the same constructs, whereas the discrimi-
nant validity represents the factors that are not supposed to be related to each
other and are in fact not related as well. So, the discriminant validity provides the
discrimination between factors or the variables. Composite reliability or CR and

AVE represent convergent validity, the value for both of these is supposed to
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Table 3. Rotated component matrix.

Component

4

LERM1
LERM2
LERM3
LSRM1
LSRM2
LSRM3
MS1
MS2
MS3
MS4
MC1
MC2
MC3
MAD1
MAD2
MCB1
MCB2
MCB3
MCB4

MCB5

0.905

0.901

0.842

0.885

0.907

0.794

0.800

0.849

0.835

0.836

0.869

0.859

0.801

0.877

0.831

0.822

0.811

0.809

0.731

0.707

Table 4. Convergent and discriminant validity.

LERM
LSRM
MS
MC
MAD

MCB

CR

0.888

0.870

0.911

0.904

0.916

0.888

AVE

0.725

0.769

0.814

0.758

0.733

0.726

MSV

0.328

0.514

0.371

0.514

0.354

0.352

LERM LSRM
0.852
0.499 0.877
0.470 0.609
0.348 0.717
0.501 0.595
0.573 0.593

MS

0.956

0.507

0.532

0.495

MC MAD MCB

0.871

0.361 0.856

0.383 0.584 0.852

be more than 0.7 and 0.5 respectively, and in all of the cases above, it can be ob-

served that all of the values of CR and AVE, against all of the variables are more

than 0.7 and 0.5, respectively. This represents the validity of the research model,

moreover, the diagonal top values are representing the results for the discrimi-

nate validity, which should be more than 70%, for all the variables it is more

than 70%, which means all of the variables have maximum loading with itself,

this also proves the authenticity of the data that is collected.
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4.6. Confirmatory Factor Analysis

Table 5 is representing the results for the confirmatory factor analysis, it can be
observed that all of the indicators have results in correspondence and alignment
with the threshold values. The value of CMIN is 2.066 which is exactly within
the threshold range that is less than or equal to 3. Moreover, in the case of GFI,
the value is 0.917, which is greater than 0.80, the value of CFI is 0.978, which is
more than 0.90 and same is the case with IFI as well. Moreover, the value for
RMSEA is equal to 0.054, which is more than 0.08, so the value for this indicator

is valid as well.

4.7. Structural Equation Modelling

The results of the structural equation modelling are provided in Table 6, the
impact of the Leader ethical role modelling on the morally courageous behaviour
is insignificant, because the direct impact is insignificant. The impact of the

leader safety role modelling on the morally courageous behaviour is significant

Table 5. Confirmatory factors analysis.

Indicators Threshold range Current values
CMIN/DF Less or equal 3 2.066
GFI Equal or greater 0.80 0.917
CFI Equal or greater 0.90 0.978
IFI Equal or greater 0.90 0.978
RMSEA Less or equal 0.08 0.054

Table 6. Structural equation modeling.

Total Effect LERM LSRM MS MC MAD

MAD 0.399%+* 0.224** 0.000 0.000 0.000

MC 0.256** 0.177** 0.000 0.000 0.000

MS 0.412*** 0.240%* 0.000 0.000 0.000
MCB 0.335%** 0.283*** 0.206** 0.232%* 0.215%*

Direct Effect LERM LSRM MS MC MAD

MAD 0.399%*+* 0.224** 0.000 0.000 0.000

MC 0.256** 0.177** 0.000 0.000 0.000

MS 0.412%** 0.240** 0.000 0.000 0.000
MCB 0.104 0.144** 0.206** 0.232%* 0.215%*

Indirect Effect LERM LSRM MS MC MAD

MAD 0.000 0.000 0.000 0.000 0.000

MC 0.000 0.000 0.000 0.000 0.000

MS 0.000 0.000 0.000 0.000 0.000

MCB 0.230** 0.139** 0.000 0.000 0.000
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and positive, and is equal to 14.4%, which means that with 1% increase in the
leader safety role modelling, morally courageous behaviour will enhance by
14.4%. The mediation of moral sympathy between leader ethical role modelling
and morally courageous behaviour is significant and positive because there is
significant impact of the Leader ethical role modelling on the moral sympathy
and in return, moral sympathy also significantly and positively impacts morally
courageous behaviour, with a value equal to 20.6%. On the other hand, the med-
iation of the moral sympathy between leader safety role modelling and morally
courageous behaviour is significant and positive as well. The mediation of moral
contempt between leader ethical role modelling and morally courageous beha-
viour is significant and positive as the leader ethical role modelling significantly
and positively impact moral contempt by 25.6% and in return, moral contempt
positively impacts morally courageous behaviour by 23%. The mediation of
moral contempt between leader safety role modelling and morally courageous
behaviour is significant and positive as well, as leader safety role modelling sig-
nificantly and positively impacts moral contempt by 17.7% and in return the
moral contempt significantly and positively enhances morally courageous beha-
viour by 23.2%. The mediation of moral anger and disgust is significant and
positive between leader ethical role modelling and morally courageous beha-
viour as well, because the leader ethical role modelling impacts moral anger and
disgust by 39.9% and as a result the mediator impacts morally courageous beha-
viour by 21.5% positively and significantly. In the same way, the mediation of
the moral anger and disgust between leader safety role modelling and morally
courageous behaviour is significant and positive as well. So, the only insignifi-
cant impact is of leader ethical role modelling on morally courageous behaviour.
The screenshot of structural equation modelling is provided in Figure 2, it in-

volves a part diagram that is representing the relationship present between

Figure 2. Structural equation modelling.
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the two dependent variables, three mediating variables and one dependent vari-
able of the study.

