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Abstract

The aim of the study is to survey the influence of ethical leadership on work engage-
ment and its dimenions. Furthermore, we examined the descriptive statistics, t- test,
anova test, reliability, correlation and regression analysis. It is noted that this examina-
tion is based on a survey of humanitarian aid organizations and 1312 people working
for humanitarian aid organizations in Turkey. Consequently, it is found that all estab-
lished hypotheses are supported and they are positively related to each other. Ethical
leadership has a significant effect on work engagement and its dimensions which are
vigor, dedication and absorption. In addition to these results, the relationship between
some demographic variables and ethical leadership and work engagement is also in-
vestigated. Employees who keep their business both at work and out of work are more
dedicated and employees who keep their business only at work are more absorptive.
Employees who don’t have much experience at work are more absorptive. Employees
who are at the middle age group have greater sense of perceived ethical leadership
and work engagement, more vigorous and absorptive. Employees whose ages are less
than 30 and between the ages of 30 and 40 are more dedicated.
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The Effect of Ethical Leadership on Work Engagement

Etik Liderligin is Katihm UzerindeKi EtKisi:
Tiirkiye’deki insani Yardim Kuruluslar1 Uzerine Bir Arastirma

0z

Bu calismanin amaci, etik liderligin ise adanmishiga ve ise adanmishigin boyutlarina
etkisini aragtirmaktir. Calismada tanimlayici istatistikler, t testi, Anova testi, giiveni-
lirlik, korelasyon ve regresyon analizleri yapilmistir. Bu ¢alisma, Tirkiye’deki insani
yardim kuruluslarinda ¢alisan 1312 kisi {izerinde gergeklestirilmistir. Sonug olarak,
kurulan tiim hipotezlerin desteklendigi ve degiskenlerin birbirleri ile pozitif yonde
anlamli olarak iligkili olduklar1 ortaya koyulmustur. Etik liderligin ise adanmislik ve
dinglik, adanmiglik ve yogunlasma boyutlari tizerinde 6nemli bir etkisi oldugu tespit
edilmistir. Bu sonuclara ek olarak, bazi demografik degiskenler ile etik liderlik ve ise
adanmislik arasindaki iliski de incelenmistir. isini is disnda da devam ettiren ¢alisan-
larin ise adanmisliklar1 daha fazla iken isini sadece isinde devam eden ¢alisanlar isleri-
ne daha fazla yogunlasmaktadirlar. Is tecriibesi fazla olmayan calisanlarin da islerinde
daha fazla yogunlastiklari tespit edilmistir. Orta yas grubundaki ¢alisanlarin etik lider-
lik ve ise adanmiglik algilar1 daha yiiksek bulunurken islerinde daha ding ve islerine
daha fazla yogunlastiklar: belirtilmektedir. 30 yasin altinda ve 30 ile 40 yas arasinda
bulunan ¢alisanlarin adanmighk duygular1 daha ytiksektir.

Anahtar Kelimeler

etik liderlik, ise adanmigslik, insani yardim kuruluslari
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Introduction

The word “aid” is defined as “make it easier or possible for (someone) to do
something by offering them one’s services or resources” and the word hu-
manitarian is defined as “concerned with or seeking to promote human wel-
fare” (Soanes & Stevenson, 2004). As a result of structural crises or all kinds
of natural disasters and crises created by human beings such as war, conflict,
exile, humanitarian aid concept includes activities aimed at ending the hu-
man suffering and reducing the negativity such as death, injury and material
damage caused by these crises (Inan, 2012: 8). There are four core elements
of humanitarian aid and these are the protection of the right to life, health,
what is necessary to survive and the physical security (Darcy & Hofmann,
2003: 5). From this point of view, water and food aid, cash assistance, edu-
cation and health facilities, physical improvement studies, raising awareness
of natural disasters, planning and disaster risk can be considered as the main
humanitarian activities (inan, 2012: 9). The organizations taking part in var-
ious stages of humanitarian activities and which are specialized in the field
are expressed as humanitarian aid organizations (Inan, 2012: 16). In addition
to these definitions humanitarian worker concept includes all employees em-
ployed by humanitarian aid organizations, either internationally or nation-
ally, or recruited from among the individuals of the beneficiary community,
either formally or informally, to carry out the activities of the organization
(Bennett, 2002).

