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quantitative approach to sample and collect data from respondents associated with these banks. In analyzing the data,
structural equation modelling, as well as descriptive statistics, were used. Results from the study report a significant
negative relationship between ethical leadership and organisational deviance. Subordinate moral awareness also had
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The Role of Employee Moral Awareness in Promoting Ethical
Leadership: Towards Reducing Organisational Deviance in
Ghana

1. Introduction

The prevalence of ethical breaches in the business world has led scholars to search for ways to promote
workers' moral uprightness in the workplace, especially in light of high-profile cases such as Enron and
WorldCom in 2001, Parmalat in 2003, and Lehman Brothers in 2008 (Farooqgi et al., 2017). While past
research has attributed these breaches to a lack of proper laws and regulatory measures, the persistent
occurrence of such incidents worldwide suggests that these alone may not prevent recurrences (Gils et al., 2015).
In Ghana, the banking sector has been plagued by similar operational breaches and regulatory non-
compliance, linked to gross negligence and unseemliness with organisational leadership (Wolf, 2017). This
study highlights the critical importance of moral awareness and how it moderates the relationship between
ethical leadership and organisational deviance. Notably, leadership's behaviour and moral expectations serve
as a model for employees (Schwepker & Dimitriou, 2021), making it challenging for them to display ethical
conduct amid leadership impropriety.

The connection between ethical leadership (EL) and organisational deviance is often associated with the
social learning theory, which posits that employees observe the actions of their leaders and learn from the
consequences that follow (Schwarz et al., 2020). Leaders, as the most visible agents in the organisation,
serve as reference points for employees, particularly those lower in the organisational hierarchy (Mayer et al.,
2010; Schaubroeck et al., 2012). Thus, employees learn from their leaders' values and norms, which they
reciprocate in their routine dealings at the organisation (Avolio et al., 2004.; Sims & Brinkmann, 2002).
Schwarz et al. (2020) posit that a negative relationship exists between ethical leadership and employee
deviance, asserting that when employees perceive their leaders as possessing ethical and trustworthy
attributes, the likelihood of them engaging in deviant behaviours is mitigated.

Despite the long-standing association between EL and deviant behaviour, recent theoretical perspectives
suggest that contextual factors such as employee moral awareness, organisational identity, and personality
traits may contribute to organisational deviance (Gok et al., 2017). Penney et al. (2011) also argue that an
employee's workplace behaviour reflects their self-identity or self-awareness, which can significantly
influence how they respond to the demands and expectations of an ethical leader. Therefore, leaders must
demonstrate ethical behaviour and cultivate a culture of compliance and accountability in all aspects of
organisational operations. Hence the questions that need answers are: how does EL influence organisational
deviance? And how does employee moral awareness moderate the relationship between EL and
organisational deviance.

A dearth of research examining the extent to which an employee's moral awareness impacts their response
to ethical leadership (EL) and how this could potentially mitigate organisational deviance (Chen & Hou,
2016) have been conducted. While prior studies have scrutinized the correlation between employee moral
awareness and ethical leadership in healthcare (Amoah et al., 2022), micro-financial institutions (Addai et
al., 2019), and education sectors (Ampomah, 2021), limited research has been conducted in the banking
industry. Consequently, this research seeks to address this gap by providing a theoretical and conceptual
explication of how an employee's moral awareness can affect their response to EL, ultimately reducing
organisational deviance in this sector using 12 tier 1 banks in Ghana.

This study holds significant implications on several fronts. Firstly, it indicates that promoting ethical
leadership in Ghana's banking sector necessitates a comprehensive approach, entailing the development of a
culture of ethics and integrity within organisational leadership and implementing of effective regulatory
frameworks that enforce accountability for ethical violations. Secondly, it presents a framework for future
research on the correlation between ethical leadership and employee deviance across other industries and
contexts. Finally, it offers practical insights for managers and leaders in Ghana's banking sector on fostering
ethical leadership and diminishing employee deviance. In sum, this paper underscores the crucial role of
ethical leadership in curbing employee deviance within Ghana's banking sector and highlights the
importance of promoting ethical behaviour at all levels of organisational operations.

