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Abstract:

Existing ethical leadership scales are often limited by sector-specific designs and lengthy munltidimensional structures, restricting their
applicability in diverse organizational contexts. Addressing this limitation, the present study develops and validates a concise, cross-sectoral
Ethical 1 eadership Scale. Data were collected from three independent samples representing education (ny = 385), healthcare (nz = 447),
and industry (ng = 503). Following a rigorous scale development procedure, an initial 14-item instrument was assessed using exploratory
and confirmatory factor analyses, along with criterion-related validity testing. The results support a robust two-dimensional structure
consisting of ten items: valne-based ethical leadership and bebavioral ethical leadership. The scale demonstrates strong psychometric
properties, including high validity and reliability across heterogeneons samples. By introducing a short, theoretically grounded, and
empirically validated instrument, this study contributes to the ethical leadership literature by overcoming limitations related to sector
specificity and measurement complexity. The cross-sectoral validation enbances the generalizability and practical utility of the scale,
particularly in large-scale and time-constrained research settings. The proposed scale provides researchers and practitioners with an efficient
and reliable tool for assessing ethical leadership across diverse organigational environments, thereby advancing both empirical research and
evidence-based management practices. The scale items are presented in both English and Turkish at the end of the study.
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1. Introduction

Ethical leadership has become an increasingly prominent topic in both the business world and society at large. There
is a growing awareness that leaders not only have a responsibility to their organizations but also to their
communities, to do what is right when carrying out their duties (Ahn et al., 2018; Kuenzi et al., 2020; Palanski et al.,
2021; Zhu et al,, 2016). Ethical leadership entails leaders upholding ethical principles and not only protecting their
values but also ensuring the well-being of their employees, customers, and society at large (Al Halbusi et al., 2022;
Babalola et al., 2019).

Ethical leadership involves leaders evaluating their responsibilities and decisions based on ethical principles and
values, and acting accordingly (Al Halbusi et al., 2021a; Latta & Clottey, 2020; Pircher Verdorfer & Peus, 2020).
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Ethical leadership is of great importance in ensuring the sustainability of organizations, increasing employee
satisfaction, and creating social impact. The attitudes and behaviors of leaders based on ethical principles have a
significant impact on employee satisfaction, organizational culture, social development, and many other factors.
Therefore, discussions on the importance of ethical leadership and leaders' ethical behaviors have been increasing in
recent times (Al Halbusi et al., 2020; Cheng et al., 2022; Mitchell et al., 2020; Ng et al., 2021).

Numerous theoretical and practical studies have been conducted to establish an ethical leadership environment in
organizations, as well as to understand the concept of ethical leadership, identify the factors that influence ethical
leadership and develop and sustain ethical leadership within organizations, and to determine and discuss their effects
(O'Keefe et al., 2020; Miao et al., 2020; Peng & Wei, 2020; Salem et al., 2020; Shakeel et al., 2019; Zhu et al., 2021).
However, for these activities related to ethical leadership to be carried out, they must first be measurable. Therefore,
it is necessary to develop a specific scale for ethical leadership by addressing the shortcomings of previously
developed scales.

Some of the scales used in the literature may not cover all dimensions of ethical leadership or may not be valid in
certain contexts (Brown et al., 2005; Tuna et al., 2012). For instance, some scales may have been designed for only a
single industry or cultural context. Changing societal and business values, digitalization, and other modern
developments can lead to changes in the understanding of ethical leadership. Existing scales may not encompass
these new developments. New work models, such as digitalization and remote work, have altered the concept of
ethical leadership. A new scale could measure the leadership skills and behaviors required by this transformation. The
roles of leaders in technology and data ethics are evolving, and existing scales may not cover these new
responsibilities. Additionally, it has been observed that some of the scales used are very multidimensional and consist
of numerous items (Kalshoven et al., 2011; Tenuto & Gardiner, 2017; Yukl et al., 2013). Long scales can lead to
participant fatigue and distraction, negatively affecting the accuracy and consistency of responses. Long scales may
decrease the likelihood of participants completing the survey. Particulatly due to time constraints in the business
world or academic studies, participants may refuse to complete lengthy scales. Long scales may not be practical,
especially in research with a large participant base, training programs, or internal evaluations. Shorter scales improve
applicability and usability.