It is important for all kind of organizations to create a sense of ethical lead-
ership and strengthen work engagement of employees. Ethical leadership is
thought to be important in the literature because it provides an effective com-
munication and interaction between leaders and folllowers by displaying eth-
ical behavious in the work environment. On the other hand work engagement
is also an important phenomenon because that it is the driving force behind
a company’s competitiveness and success. Employees who are engaged have
a willingness to show the top of the effort required on the job and to achieve
the most appropriate performance required (Engelbrecht, Heine & Mahembe,
2014). Relationship between leaders and their followers is important and it
can be considered as a predictor of work engagement.
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Litreture Review

Ethical leadership

Ethical leadership is a value- oriented leadership style that has an impact on
followers’ self-concept and beliefs which affect their motivation, attitudes,
and behaviors by acting as role models. When we think how the leaders act as
a role model it is empasized that ethical leaders show ethical behaviour and
serve as a role models by taking into account ethical and moral values. They
also take part in communication processes with followers and they amplify
certain values and identities in them (Den Hartog & Belschak, 2012). Lead-
ers are ethical role models in part by showing such behaviors that are eval-
uated by followers as normatively appropriate and after that they become
attractive, credible, and legitimate. These behaviors include being honest,
considering others and treating employees fairly (Brown, Trevifio & Hart-
man, 2005: 120). Ethical leaders are the leaders who treat their employees
fairly in an impartial and unbiased manner (Zhu, May & Avolio, 2004: 17).
The main purpose of the leader behavior is to influence the activities of the
members of the organization. Affecting the activities will ensure that the or-
ganization reaches its goals by reflecting on the behavior of the employees.
The role behavior of the leader, the strategies and tactics he follows affect
the values, beliefs and behaviors of the audience as well as the success of the
organization and ensuring compliance. Leader’s behavior and the strategies
he follows make sense when he is perceived ethically by employees (Arslan-
tas & Dursun, 2008; Helvaci, 2010: 395). The basic characteristics of ethical
leaders are indicated in the study of Resick, Hanges, Dickson, and Mitchelson
in 2006. These are “character and integrity, ethical awareness, community/
people-orientation, motivating, encouraging and empowering, and managing
ethical accountability” (Resick et al., 2006: 346). These characteristics are
discussed shortly below.

. Character and integrity: The term character symbolizes commitment to
virtue in any case. Virtue means to keep the social interest above the personal
interest. Leaders who has a good character keep the virtue above everything
(Bass & Steidlmeier, 1999: 196). The word integrity is suggested that it was
an important component of leading ethically by Brown et al, 2005. (Brown et
al, 2005: 119). It is empashised that if the followers perceived that the lead-
er has integrity then they would believe their leader is trustworthy (Dirks
& Ferrin, 2002: 613). Characteristics like character and integrity form the
basis of personality traits of leaders and they have a great importance in the
beliefs, decisions and actions of the leader. Because they guide their thoughts,
decisions and actions (Resick et al,, 2006: 347).

e  Ethical awareness: It is the capacity of the person in relation to the percep-
tion and sensitivity to ethical issues while making choices that may signifi-
cantly affect other people. Moreover, ethical awareness can be applied to the
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results of actions or decisions, but at the same time to the processes used to
achieve these results (Resick et al., 2006: 347).

. Community/people-orientation: Ethical leaders focus on how they can
serve the greater good for organization and the community (Trevifio et al,
2003: 19). Ethical leaders are also people-focused so that they care about,
respect, support, and treat people fairly (Trevifio et al, 2003: 14).

e  Motivating: Motivating their followers for the ethical leaders is also an im-
portant factor. Because well-motivated employees keep the objectives of the
organization above their goals (Bass & Steidlmeier, 1999).

e  Encouraging and empowering: Ethical leaders encourage and empower
their followers to enable them to gain a sense of personal competence (Resick
etal, 2006: 347) which is defined as “the ability to do something successfully
or efficiently” (Soanes & Stevenson, 2004). Then the employees will be com-
petent in their task (Resick et al,, 2006: 347).

e  Managing ethical accountability: Trevin'o et al. (2003) found that ethical
leaders set ethical behavior and expectation standards for their followers.
Further, ethical leaders establish standards of ethical behaviors and use their
reward and punishment systems to hold their subordinates accountable from
them which are available (Trevifio et al, 2003).

These characteristics discussed above are the ones ethical leaders should dis-
play while effecting their followers in the workplace. First of all, they should
have a good character and integrity. In this way, they can be virtuous and hon-
est and influence their followers. Secondly ethical leaders should be aware
of ethical issues and reflect them in their behaviors and decisions. Thirdly
ethical leaders should display community/people-orientated attitudes to be
understood respectful, fair and trustworthy by their followers. Fourthly moti-
vation process is an important factor for followers and ethical leaders should
motive them to achieving targeted objectives. Fifthly ethical leaders encour-
age and empower their followers to help them to gain a personal competence.
Helping to gain a personal competent like any important personality skills, is
important to build trust in their followers. Lastly setting ethical behavior and
expectation standards for their followers is important for the ethical leaders.
After this setting process they can use their reward and punishment systems
and then their followers are going to be responsible from these standards.