83



i‘ ARMG PUBLISHING

“Thinking ahead" 3 sciendo Business Ethics and Leadership, Volume 7, Issue 1, 2023

ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

2. Literature Review

2.1 Ethical Leadership. The exposition of prescriptively appropriate behaviour through personal relations
and decisions and the promotion of such behaviour to workers through dyadic contact, encouragement, and
decision-making is characterized as EL (Brown & Mitchell, 2010). Generally, ethical leaders get legitimized
by demonstrating prescriptively appropriate behaviours like trustworthiness, impartiality, and care.
Secondly, ethical leaders value ethics and also frequently take real steps to make ethics visible in their
external interactions, such as sharing ethical information with their subordinates, allowing subordinates to
express their viewpoints (Bass et al., 1999), establishing ethical guidelines, and encouraging ethical
behaviour via rewards (Trevifio et al., 2003).

Ethical leaders incorporate ethics when assessing the repercussions of their activities and making
responsible decisions worthy of emulation (Bass et al., 1999). Generally, ethical leaders impact their
workforce in various ways. For instance, ethical leaders are accountable for the morals of ethics in their
organisation, either by serving as role models for ethical behaviour or by reinforcing ethical norms
throughout the organisation (Mayer et al., 2010). For example, ethical leaders, through their standards, can
increase a subordinate's organisational identification (Knippenberg et al., 2004), which in effect induces
followers to work towards the collective goals of the organisation or exhibit positive behaviour (Avey et al.,
2011). This suggests that the followers' ethical behaviour in a variety of ways is influenced by ethical
leaders. For instance, the influence of EL on-employee outcomes was significant in areas of organisational
citizenship behaviour (Wang & Sung, 2016), discretionary effort (Kalshoven et al., 2012), organisation's
ethical climate (Schaubroeck et al., 2012) and organisational misconduct (Mayer et al., 2010). Moreover, the
concept of EL happens to be distinctively different from other subordinates-based leadership styles that are
made up of both moral and unethical aspects, vis-a-vis transformational leadership (van Knippenberg &
Sitkin, 2013) and servant leadership (Liden et al., 2008). The primary discrepancy is that EL is fashioned by
moral reasoning, independent of the perceiver's mental propositioning (Gils et al., 2015). It means that
leaders with high scores on EL possess specific moral behavioural personalities such as high social
responsibility and moral identity (Mayer et al., 2010).

2.2 Organisational Deviance. In the literature, different concepts have been used to represent the concept of
organisational deviance. For instance, such concepts as counterproductive behaviour, antisocial behaviour,
workplace rudeness, organisational misconduct, and employee deviance have been used in different settings
to depict the concept (Cortina, 2008). Even though different terminologies have been used to represent
organisational deviance, their descriptions or definitions tend to suggest the same meaning (Novalien, 2017). For
instance, Spector and Fox (2005) described organisational deviance as behaviours that are consciously
meant to hurt an organisation or its employees. This description is consistent with the categorization
provided by Zribi et al. (2013) on DB. According to Zribi et al. (2013), organisational deviance
systematically adversely affects the organisation’s performance. It suggests that individuals may
intentionally decide to distort the working arrangement of an organisation or that of their colleagues to
minimize the organisation’s effectiveness. According to Zribi et al. (2013), organisational deviance could
take the form of direct (sabotage) or indirect behaviour (i.e., verbal, physical, moral abuses, and sexual
disorders). Robinson and Bennett (1997), on their part, described organisational deviance as the behaviour
deliberately done to counteract organisational norms and affects the organisation and its members
negatively. Generally, these behaviours can include abuse, production deviance, sabotage, thievery,
employee disengagement, aggression, vengeance, and revenge (Spector et al., 2006).