These arguments demonstrate why developing a new scale for ethical leadership might be meaningful and necessary.
Therefore, it is necessary to develop a specific Ethical Leadership Scale by addressing the shortcomings of previously
developed scales to measure ethical leadership with a valid and reliable measurement tool based on scientific
methods, which is aimed at determining ethical leadership in businesses/organizations operating in all sectors.
Furthermore, this study aims to contribute to the literature on management and organizational behavior disciplines,
such as measuring, controlling, and improving a situation that is a precursor and sequel to many desired variables
within organizations, such as ethical leadership.

2. Theoretical Framework

2.1. Ethical Leadership Theory

Ethical leadership involves the evaluation of leaders' responsibilities and decisions based on ethical principles and
values, and acting accordingly. This style of leadership is of great importance for ensuring the sustainability of
institutions, increasing the satisfaction of their employees, and creating a social impact (Al Halbusi, 2021; Decoster et
al,, 2019; Lian et al., 2020).

Ethical leadership has been defined in various ways by different researchers. Brown and colleagues (2005) defined
ethical leadership as leaders behaving honestly, fairly, conscientiously, and respectfully in their jobs. Ethical
leadership is expressed as a leadership style that directs employees toward ethical behavior (Sharma et al., 2019).
Piccolo and colleagues (2010), on the other hand, identified ethical leadership as a leadership type that effectively
enforces values within the organization.

Ethical leadership is a type of leadership and requires leaders to act from a moral perspective and make decisions
based on ethical values. The theoretical foundations of ethical leadership come from different disciplines, especially
philosophy, psychology and sociology. Below are the theoretical foundations of ethical leadership (Ahmad et al.,
2017; Alkhadra et al., 2022; Alshammari et al., 2015; Bedi et al., 2016; Guo et al., 2022; Ullah et al., 2022; Wang et al.,
2017):
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2.1.1. Virtue Ethics

This theory emphasizes the character and personal virtues of a leader. Ethical leaders who embody virtues such as
honesty, integrity, and empathy are more likely to make ethical decisions and inspire ethical behavior in their
followers.

2.1.2. Utilitarianism

Utilitarianism is a consequentialist ethical theory that emphasizes the maximization of overall happiness or utility.
Ethical leaders who use utilitarianism as a framework for decision-making consider the impact of their actions on all
stakeholders and make decisions that maximize the overall well-being of society.

2.1.3. Deontological Ethics

This is an ethical theory that emphasizes the importance of following moral rules and duties, regardless of their
consequences. Ethical leaders who follow deontological ethics prioritize moral obligations and principles and may
make decisions based on principles such as justice or respect for autonomy.

2.1.4. Ethical Relativism.

This is a theory that suggests that ethical standards are relative to the cultural, social, and historical context in which
they are developed. Ethical leaders who adhere to ethical relativism may be more open-minded and tolerant of
diverse ethical perspectives, but may also struggle to make universal ethical decisions.

2.1.5. Social Learning Theory
This theory suggests that individuals learn ethical behavior through observation and imitation of others. Ethical
leaders who embody ethical behavior can serve as positive role models and inspire their followers to behave ethically.

2.1.6. Transformational Leadership Theory

This theory suggests that leaders who inspire and motivate their followers can transform organizations and society.
Ethical leaders who use transformational leadership techniques may inspire ethical behavior in their followers and
create a culture of ethics within their organizations.

Opverall, ethical leadership requires a deep understanding of ethical principles and theories, as well as the ability to
apply them in real-world situations.