Work engagement

A positive, satisfactory state of mind which is characterized by vigor, dedica-
tion, and absorption is called work engagement (Schaufeli et al., 2002: 74). In
addition, work engagment is expressed as a permanent and widespread emo-
tional-cognitive situation that does not focus on a particular object, event,
person or behavior. First dimension of work engagement is vigor and defined
as an individual’s high energy and flexible mind while working, making a
great effort to do its job and showing patience even in the face of challenges.
The second dimension is dedication and it is defined as a sense of signifi-
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cance, enthusiasm, inspiration, pride, enthusiasm, inspiration, and challenge.
Third dimension is absorption which occurs when an employees is fully con-
centrated and happily engrossed in his/her work (Schaufeli & Bakker, 2004:
295). In other words employees who are engaged with their job have much
energy, are enthusiastic about their work and are not be aware of how time
passes while working (Bakker & Demerouti, 2008: 210). According to Kahn
(1990) people who are engaged in their work express themselves physically,
cognitively, and emotionally while performing their role (Kahn, 1990: 694).
In this way, employees work hard for their jobs because they are identified
with their jobs (Bakker et al., 2008: 189). On the other hand Rothbard (2001)
approached from a different perspective and defined as a a two-dimensional
motivational construct which includes attention and absorption (Rothbard,
2001: 656 Bakker, et al., 2008: 189). Most of the researchers are joined to-
gether at the same point that engagement has two dimensions which are
called as an energy and an identification (Bakker, et al., 2008: 189).

Some of the particular human resource management strategies can improve
and increase the employee engagement. For example, better job design, job
rotation, changing jobs and some motivating potential of job resources can
improve and increase the levels of employee engagement. Because these
business-related changes increases employees’ motivation and encourages
learning and professional development (Schaufeli, 2012: 5).

Antecedents of work engagement are mentioned in most of the studies and
it is generally categorized into two groups which are job resources and per-
sonal resources. Job resources are such resources that refer to the physical,
social, or organizational aspects of the job. For instance leadership styles,
organizational justice, supervisors’ support to their followers, autonomy,
opportunities for development, performance feedback are the examples of
job resources (Schaufeli, 2012: 5). A meta- analysis done by Christian et al.
(2011) proved that the job resources are the most important predictors of
work engagement (Christian et al,,2011). Moreover, Bakker et al. (2007) col-
lected the data from Finnish teachers who were working elementary, second-
ary, and vocational schools for their research. According to the data obtained
from this other study it was revealed that job resources serve as a buffer in
the relationship between students’ unwanted behavior and work engage-
ment. The job resources such as suport from the supervisor, innovativeness,
appreciation, organizational climate help teachers while coping with the stu-
dents misbehaviours (Bakker et al., 2007). In addition, personal resources are
the ones that are the positive self evaluation of individuals such as self- effi-
cacy, self- esteem, optimism or an ability to regulate emotions. Studies have
shown that job resources are personal resources have a positive impact on
work engagemet (Schaufeli, 2012: 5).

There are possible consequences of work engagement and examples of these
are positive attitudes and behaviors related to work and being healthy and
well-being (Schaufeli, 2012: 5). Performance of employees who are engaged
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are higher because with the feeling of positive emotions they create new ide-
as and resources, they are more healthy and have a more energy while work-
ing and they spread their enagegement to work to other employees and this
improves and increases the team performance (Bakker, 2009). Emloyees who
are more engaged at their work are more committed to the organization, have
less absenteeism, are less likely to leave the organization, feel positive emo-
tions, are more active, are mentally and physically healthy and have a greater
motivation while working (Schaufeli, 2012: 5). In study of Schaufeli & Van
Rhenen (2006), engaged and nonengaged managers were compared to each
other and it was found that managers who were engaged were more energic,
more cheerful, more willing, more enthusiastic and more inspiring than the
managers who were nonengaged (Schaufeli & Van Rhenen, 2006). In addi-
tion to this study Bakker and Xanthopoulou (2013) determined that engaged
school principals at work were perceived more creative and charismatic by
their teachers (Bakker & Xanthopoulou, 2013).