According to Robinson and Bennett (1997), organisational deviance can be categorized into organisational
DB and individual DB. Specifically, organisational behaviour takes the form of property and production DB,
whereas individual DB takes the form of political deviance and personal aggression (Mikulay et al., 2001).
Robinson and Bennett (1997) again added that organisational deviance categorically takes two dimensions:
severity and target. Severity in this context constitutes the extent to which the DB disrupts important
institutional values and may again appear to have a damaging effect on the organisation as well as the
people in the organisation. For instance, the severity could be theft, sexual or physical abuse, excessive
absenteeism, etc. However, when it comes to the target, it relates to the direction with which the deviant acts
seek to target, for instance, whether the deviant action will be directed toward the organisation or
individuals. As indicated earlier organisational deviance will be property destruction, production deviation, or
theft. Conversely, personal deviants will take the form of social loafing, gossip, abuse, etc. (Mikulay et al., 2001).
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2.3 Moral Awareness. Employee moral awareness refers to an individual's perception and understanding of
ethical issues and values in the workplace (Aquino & Reed, 2002). It is an essential aspect of ethical
behaviour, as it influences an individual's decision-making and behaviour in the workplace (Schiemann &
Dubinsky, 2006). Many academics have explored the influence of employee moral awareness on various
aspects of organisational behaviour. One of the key findings of research on employee moral awareness is
that it is a crucial factor in shaping organisational deviance (Krambia-Kapardis, 2016). Employees with high
levels of moral awareness are unlikely to engage in DB and more likely to act ethically (Aquino & Reed,
2002). Conversely, employees with low levels of moral awareness are prone to engage in unethical
behaviour and unlikely to act ethically (Schiemann & Dubinsky, 2006). Research has also shown that
employee moral awareness is shaped by various factors, including personal values, cultural background, and
socialization experiences (Aquino & Reed, 2002). For example, individuals from cultures that strongly
emphasize honesty and integrity are more likely to have high levels of moral awareness (Schiemann &
Dubinsky, 2006). In addition, individuals who have had positive experiences with ethical decision-making
are more likely to develop high levels of moral awareness (Krambia-Kapardis, 2016). Moreover, research
depicts that employee moral awareness can be impacted by the organisational culture and climate (Aquino
& Reed, 2002). Organisations with a strong ethical culture and climate are more likely to foster high levels
of moral awareness among their employees (Schiemann & Dubinsky, 2006). Conversely, organisations with
weak ethical cultures are more likely to have employees with low levels of moral awareness (Krambia-
Kapardis, 2016). In many organisations, a code of conduct sets clear expectations for ethical behaviour and
provides employees with guidance on how to act ethically (Krambia-Kapardis, 2016).

2.4 Relationship Between EL and Organisational Deviance. Gils et al. (2015) claim that moral leaders
affect their subordinates differently. For instance, moral leaders advocate for upholding ethical standards
inside their organisations by serving as an example of ethical conduct or enforcing standards through reward
and punishment schemes (Brown et al., 2006; Mayer et al., 2012; Avey et al., 2011). Once more, employees
mimic their superiors' behaviour, which renders employees' actions dependent on the effectiveness of
leader-member interactions (Brown et al., 2006; Avey et al., 2011). Thirdly, moral leaders encourage
institutional identification among their followers (Hoch et al., 2018), motivating followers to achieve
organisational objectives or engage in pro-organisational behaviour (Avey et al., 2011). It shows that
managers who practice moral leadership are more likely to persuade their staff members to imitate or copy
them at work.

For instance, it was found in the work of Gill et al. (2015) that EL is negatively linked to organisational
deviance at work. Particularly, in their study, it was observed that leaders high on EL could dissuade
organisational deviance and encourage subordinates to work for the general good of society and everyone in
the organisation. Similarly, the studies of Avey et al. (2011) and Erkutlu et al. (2014) revealed that an
increase in EL at the workplace had a significant inverse relationship with subordinate DB. According to
Mayer et al. (2012), when leaders promote moral and ethical behaviour at work, their subordinates see these
principles daily through their exchanges with their leaders. As such, they are more likely to replicate the
same principles and organisational norms in their work roles and behaviour.

Likewise, in the study of Aryati et al. (2018), it has been proven that EL can help an organisation foster a
more moral culture, which reduces the likelihood of workplace misconduct. As a result, Aryati et al. (2018)
concluded that EL has two different effects, either espousing a direct or indirect effect on DB in the
workplace. According to Aryati et al. (2018), the indirect effect of EL will sharpen the perception of ethical
climate, which in turn minimizes DB at the workplace. Adnan and Shams' (2018) study investigated how EL
affects organisational cronyism through ethical culture. The research again looked at the role of leader-
member exchanges on ethical culture.

