[ Research Article

Industrial and Organizational Psychology Studies

Ind Organ Psychol Stud Received: 21.09.2021
Fall & Winter 2021 8(2), 483-502 Accepted: 18.02.2022

DOI: 10.22055/jiops.2022.38751.1250

The Relationship of Ethical Leadership and Organizational Identity
with Unethical Pro-Organizational Behavior Mediated by
Organizational Commitment

Mostafa Asheghi', Seyed Mohammad Javad Mousavi Nia %+ &,
Abdolzahra Naami®

1. MA of Industrial and Organizational Psychology, Faculty of Educational Sciences and
Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran

2. PhD Student of Industrial and Organizational Psychology, Faculty of Educational Sciences
and Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran

3. Professor, Department of Industrial and Organizational Psychology, Faculty of Educational
Sciences and Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran

Citation: Asheghi, M., Mousavi Nia, S. M. J., & Naami, A. (2021). The relationship of ethical leadership
and organizational identity with unethical pro-organizational behavior mediated by organizational
commitment. Industrial and Organizational Psychology Studies, 8(2), 483-502.

Abstract

Introduction

The purpose of this study was to investigate the relationship between ethical
leadership and organizational identification with unethical pro-organizational
behavior mediated by organizational commitment. Unethical pro-
organizational behavior refers to “actions that are intended to promote the
effective functioning of the organization or its members, and violate core
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societal values, morales, laws, or standards of proper conduct”. This definition
highlights two dimensions of Unethical pro-organizational behavior. First,
UPOB is unethical in that it involves committing an action that goes against
widely societal values, laws, or norms. Second, UPOB is intentional insofar as
employees engage in the UPOB intending to benefit the organization,
members of the organization, or their leader.

Method

The present study was a descriptive correlational study. The population of the
present study included all the employees of Shahid Chamran University of
Ahvaz, from which 133 persons were selected by stratified random sampling
method as the sample of the study. The data collection instruments were the
ethical leadership (Brown et al.), organizational identification (Mael &
Ashforth), unethical pro-organizational behavior (Umphress et al.), and
organizational commitment (Allen & Meyer) questionnaires. Data were
analyzed using structural equation modeling (SEM) in SPSS-23 and AMOS-
23 softwares.

Results

Structural equation modeling analysis confirmed the fitness of the proposed
model. The results showed that ethical leadership and organizational identity
have positive and significant effects on unethical pro-organizational behavior
(p<0.01). Also, the mediating role of organizational commitment in the
relationships of ethical leadership and organizational identity with unethical
pro-organizational behavior were confirmed (p<0.01).

Discussion

In general, the results showed that when an organization has ethical leadership
and employees have a high involvement with their work and work
environment, in such circumstances, they will have more organizational
commitment and will seek compensation according to social exchange theory.
So, probably they will have more unethical pro-organizational behavior To
benefit their organization.

Keywords: ethical leadership, organizational identification, unethical pro-
organisational behaviour, organizational commitment
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Table 1. Descriptive statistics and bivariate-correlations for research variables

Variables M SD 1 2 3 4
Ethical leadership 35.82 9.00 -

Organizational identification 21.68 4.06  0.29** -
Organizational Commitment 80.19  18.99  0.30** 0.56** -

Unethical pro-organisational behaviour 20.58  4.35  0.33**  0.36** 0.29** -
Note: **Correlation is significant at the 0.01 level (2-tailed).
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Table 2. Fit indices among competing models.

Variable fitindices x> df x?/df GFI AGFI NFI CFI IFI TLI RMSEA
Acceptable values - - <5 2090 2090 20.90 >0.90 >0.90 >0.90 <0.080
Proposed model 85.69 25 342 094 094 096 096 096 0.95 0.07
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Table 3. direct effects for the final mediational model.

Paths B B SE. CR P
Ethical leadership > Organizational Commitment 022 031 005 542 0.001
Organizational identification > Organizational Commitment 029 042 025 436 0.001
Organizational Commitment - unethical pro-organisational 0.18 0.09 0.04 245 0.001
behavior
Ethical leadership > unethical pro-organisational behavior 027 0.38 0.07 523 0.001

organizational identification > unethical pro-organisational behavior  0.28 0.15 0.11 3.87 0.001
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Table 4. Indirect effects for the final mediational model
di 95% confidence
Indirect paths Indirect interval P
effect
Lower Upper
Ethical leadership - Organizational Commitment  0.11 0.03 0.27 0.001
> unethical pro-organisational behavior
Organizational identification - Organizational 0.33 0.27 0.43 0.001

Commitment > unethical pro-organisational behavior
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