The Relationship Between Ethical Leadership and Work Engagement

Work engagement is evident in employees when they are comitted to work
and enjoy while working. Engaged people can also go to an extra trouble for
their work. Macey et al. (2009) claimed that the work engagement occurs af-
ter there is capacity, knowledge, freedom and motivation of employees. Be-
sides work engagement, ethical leadership presents different characterstics
of leaders and these characteristics can be an impact on work engagement
of employees (Engelbrecht et al., 2014: 2). For example ethical leaders pro-
vide a social support, feedback on performances, autonomy, and learning op-
portunities which are included in job resources and these job resources help
employees to concentrate on work while they are working. Because these
resources provides employees a necessary assistance to be good at their
work and play an intrinsic motivational role then they are positively associ-
ated with work engagement (Bakker & Demerouti, 2008). If the employees
feel motivated and treated with respect and perceived that they are valued
by the organization then they will be engaged in their work. Also the work
engagement results when an employee granted authority in desicion making
processes and has the freedom on taking action without the need to consult
the supervisor in every time. According to Macey et al (2009), employees who
know what the strategic priorities of the organisation are and how they are
going to help to reach the company’s goals through their work they will be
more engaged in their work (Macey et al.,, 2009). The study done by Den Har-
tog and Belschak in 2012, the study done by Engelbrecht et al.in 2014 and the
study done by Tasliyan et al. In 2016 determined that ethical leadership has a
positive impact on work engagement. They argue that the leaders behaviours
such as sharing moral values, being honest and fair, caring others will foster
employees’ work engagement’ (Den Hartog & Belschak, 2012: 35). Employ-
ees perceived their leaders as ethical they show higher engagement in their
work (Engelbrecht et al.2014, p.3). Sugianingra et al., 2014: 3) also found in
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their study that there is a positive and significant relationship between eth-
ical leadership and work engagement which means that the the better the
ethical leadership the higher feeling of work engagment.

As it is understood from the studies mentioned the strong sense of ethical
leadership of employees can increase their engagement to work. The results
from studies show that if a leader is fair, shares the desicion making process
with his/her followers, expresses roles clearly, displays a community and
people oriented behavior, has a sense of integrity, guides on ethical issues,
and pays attention to sustainability then he/she will have the skills to in-
crease work engagement and its dimensions of vigor, dedication and absorp-
tion (Sugianingra et al., 2017: 8).

From the above literature review on ethical leadership and work engagement
the following hypotheses are set to be tested in this article:

Hypothesises

e  HI: Ethical leadership has a positive and significant effect on work engage-
ment and its dimensions (vigor, dedication and absorption).

e  Hila: Ethical leadership has a positive and significant effect on work engage-
ment.

e  HI1b: Ethical leadership has a positive and significant effect on vigor.
e Hlc: Ethical leadership has a positive and significant effect on dedication.
e HI1d: Ethical leadership has a positive and significant effect on absorption.

According to the hypothesises the conceptual model of the research is set up
like in Figure 1.

Figure 1. Conceptual Model of The Research

WORK ENGAGEMENT

Vigor J_[ Dedication ﬂAbsorption
T

ETHICAL LEADERSHIP

Hib

Hlc

Hid

Method

Participants and Procedure

The universe of the research is composed of employees working in human-
itarian aid organizations in Turkey. In this phase a total of 1312 employees
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working in these organizations selected through simple unselected sampling
method. The profile of the respondents is displayed in the Table 1 shown be-

low.

Table 1. The Profile of the Respondents Working in Humanitarian Aid Organizations

Educational Status N % Number of children N %

Primary School 29 2 0 349 | 27

Middle School 47 4 1 275 | 21

High School 238 18 2 372 | 28

Undergraduate (two-year) 215 16 3+ 316 | 24

Undergraduate (four-year) 582 44 Overall Total 1.312 (100

Postgraduate 165 13

Doctorate 36 3

Overall Total 1.312 | 100

Age N % Marital status N %

<30 462 35 Single 243 | 19

31-40 622 47 Married 1.069 | 81

41+ 228 17 Overall Total 1.312 {100

Overall Total 1.312 | 100

Gender N % Gender of Your Manager N %

Female 194 15 Female 209 | 16

Male 1118 | 85 Male 1.103 | 84

Overall Total 1.312 | 100 Overall Total 1.312 {100

Do You Keep Your Business Out| N % Is there a person you are manager| N %

of Work? of him/her?

Yes 590 45 Yes 471 | 36

No 722 55 No 841 | 64

Overall Total 1.312 | 100 Overall Total 1.312 (100

Total Career Period (years) N % Number of people you're the man-| N %
ager

<10 789 60 0 841 | 64

10+ 523 40 1-10 309 | 24

Overall Total 1.312 | 100 11-20 69 5
21+ 93 7

Working Period in this Institu-| N % Overall Total 1.312 {100

tion (years)