The study collected data from 306 workers within the private sector. Results from the research showed that
EL significantly affects organisational cronyism. Again, it was established that leader-member exchanges
moderated the association between ethical culture and organisational cronyism. Gill et al. (2016) discovered
a significant negative association between employee engagement in DB and EL in their meta-analysis.
Specifically, Gill et al. (2016) observed that EL discouraged employees from engaging in deviant acts that
can negatively affect the organisation and that of the employees within the organisation. The findings also
showed a strong correlation between EL and employee participation in corporate social responsibility. In
their study, Avey et al. (2011) found a significant and consistent negative correlation between EL and
employee participation in criminal behaviour.
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However, it is not in all cases that a noteworthy association has been established between EL and
organisational deviance. For instance, EL was found to have a negligible link with employee DB in the
study by Detert et al. (2008). Similarly, in the study of Goodenough (2008), an insignificant connection was
reported between EL and organisational DB. According to Walumbwa et al. (2011), the ethical climate in
the organisation may be somehow responsible for the potentially inconsequential link between EL and DB.
For instance, it is challenging for leader-subordinate exchanges to produce favourable behavioural effects
when the ethical atmosphere in an organisation does not detest organisational deviance. Accordingly, Elgi et
al. (2013) argued that the effect of EL on DB may induce an ethical climate created and supported in the firm.
Based on the discussions, we hypothesize that:

H1: EL has a significant and positive relationship with organisational deviance.

2.5 Moderating Effect of Moral Awareness on Organisational Deviance and EL. According to Penney et
al. (2011), an employee's workplace behaviour often tends to reflect their self-awareness. Generally,
employees with high moral awareness tend to be well informed on the ethical issues at play and always seek
to situate their decision within the proper ethical context (Mai et al., 2019). However, the contrary holds for
persons with low moral awareness. Because different employees pay different amounts of attention to moral
concerns (Reynolds, 2008), it suggests that a person's moral awareness may influence a person's engagement
or disengagement in DB since their level of moral awareness shapes their self-identity as well as their
perception on what is right and wrong (Spector et al., 2006). This argument contends that the immediate
effects of EL may not always produce favourable results as their effect may be dependent on certain
situational factors (Chuang et al., 2016). As a result, superiors might expect more from subordinates with
high moral awareness because these individuals are more likely to identify EL and respond to it more
strongly (Gils et al., 2015).

Gok's et al. (2017) study investigated the common influences of moral leadership, moral vigilance, and
moral awareness on workplace misbehaviour. Gok et al. (2017) investigated how disparities in moral
perspectives impact people's propensity to react to unethical leadership behaviours by acting differently
toward their employer or superior. The study's findings indicate that followers' reactions to perceived
unethical leader behaviour may vary depending on each person's level of moral attention and awareness.
Results from the studies of Eisenbeiss et al. (2015) and Hannah et al. (2014) revealed that people with strong
moral awareness responded to EL influence more favourably than people with low moral awareness,
exhibiting more helpful and prosocial work behaviours in their work units. Greenbaum et al. (2013)
observed that subordinates with high moral characteristics responded to a leader's unethical behaviours more
strongly than persons with low moral characteristics.

Notwithstanding the realisation that boundary factors influence EL's impact on organisational DB, there
have been limited studies, particularly in the Ghanaian context, regarding how employee moral identities
vis-a-vis moral awareness and attentiveness influence EL's impact on subordinate DB. As rightly indicated
by Neves and Story (2015), since boundary conditions may either improve or restrict EL impact, particularly
in leader-member exchanges, it becomes important to look at the moderating role these boundary factors
have on EL influence on subordinates' behaviour. Examining the influence of these boundary factors will
not only improve the effectiveness of EL but may also help us in having a better understanding with regards
to when and why reciprocal responses are more or less effective in a leader-subordinate exchange Neves &
Story (2015).

H2: Employee moral awareness moderates the relationship between ethical leadership and organisational
deviance.