5. Discussion and Conclusion

5.1. Discussion

The aims of this study include to find out the impact of leader ethical role mod-
elling and leader safety role modelling on the morally courageous behavior; the
study also assessed the mediation of moral sympathy, moral contempt and moral
anger and disgust between the relationship of leader ethical role modelling for-
mal leader safety role modelling and morally courageous behaviour. The first
hypothesis “Leader ethical role modelling is significantly related to morally cou-
rageous behaviour among employees” is rejected by the results of this study, and
the results resonate with the studies of (Tang, 2019; Xiao, Zhang, & de Pablos,
2017; Zhang, Zheng, Cheng, & Zhong, 2020). The second hypothesis, “Leader
safety role modelling is significantly related to morally courageous behaviours
among employees” has been accepted by the results of this study, and the studies
of (Shaikh & Siddiqui, 2020; Smith & Kouchaki, 2021; Sosik, Chun, Ete, Arenas,
& Scherer, 2019) also propose that, the leader acts as a motivational role model
for the employees because they follow his or her every practice in an organiza-
tion so that he or she can get success in his career. Hypothesis three, four and
five regarding the mediation of moral sympathy, moral contempt and moral an-
ger and disgust in the relationship between leader ethical role modelling and
morally courageous behaviour, have been accepted by the results of this study.
Moreover, several studies propose it as well that, moral emotions are agent-driven
or recipient driven as explained by a study for studying moral emotions as impli-
cations for employee’s behaviour (Pietersen, 2018; Rai & Banerjee, 2019; Rai &
Prakash, 2016). Moral emotions help to elevate prosocial behaviour among em-
ployees. These emotions are learned from past experiences, learning, and bio-
logically (Hendriks, Burger, Rijsenbilt, Pleeging, & Commandeur, 2020; Khan,
Bauman, & Javed, 2020; MacDougall, Bagdasarov, Johnson, & Mumford, 2015).
Leadership styles or behaviours are important in modelling the behaviour of the
employee as they became a source of evoking moral emotions among employees
(Feng, 2016; Godbless, 2021), it prepares the employees to behave courageously
against the negative emotions of anger and disgust as anger is the feeling of dis-
pleasure having the varying adverse list of destructive consequences such as vi-
olence, aggression, bullying. The hypotheses six, seven and eight regarding the
mediation of moral sympathy, moral contempt and moral anger and disgust in
the relationship between Leader Safety Role Modelling and Morally Courageous
Behaviour, have been accepted by the results of this study, and other studies
propose as well that, supervisor or subordinate relationship is very crucial in
creating a safe climate at the workplace (Amabile & Pratt, 2016; Brender-Ilan &
Sheaffer, 2019). Several researchers have proposed that, leader role modelling

relating to the safety of the employees in an organization will prove very benefi-
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cial because it will lead towards a high-quality exchange relationship among
them (Shaikh & Siddiqui, 2020; Smith & Kouchaki, 2021).

5.2. Conclusion

The results of the study have proposed that the impact of leader safety role mod-
eling on the morally courageous behavior is significant and positive, whereas the
impact of leader ethical role modeling on the morally courageous behavior is
found to be insignificant. Moreover, the mediation of moral sympathy, moral
contempt and moral anger and disgust, in the relationship between leader ethical
role modeling and morally courageous behavior, and in between the relationship
of leader safety role modeling and morally courageous behavior has been found

to be significantly positive as well.

5.2.1. Implications of the Study

The current study has significantly addressed and removed the gaps of the pre-
vious studies by explaining that how the different hurdles of the moral emotions
can be controlled and managed by the leaders through the leader role modeling,
so that the morally courageous behavior can be developed in the employees. In
this study, it has been significantly identified that how both leader role model
and moral emotions can be inculcated together for the purpose of positively en-
hancing the morally courageous behavior in the employees by minimizing the
negative emotions at the workplace. The study also promotes the importance of
the ethical conduct and social responsibilities of the leaders for promoting the
morally courageous behavior in the employees at the workplace, that can posi-
tively and competitively enhance the outcomes of the workplace. Study has
stressed over the duties and obligations that need to be fulfilled both from the
side of the leaders and the employees, to maximize the organizational outcomes.
So, the study has advanced the literature by considering the factors of moral
sympathy, moral contempt and moral anger and disgust as mediators in the
study. The propositions of the study are going to possibly lead to the enhance-
ment of leader ethical role modeling and leader safety role modeling for en-
hanced level of morally courageous behavior among employees in an organiza-
tion. With the enhancement of emotions of sympathy, contempt, and anger and
disgust, the level of morally courageous behavior in the environment of organi-
zations is bound to grow positively, enhancing the overall positive moral at-
mosphere of the organization. Contempt and sympathy are found to be signifi-
cantly playing a role in the enhancement of morally courageous behavior within
the organizations, so these can be a positive addition in the organizational envi-

ronment, enhancing the overall organizational outcomes positively as well.

5.2.2. Limitations of the Study and Future Research Recommendations
The main limitation of the study is that the data has to be collected for this study
through online sources and methods; however, this is because of the restrictions

of the pandemic of COVID-19. So, the future researchers are recommended to
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consider collecting the data through self-administered questionnaire-based sur-
vey or one-on-one interviews. Moreover, future researchers are also recom-
mended to consider the variables of Moral Ownership, and Felt Obligation, for
further defining the importance of obligations from both of the sides of the
leaders and the employees at the workplace, to maximize the organizational
outcomes. This study has only considered mediators only, future researchers are

also recommended to consider adding moderators in the model as well.
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