<10 1.061 | 81

11-20 203 15

21+ 48 4

Overall Total 1.312 {100
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According to the Table 1, 29 workers (2%) had education only up to primary
school, 47 workers (4%) had education up to middle school, 238 workers
(18%) had education up to high school, 215 workers (16%) were two-year
undergraduates, 582 workers (44%) were four year undergraduates, 165
workers (13%) were postgraduates and 36 workers (3%) were doctorates.
462 workers (35%) aged under 30 years old, 622 workers (47%) aged 31
to 40 and 228 workers (17%) aged 41 and over. 194 workers (15%) were
female whereas 1118 workers (85%) were male. 1061 workers (81%) were
working in the institution less than 10 years, 203 workers (15%) were work-
ing in the institution between 11-20 years and 48 workers (4%) were work-
ing in the institution above 21 years. 243 workers (19%) were single where-
as 1069 workers (81%) were married. 590 workers (45%) participated in
this research kept their business out of work whereas 722 workers (55%)
didn’ t keep their business out of work. 789 workers (60%) had less than 10
years of work experience, 523 workers (40%) had 10 or more than 10 years
work experience. 349 workers (27%) had no children, 275 workers (21%)
had one child, 372 workers (28%) had two children, 316 workers (24%) had
three children or more than three children. 209 workers (16%) had a female
manager whereas 1103 workers (84%) had a male manager. 417 workers
(36%) were a manager of someone whereas 841 (64%) were not a manager
of someone. 841 workers (64%) were not a manager of someone, 309 work-
ers (24%) were a manager of 1-10 people, 69 workers (5%) were a manager
of 11-20 people, 93 workers (7%) were a manager of more than 20 people.

Measuring instruments

Two measuring instruments were used to measure the constructs of ethical
leadership and work engagement.

Work engagement was measured by 17-item Utrecht Work Engagement Scale
(UWES) which was developed by Schaufeli and Bakker in 2003. The scale in-
cludes three dimensions of work engagement and they are named as vigor,
dedication and absorption. This scale was translated into Turkish in accord-
ance with the other translations in the literature (Turgut, 2011: 165). The
three scales are highly internally consistent with Cronbach’s alphas exceeding
0.7 (Schaufeli & Bakker, 2003).

The other scale used in the research is the Ethical Leadership Questionnaire
(ELQ) developed by Brown, Trevino and Harrison in 2005 (Brown et al,,
2005:125). There are 10 items on this scale. The validity and reliability of this
scale for Turkish use were analyzed by Tuna, Bircan and Yesiltas in 2012. As
a result of this study, the scale is highly internally consistent with Cronbach’s
alphas exceeding 0.7. This scale is capable of measuring ethical leadership
practices in Turkey and has been found to have adequate validity and reliabil-
ity (Tuna, Bircan & Yesiltas, 2012: 152-153).
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Reliability analysis

Reliability analysis was estimated by using SPSS, Version 21. At the end of the
analysis it was determined that all the Cronbach’s alpha values were bigger
than 0,7 (see Table 2). As presented in Table 2, the results are considered to
be very reliable.

Table 2. Reliability of the Measurement Scales

Scale Number of Items o (Cronbach’s Alpha)
Ethical Leadership 10 0,958

Work Engagement 17 0,958

Vigour (dimension of work 6 0,894
engagment)

Dedication (dimension of work 5 0,891
engagment)

Absorption (dimension of work 6 0,891
engagment)

Results

Differential level of ethical leadership and work engagement based on
various demographic variables

To understand if there is a difference between some of the demographic var-
iables and the ethical leadership and work engagement, independent sample
t- test and ANOVA test were performed.

First of all, it is analyzed if there was a difference between keeping business
out of work variable and ethical leadership and work engagement variables
(see Table 3). As Table 3 shows, there was no significant difference between
keeping business out of work variable and ethical leadership, work engage-
ment and vigor variables (p>0,05). From the analysis it is found that there
was a significant difference between keeping business out of work variable
and dedication and absorption (p<0,05). Employees who are keeping their
business out of their work were much more dedicated into their job. On the
other hand employees who are not continuing to keep their business out of
their work were much more absorptive into their job.
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Table 3. T-Test for Determining Ethical Leadership, Work Engagement And Its Dimen-
sions of Empoloyees and Keeping Their Business Out of Work

Keeping std
Variables Business Qut | Number | Mean ) t df p
dev.
of Work
i Yes 590 4,04 0,89
Ethical 1230 | 1310 | 219
Leadership No 722 4,10 0,82
Yes 590 4,19 0,73
Work 2141 | 1310 | ,888
Engagement No 722 4,19 0,68
Yes 590 4,19 0,74
Vigor 5753 1310 451
No 722 4,22 0,70
Yes 590 4,40 0,73
Dedication 3,593 1310 ,000%**
No 722 4,26 0,68
Yes 590 4,00 0,84
Apsorbtion -2,322 1310 ,020*
No 722 4,10 0,76

***p<0,001 *p<0,05

Then, we analyzed if there was a difference between total work experience
variable and ethical leadership and work engagement variables. As Table 3
shows, there was no significant difference between total work experience
variable and ethical leadership, work engagement, vigor and dedication var-
iables (p>0,05). From the analysis it is found that there was a significant dif-
ference between total work experience variable and absorbtion (p<0,001).
Employees whose total work experience is less than 10 years were more ab-
sorptive into their job than whose total work experience is 10 or more than
10 years.