2.6 Theoretical Review

2.6.1 Social Identity Theory. According to the social identity theory argument, individuals identify
themselves in social terms. Their contact and affiliation partly influence individual self-definition with a
particular social group (Tajfel, 1974). However, a moral identity that originates from personal identification
(i.e., personal values) and institutional identification may shape a person's identity formation and workplace
behaviours (He et al., 2013). For instance, Aquino et al. (1968) assert that moral identity, which depicts a
person's self-image, influences a person's moral traits, self-belief, attitudes, and behaviours. Moral identity,
according to Aquino et al. (1968), can be divided into two types: symbolisation which is a public identity
i.e., the extent to which ethical attributes are shown in an individual's deeds in the world and internalisation,
which is the isolated self and reflects the degree to which moral qualities are central to a person's sense of
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self. Often, the internalisation dimension of moral identity has been found to induce more influence on a
person's attitudes and behaviours because it mimics an individual's self-identity more than the
symbolisation, which signals a person's outer perspective (Mayer et al., 2010). Generally, it has been
established that moral identity has a significant positive effect on employee behaviours such as volunteerism
(Winterich et al., 2013), donations, environmental sustainability, and whistleblowing while being inversely
related to aggression and organisational deviance (Hardy et al., 2014; Hardy et al., 2015). It is believed that
a person with a strong sense of moral identity will be highly motivated to act per their moral views
independent of organisational forces since moral identity is character-based, per O'Keefe et al. (2019).
According to the authors, respondents with high moral identification scores and believed that their leaders
exhibited great EL were less likely to act immorally. According to Aquino et al. (2009), situational elements
like a person's moral identity or attention will interact with EL to promote beneficial workplace behaviour.

2.6.2 Social Learning Theory. This theory emphasizes the causes and effects of EL and contends that
employees might learn the standards of appropriate behaviour in two ways: through their personal
experience or the observations of those in positions of authority (Bandura, 1986). Employees observe and
emulate reliable and appealing role models as they acquire these norms (Brown et al., 2005). However,
ethical leaders can only become exemplary, credible, and appealing if they demonstrate honesty and strong
morals (Brown et al., 2005). Again, through ethical leaders’ regular two-way communication with their
subordinates, they can discuss the ethical standards and norms upheld by themselves and that of the
organisation at large (Peng & Kim, 2020). This ongoing connection between the superior and subordinate
aids the subordinates in adopting these standards and norms and instilling them in their daily interactions.

In reciprocation, subordinates who regularly report to a superior leader gradually appreciate the common
ethics and standards upheld by the leader and the organisation. However, it has been observed that followers
are more likely to learn and replicate the organisational norms in two ways; either through a direct
experience with their leader or through remote learning when the leader is seen to be adhering to the same
principles and standards in their day-to-day activities (Brown et al., 2005). Accordingly, after seeing and
observing their superiors adhering to these ethical norms and principles, followers are more inclined to
imitate and internalise their leaders' behaviours centred on value (Brown et al., 2005). According to the
social learning theory, ethical behaviour is encouraged by role models through informational and
motivational methods (Bandura, 1977). That is, superiors serving as role models stimulate ethical behaviour
by modelling the behaviours they would like to encourage and reward and punish for behaviours they want
to abolish. Ethical leaders can prudently control their follower's behaviours by punishing normatively
unfitting behaviours (e.g., over-promising to win clients' hearts) and rewarding desirable behaviours (e.g.,
assisting clients in filling a form or filling a complaint) (Schaubroeck et al., 2012).

3. Methodology

A survey research design was employed in this investigation. A survey design was chosen above the other
research approaches since the study aimed to evaluate the moderating influence of moral awareness on
organisational deviance and EL. The study used 50% (i.e., 12 of the Tier-1) of the banks as the institutional
population to make the study results representative of the entire banking sector. Regarding the number of
employees within these 12 banks, a recent banking sector survey by PricewaterhouseCoopers (PwC)
suggests that the universal banks’ total number of employees stands at 7,000, with 4,000 as permanent
employees and the remaining 3,000 as contract workers (PwC, 2019). However, at the individual bank level,
a bank is estimated to have a staff strength of 500. Hence, 6000 employees were targeted from these 12
selected Tier-1 banks.

As this study dealt with individual employees within the 12 selected Tier-1 banks, stratified random
sampling was preferred over the other sampling techniques. According to Bryman (2012), the stratified
random sampling technique becomes the most useful; especially when a study seeks to ensure that all the
different units within a population are fairly represented in the study’s sample selection. With each bank
having an estimated employee size of 500, the sample size for each participating bank was determined using
the Krejcie and Morgan (1970) sampling formula. According to the author’s table, a population size of 500
corresponds with a sample size of 217. Accordingly, 217 employees were randomly picked from the 12
participating banks. Two thousand six hundred and four employees (2604) were randomly selected from the
12 banks. Hence a total of two thousand six hundred and four (2604) questionnaires were distributed to
employees across the twelve (12) tier-1 banks in Ghana. From the questionnaires distributed, one thousand
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one hundred and seventy-two (1172) were retrieved. Nevertheless, out of the 1172 received questionnaires,
hundred and ninety-two (192) were unusable because the questionnaires were not fully completed. This
implies that 980 questionnaires were considered for the study analysis, yielding an appropriate valid
response rate of 84%.

3.1 Variables and Measures. Except for the demographic profile, the measuring scales for all the other
variables (i.e., EL, organisational deviance, and moral awareness) were derived from the current scales.
Each item was evaluated using a five-point Likert scale (1 = Completely Disagree, 2 = Disagree, 3 =
Neutral, 4 = Agree and 5 = Completely Agree). The EL scale, derived from Brown et al., (2005), was used
in this study to evaluate EL from the viewpoints of both higher- and lower-level employees within the
targeted banks. The scale had ten items in all and had questions on issues such as, 'my organisation's leader
listens to what employees have to say, my organisation's leader penalizes employees who violate ethical
norms, my organisation's leader lives a personal ethical life, and my organisation's leader keeps the best
interests of employees in mind', etc. With organisational deviance scale, it was adapted from Bennett and
Robinson (2000). The scale had ten items in all and had questions on issues such as, “I worked on a personal
matter rather than for my organisation; | took property from work without permission; I spent too much time
fantasising or daydreaming rather than working; I made fun of someone at work; and | falsified a receipt to
be reimbursed for more money than | spent on business expenses”, etc. Finally, Arnaud (2010) 's scale was
used to assess moral awareness. It consisted of 3 items (e.g., “I am aware of ethical issues in this
organisation”).

4. Data Analysis

Descriptive statistics were first computed to characterise and summarise the study data. Following that,
structural equation modelling (SEM) was utilised to investigate the link between the study variables, i.e.,
EL, organisational deviance, and moral awareness.

4.1 Reliability and Validity Assessments. To ensure that the scales were measuring the same underlying
construct, a confirmatory factor analysis (CFA) was used to determine the unidimensionality of all the
measuring scales (EL, organisational deviance, and moral awareness). The CFA results perfectly match
practically all the goodness of fit metrics. For instance, the EL. measuring scale received a best fit of x2 (972,
N=980) = 1289.257 p< 0.001. Comparative Fit Index (CFI) = 0.921; Tucker-Lewis Index (TLI) = 0.871;
Root Mean Square Error of Approximation (RMSEA) = 0.067; Standardised Root Mean Squared (SRMR) =
0.053; Confidence Interval (Cl), 0.171-0.178). Also, organisational deviance received a best fit of y2 (970,
N=980) = 1317.282 p < 0.001; CFI = 0.941; TLI = 0.893; RMSEA = 0.059; SRMR = 0.048 (Cl, 0.169-
0.188). Lastly, moral awareness measuring scale received best fit of ¥? (972, N=980) = 1277.241 p < 0.001;
CFl = 0.927; TLI = 0.931; RMSEA = 0.061; SRMR = 0.055 (ClI, 0.172-0.184). Results obtained on the
goodness of fit indicators indicate that all the scales measured one underlying construct (Hair et al., 2017).
Guided by the suggestions given by Hair et al. (2017), it can be stated that the values recorded on CFI, TLI,
RMSEA, and SRMR indicate that the fitted model is within the acceptable and threshold level. It also
confirmed that there was a construct and discriminant validity of the various scales used to measure EL,
organisational deviance, and moral awareness. This is presented in Table 1 below.