Table 4. T-Test for Determining Ethical Leadership, Work Engagement And its Dimen-
sions of Empoloyees and Total Work Experiences

Total Work
Variables ot . or Number | Mean | Std.dev. t df p
Experiences
i <10 years 789 4,09 0,84
Ethical - Y 987 | 1079257 | 324
Leadership 210 years 523 4,04 0,88
<10 years 789 4,22 0,71
Work Y 1,664 | 1134256 | ,096
Engagement | > 10 years 523 4,15 0,70
. <10 years 789 4,23 0,73
Vigor 1,337 | 1149,256 ,182
> 10 years 523 4,18 0,70
o <10 years 789 4,33 0,70
Dedication ,399 1100,925 ,690
> 10 years 523 4,31 0,72
. <10 years 789 4,10 0,80
Apsorbtion 2,677 | 1131,178 ,008**
> 10 years 523 3,99 0,79

**p<0,01
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Furthermore, we analyzed if there was a difference between age variable and
ethical leadership and work engagement variables. From the analysis in the
Table 5 shown, it is found that there was a significant difference between age
variable and the other variables (p<0,001). Post-Hoc analysis showed that
ethical leadership, work engagement, vigor and absorption perceptions were
more in employees who were 30-40 years old than who were less than 30
years old and more than 40 years old. In dedication dimension there was only
a difference in age groups <30 and 41 +; 30-40 and 41 +. Employees whose
ages less than 30 and 30-40 is more dedicated than employees whose ages
were 40 and above.

Table 5. Anova Test for Determining Ethical Leadership, Work Engagement and Its
Dimensions of Empoloyees on Age Group

Sum of Mean

Age N Mean ss Variables Groups Squares df Square F Sig.
<30 | 462 | 4,035 | ,8419 Between
Groups | 49333 | 2 | 24,667
30- Ethical Within | 908,991 | 1309 | ,694
622 | 4,234 | 6912 -
40 Leadership | Groups 35521 | ,000

41+ | 228 | 3,696 | 1,1216
Total | 1312 | 4,071 | ,8550

Total 958,324 | 1311

Between
Groups | 22,274 2 11,137
Within | 628546 | 1309 | 480 | 53104 | gopues

<30 | 462 | 4,14 0,70

301 622 | 431 | 059 Work
40 Engagement Groups

41+ | 228 | 3,96 0,90
Total | 1312 | 4,19 0,70

Total 650,819 | 1311

30 | 462 | 415 | 073 Between
Groups | 24,621 2 | 12310
30- Within | 654,975 | 1309 ,500
40 622 4,34 0,61 Vigor Groups 24-,603 '000***

41+ | 228 | 3,98 0,89
Total | 1312 | 4,21 0,72

Total 679,596 | 1311

30 | 462 | 432 | 069 Between
Groups | 16,175 2 8,087
30- Within | 636,594 | 1309 ,486
40 | 622 | 441 | 059 | Dedication | Groups 16,630 | ,000%*

41+ | 228 | 4,10 0,94
Total | 1312 | 4,32 0,71

Total 652,769 | 1311

Between
D I i Groups | 26,753 2 13,376
30- Within | 801,977 | 1309 | ,613
40 622 | 419 | 0,69 Absorption Groups 21,833 | ,000%**

41+ | 228 | 3,81 0,95

Total 828,730 | 1311

Total | 1312 | 4,06 0,80

4.<0,001
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Descriptive statistics, correlation and regression analysis

Table 6 represents descriptive statistics of ethical leadership, vigor, dedca-
tion, absorption, work engagement and the correlations between these five
variables. The means of these variables are above 4 and standard deviations
are above 0.70 (see Table 6). As seen in Table 6, all variables are positively
correlated with each other. Ethical leadership is significantly and positively
associated with vigor (r= 0,666, p<0,01), dedication (r= 0,624, p<0,01), ab-
sorption (r=0,631, p<0,01) and work engagment (r=0,676, p<0,01).