Table 1. Confirmatory Factor Analysis

Variables Chi-square (2 RMSEA SRMR CFI TLI
EL 1289.257 0.067 0.053 0.921 0.871
oD 1317.282 0.059 0.048 0.941 0.893
MA 1277.241 0.061 0.055 0.927 0.931
Overall fit 3883.78 0.187 0.156 2.789 2.695

NB: EL: Ethical Leadership, OD: Organisational Deviance, MA: Moral Awareness
Source: Compiled by the authors

However, to measure convergent validity, factor loadings and average variance extracted (AVE) were used
to gauge the variations shown by each construct about the differences drawn from measurement error.
According to Awang (2018), AVE within the range of 0.50 or more confirms convergent validity. Similarly,
results in Table 2 below indicate that all the scales' AVE values were above 0.80, signifying a high level of
convergent validity. As Hair et al. (2017) suggested, when a construct reliability score receives a value of
0.7 or more, the scale can be deemed highly reliable. Similarly, in this study, all the scales received a
Cronbach alpha value of 0.7 or more, confirming that all the constructs were highly reliable.
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Constructs Alpha CR AVE T-values | Factor Loading

Ethical Leadership 0.941 0.891 0.801

EL1 13.49 0.722
EL 2 13.57 0.770
EL 3 13.92 0.767
EL 3 13.71 0.925
EL4 13.31 0.741
EL5 10.44 0.770
EL 6 13.25 0.773
EL7 13.90 0.713
EL 8 13.90 0.861
EL9 13.25 0.878
EL 10 11.24 0.871
Organisational deviance 0.873 0.912 0.861

OoD1 10.45 0.766
oD 2 11.02 0,620
oD 3 13.27 0.821
OD4 13.36 0.870
OD5 11.54 0.675
OD6 13.47 0.785
ob7 11.04 0.839
oD 8 10.95 0.642
oD 9 10.61 0.821
OD 10 13.56 0.778
Moral awareness 0.955 0.841 0.72

MA 1 13.90 0.843
MA 2 11.12 0.709
MA3 13.17 0.735

Chi-square (x2) RMSEA SRMR CFI TLI

EL 1289.257 0.067 0.053 0.921 0.871
oD 1317.282 0.059 0.048 0.941 0.893
MA 1277.241 0.061 0.055 0.927 0.931
Overall fit 3883.78 0.187 0.156 2.789 2.695

NB: EL: Ethical Leadership, OD: Organisational Deviance, MA: Moral Awareness

Source: Compiled by the authors

4.2 The Results of the Relationship Analysis. The results of the relationship analysis of the models have

been presented in Table 3.

Table 3. Regression Results

Variable Adjusted R2 AR? Bi T
Model 1 0.238
EL -0.252*** -10.067
Model 2 0.236 0.536
EL -0.442*** -8.558
MA -0.952*** -4.019
Moderator (EL*MA) -1.453*** -14.501

a. Dependent Variable: Organisational deviance

* Depicts significance at 10% level; ** depicts significance at 5% level, *** depicts significance at 1% level and f; stands for standardized beta

coefficients
NB: EL: Ethical Leadership, MA: Moral Awareness
Source: Compiled by the authors

In model 1, according to the study’s findings, EL has a significant relationship with organisational deviance.
Specifically, EL explained 23.8% of the variance in organisational deviance, AR2 = 0.238, F (2,978) =
101.346, p<.0001. On the effect size of EL, it received a negative coefficient value suggesting that EL had a
significant negative relationship with organisational deviance (p= -0.252, t= -10.067, p<.0001). The results
can therefore be inferred that as EL increases, employee penchant to engage in organisational deviance

decreases in the same direction.
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Moreover, regarding the moderator's role in the association between employee organisational deviance and
EL, it can be observed from Table 3 that the earlier R2 improved further from 0.236 to 0.536 by the
difference of 0.3. Meaning the influence, EL had on organisational deviance became much better after the
inclusion of moral awareness. Again, the p-value recorded on the moderator variable stood at p<.0001,
confirming that subordinate moral awareness significantly influences the association between EL and
organisational deviance. As a result, EL may significantly impact organisational deviance, particularly when
the employee has a high level of moral awareness. Subordinates with high moral awareness are more likely
to identify EL and, as a result, will work to their expectations than subordinates with poor moral awareness.