Table 6. Means, Standard Deviations, and Correlations Coefficient For Ethical Leader-
ship, Vigor, Dedication, Absorption and Work Engagement

Variables M SD Legghei::ﬁip Vigor | Dedication | Absorption Eng‘;\g:r];ent
E(te};g:iship 4,07 0,86 1 0,666** 0,624** 0,631** 0,676**
Vigor 4,21 0,72 0,666** 1 0,858** 0,888** 0,967**
Dedication 4,32 0,71 0,624** 0,858** 1 0,798** 0,922%*
Absorption 4,06 0,80 0,631** 0,888 ** 0,798** 1 0,954**
Work 419 | 070 | 0676 | 0967 | 0922 0,954%* 1
Engagement

**Correlation is significant at the 0.01 level (2-tailed). M = Mean, SD = standard deviation

The model determining the effect of work engagement on ethical leadership
is significant. In this model dependent variable is work engagement whereas
independent variable is ethical leadership and they are displayed in Table 7
(Adjusted R2 = 0,456; F=1099,438; Sig(p)=, 000). As suggested in H1a, re-
gression analysis indicated that ethical leadership had a significant impact on
work engagement. So, H1a is supported.

Table 7. Results of Regression Analyses for Ethical Leadership Explaining Overall
Work Engagement

Independent ) . i
Variable B B t p R Adjusted R
Ethical 0,557 | 0676 | 33158 | 0,000 | 0456 0456
Leadership

Dependent Variable: Work Engagement
Note: F=1099,438; p<0,001

Secondly, it is searched the effect of vigor on ethical leadership and the mod-
el was found significant which is illustrated in Table 8 (Adjusted R2 =0,443;
F=1045,427; Sig(p)= 0,000). As suggested in H1b, regression analysis indi-
cated that ethical leadership had a significant impact on vigor. So, H1b is sup-
ported.
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Table 8. Results of Regression Analyses for Ethical Leadership Explaining Vigor Di-
mension of Work Engagement

Independent .

2 2
Variable B B t p R Adjusted R
phical 0,561 0666 | 32,333 | 0,000 0,444 0,443
Leadership

Dependent Variable: Vigor
Note: F= 1045,427; p<0,001

Further, we examined the effect of dedication on ethical leadership and it is
seen from the Table 9 that ethical leadership had a positive effect on dedica-
tion (Adjusted R2? =0,389; F=834,936; Sig(p)= 0,000). Hence, H1c is support-
ed.

Table 9. Results of Regression Analyses for Ethical Leadership Explaining Dedication
Dimension of Work Engagement

Independent ) . i
Variable B B t p R Adjusted R
Ethical ; 0,515 0,624 28,895 0,000 0,389 0,389
Leadership

Dependent Variable: Dediction
Note: F= 834,936, p<0,001

Finally, it is determined that the effect of absorption on ethical leadership
and the model was found significant which is shown in Table 10 (Adjusted R?2
=0,398; F=868,295; Sig(p)= 0,000). As suggested in H1d, regression analysis
indicated that ethical leadership had a significant impact on absorption. Ac-
cording to the results, H1d is supported.

Table 10. Results of Regression Analyses for Ethical Leadership Explaining Absorp-
tion Dimension of Work Engagement

Independent ) Adjusted
Variable B B t p R R2
Ethical 0,587 0,631 29,467 0,000 0,399 0,398
Leadership

Dependent Variable: Absorbtion
Note: F= 868,295; p<0,001

Results of Regression Analyses are shown in Figure 2.

Figure 2. Results of regression analyses of the impact of ethical leadership on work

engagement and its dimensions
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B=0,676* WORK ENGAGEMENT
ETHICAL LEADERSHIP :
Vigor [ Dedication u Absorption
B=0,666** f
B=0,624**
B=0,631**

As seen in the Figure 2, ethical leadership has a positive effect on work en-
gagement explained by 67,6% (p=0,000); which means that if the ethical
leadership behaviours increase than work engagement of employees also in-
creases. It is also displayed in the Figure 2 that ethical leadership has a pos-
itive effect on the dimensions of work engagement and vigor is explained by
66,6% (p=0,000) dedication is explained by 62,4% (p=0,000) and absorption
is explained by 63,1% (p=0,000). These results show us that increasing ethi-
cal leadership behaviours means increasing vigor, dedication and absorption
dimensions of work engagement.

Discussion and Suggestions

The main objective of this research is to investigate whether ethical leadership
has an impact on work engagement and its dimensions. Based on the results
of the regression analysis, the designed model was found to be significant and
all hypotheses were supported. The results concluded in this study are simi-
lar to some results of older research in the literature. One of these research,
which is done by Den Hartog and Belschak in 2012 stated that employees
who perceived their leaders to behave ethically were more engaged in their
work and they felt vigorous, dedicated and absorptive in higher level while
working. Positive relationship between ethical leadership and work engage-
ment is among the results of the study. This means when employees perceive
ethical behaviors of the leaders, they tends to be more engaged to their work.
Macey et al. (2009) stated that work engagement is the result of motivation
of employees by their leaders in order to uncover their capacity and feel free-
dom and give all knowledge to the work. Ethical leaders are considered as
honest and trustworthy. Beyond this, ethical leaders give impression that be-
have fairly to employees, give principle based decisions, and take into account
employees and broader society in decisions (Brown & Trevino, 2006). The
similar results were found by Sugianingra et al. and the study determined that
there was a a positive and significant relationship between ethical leadership
and work engagement (Sugianingra et al., 2017). In short, ethical leaders ena-
ble employees to take initiatives in the workplace and ensure that employees
are fully concentrated and fully dedicate themselves in the work (Engelbre-
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cht et al, 2014). In regression analysis the beta variable ($=0,68; p<0,001)
was found higher than the beta variables of other studies. For example, Den
Hartog and Belschak (2012) confirmed that ethical leadership has a positive
relationship with work engagement ( =0,54; p <0,01). Also Engelbrecht et
al. (2014) found a positive relationship between ethical leadership and work
engagement (ff =0,30; p <0,05). In addition to these studies Sugianingra et al.
(2017) found that ethical leadership has a significant influence on employee
engagement (8 =0,65; p <0,001).

In this study also some significant differences were found in employees’ de-
mographic parameters. One of the demographic parameter is keeping their
business out of work or not. Some employees keep their business both at
work and out of work. These employees are more dedicated into their job
than the others who only keep their business at work. However, employees
who don’t keep their business both at work and out of work but only at work
are more absorptive in their job. In short, if the employees are so much ded-
icated into their job then they are going to continue it out of their work. On
the other hand, if they do not keep their job out of their work then they can
consantrate on their job more easyly.

The other demographic variable is total work experiences of employees
which is investigated in this study. Employees who don’t have much experi-
ence at work are more absorptive, may be because of their enthusiasm while
working.

After that age variable is investigated in this study. Age variable seperated
into three groups. These are less than 30, between 30-40 and 41 and above.
So, employees who are at the middle age group have greater sense of per-
ceived ethical leadership and work engagement more vigorous and absorp-
tive than the employees who are at the other age groups. Beyond this, em-
ployees whose ages are less than 30 and between the ages of 30 and 40 are
more dedicated than whose ages are 41 and above 41. As this research shows
middle age group generally is more engaged in their job and has more ethical
leadership perceptions.

Taking into account the results of this research, other researchers may con-
duct similar research on other non-governmental organizations and compare
the results with the results of this research. Furthermore, this research has
been carried out on humanitarian aid institutions in Turkey and has a num-
ber of limitations. First of all, this research is identified the relationship be-
tween the concerned variables and the impact of ethical leadership on work
engagement. There are of course the other variables which have an impact on
work engagement. Future studies will be able to determine the variables that
can affect the work engagement and and they could also find out other me-
diating and moderating variables which have an effect on work engagement
(e.g. organizational citizenship behaviour, organizational trust, organization-
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al culture, organizational climate, organizational health, etc.). One of the other
limitation is that the study is conducted on employees who are working in hu-
manitarian aid organizations. Future studies could be conducted on the other
employees working in other institutions.

This study differs from other studies in terms of the humanitarian aid or-
ganizations. Although people working in these organizations in Turkey work
with great sacrifice, their personal income is very low. The main purpose of
the enterprises which are not working as humanitarian aid organizations is
to make a profit and make this profit permanent. All institutions and individ-
uals in the economic environment are trying to maintain their lives accord-
ing to this principle. Although the humanitarian aid organizations differ from
other enterprises for their purposes, because they are working in the same
economic environment and they should take into consideration the economic
environment while doing their business. Also it should not be neglected that
these organizations are accountable and have transparency features like oth-
er organizations. On the other hand, although it is based on volunteerism for
the employees working in these institutions the behaviors and ethical leader-
ship features of the managers are very important for their work engagmenet
perceptions. This importance is more effective than the employees working
in ordinary organizations. Because the behavior of executives in companies
that are unethical or which are not approved for any other reason but which
have a positive effect such as increasing the profitability of the company or
increasing their market share are not seen or criticized within the company.
On the other hand, adaptation to ethical values is very important in human-
itarian aid organizations. The main purpose of people being here is a purely
humanitarian purpose, and this purpose cannot be explained by the phrase
that is “every means to the purpose is legal”.

In this study, it is emphasized that ethical leadership is effective on work en-
gagement. In conclusion, organizations should ensure that ethical leaders
carry out administrative functions effectively. In accordance to these factors,
work engagement will be promoted amongst employees because employees
who think that their leaders act ethically and fairly are goig to be engaged in
their job. In addition by being a role model and encouraging employees there
will be positive outcomes like work engagement for the organizations.
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