5. Discussions

As indicated earlier, EL decreases subordinates' penchant to engage in organisational deviance. Through
ethical leaders' regular two-way communication with their subordinates, they can discuss the ethical
standards and norms upheld by themselves and that of the organisation (Peng & Kim, 2020). The
consequence of this continuous interaction is that it helps followers embrace these standards and norms and
inculcate the same in their daily dealings. Accordingly, subordinates who frequently see and observe their
superiors' strict adherence to ethical norms and principles are more likely to imitate and internalise the
value-driven behaviours of their leaders in their daily dealings (Brown et al., 2005).

According to the study's findings, EL has a greater impact on subordinates’ organisational deviance,
especially when subordinates have high moral awareness. Since it mirrors a person's moral awareness, moral
identity may significantly influence an individual's self-beliefs, dispositions, and conduct (Mayer et al.,
2012). As a result, people with a high level of moral identity are more prone to be inspired to closely adhere
to their moral ideas and ideals, regardless of organisational constraints that demand them to act otherwise
(O'Keefe et al., 2019). Results from the study suggest that subordinates with high moral awareness will be
more aware of the ethical issues at stake and will always seek to situate their decision within the proper
ethical context (Mai et al., 2019). Accordingly, a person's moral awareness may influence their engagement
or disengagement in DB since their level of moral awareness influences their identification and assessment
of right and wrong (Spector, 2019). Therefore, the spontaneous impact of EL on-employee behaviour may
be reliant on certain situational factors such as subordinate moral awareness and moral identity (Taylor et
al., 2014; Chuang et al., 2016). For example, morally aware subordinates are more likely to recognise the
new demands of the ethical leader. They will thus react more forcefully to comply with the leader's
expectations (Gils et al., 2015).

Results from the research align with the views of Aquino et al. (2009) as they argued that situational factors
such as a person's moral identity or attentiveness would interrelate with EL in promoting positive workplace
behaviour. The study's findings are per Gok et al. (2017) 's conclusion, indicating that followers' responses
to ethical leader job expectations depend on their level of moral awareness and moral attentiveness.

6. Implication of the Study

Notwithstanding the theoretical arguments surrounding EL and organisational deviance, most extant works
have often taken a leader-focused approach without recourse to how subordinates' characteristics shape EL's
influence on subordinate behaviour. Particularly, within the Ghanaian context, there is limited understanding
of how employee moral awareness influences their recognition and perception of morality and moral
elements in their daily dealings at the workplace. Results from the study have somehow improved our
understanding regarding how EL's real impact may not always be direct but may depend on other situational
factors such as moral awareness. For example, the study's findings revealed that EL has a more significant
impact on subordinates' organisational deviance, especially when the subordinate has a high level of moral
awareness. Some practical implications of the study are for policy formulation and implementation at
organisational level regarding ethical leadership training which can influence productivity and efficiency in
organisations at the micro level and if all organisations are doing same, it will affect the economy at the
macro level.

7. Conclusions, Limitations, and Future Research

According to the study's findings, there is a significant negative association between employee
organisational deviance and EL. It implies that as EL increases, employee penchant for perpetrating
organisational deviance decreases in the same direction. Also, the study revealed that a subordinate's moral
awareness had a significant moderation role in the link between EL and organisational deviance among
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employees. It suggests that the impact of EL on subordinates' organisational deviance will be more
substantial, especially when the subordinate scores high on moral awareness.

Finally, like other research, this one had some limitations. For instance, the study used a survey design. This
design, per its architecture, constrained the study from making a more dependable causal inference between
EL and organisational deviance. As deviance predicts future behaviour, using survey data to assess the
respondent's DB and the perspective of the leader's ethical behaviour may result in unfair representation in
the respondent's assessments. All these factors are likely to affect the validity of the study results.
Accordingly, a longitudinal design should be used in future studies to augment the predictive power between
EL and employee organisational deviance. Again, the data came from only employees within the Ghanaian
banking sector. It suggests that results from the study cannot be generalised to other sectors within the
Ghanaian economy. Future studies should incorporate samples from different sectors to see the effects and
improve the study conclusions' generalizability. Lastly, this research looked at the moderating influence of
moral awareness in the analysis. Accordingly, other studies should examine how personal characteristics
such as age, job position, and gender moderate or mediate the connection between organisational deviance
among employees and EL.
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