2.2. Organizational Ethical Climate and Ethical Leadership

Ethical climate is a set of values that guides employee behavior in the workplace and determines and influences
important work outcomes (Appelbaum et al., 2005; Barnett & Schubert, 2002; Cullen et al., 2004; Cavus & Develi,
2017; Deshpande, 1996). Ethical climate is a mechanism that directs individuals encountering conflicting values
within the organization to evaluate ethical alternatives and determine what is right or wrong by providing
opportunities to overcome such problems and involving organizational values (Caliskan, 2022a; Ryu, 2020).
Organizational ethical climate refers to the ethical values, norms, and standards within an organization, providing a
framework for employees to determine ethical behavior within the organization. Ethical leadership, on the other
hand, refers to a leader's encouragement and exemplification of ethical behavior in employees. The necessary first
element for developing a strong and sustainable ethical climate within an organization is the presence of strong,
unconditional leader support (Egorov et al., 2019; Shin, 2012; Zhou et al., 2018). Ethical leadership behavior is a
necessary condition for building an ethical organization. Leaders must be aware that the policies and strategies they
openly and implicitly define and implement will shape employees' ethical perceptions (Potipiroon et al., 2017; Shim
& Park, 2019). Managers who exhibit ethical leadership behavior should also act as virtuous intermediaries in
promoting an ethical climate and serve as role models for all individuals within the organization (Shin, 2012;
Walumbwa, 2011; Zhang et al., 2021).

Ethical leadership contributes to the formation and maintenance of an organizational ethical climate. For instance, an
ethical leadership style that emphasizes honesty and justice encourages employees to exhibit similar behaviors and
enhances the development of an ethical climate within the organization. On the other hand, an ethical climate
reinforces and strengthens ethical leadership. An ethical climate with clear and transparent ethical standards within
an organization encourages leaders to act in accordance with ethical behavior.
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2.3. Characteristics of Ethical Leadership

Ethical leaders are individuals who manage and lead businesses, organizations, or communities in accordance with
ethical values. Ethical leaders must act as role models for their employees and stakeholders, and promote the
preservation of ethical values within the organizational culture (Al Halbusi et al., 2021b; Igbal et al., 2020; Marquardt
et al,, 2020). It should be understood that for businesses to move towards a sustainable future, they must adhere to
ethical behavior and social responsibilities. Ethical leadership is also crucial for happiness, motivation, and
commitment. When employees believe in the values of their organization, they feel happier and more committed,
resulting in better performance (Al Halbusi et al., 2019; Asif et al., 2019; Bush et al., 2021; Develi et al., 2022; Irk &
Buyik, 2024).

The qualities that ethical leaders should possess are generally stated as follows (Enwereuzor et al., 2020; Fatima,
2020; Haar et al., 2019; Keck et al., 2020; Kuenzi et al., 2020; Mitchell et al., 2023): First, ethical leaders should have
ethical values, which include honesty, respect, justice, responsibility, tolerance, and integrity. Ethical leaders are
expected to make decisions in accordance with ethical values and be determined to implement them. They
communicate well with people and listen to them, which is done by respecting other people's ideas and motivating
them. Ethical leaders set an example for all individuals by doing what is right, even if it goes against their own
interests. This means that others follow them and observe their leadership qualities. Ethical leaders are open to
learning and strive to improve themselves continuously. This includes being open to new ideas and technologies.
Ethical leaders are individuals who have a vision for the future and can clearly communicate that vision to others.
This requires goal-setting and planning skills. Ethical leaders empathize with people and understand their feelings.
This requires the ability to understand others' perspectives and motivate them. Ethical leaders are responsible and
accept the consequences of the decisions they make. This requires the ability to accept others' mistakes and help
them improve.

When performing ethical leadership behavior, it is first expected that the leader is ethical and then encourages it to
their subordinates. The attitudes and behaviors of leaders towards ethical leadership increase employees' self-
confidence, elevate their motivation, and make the work environment more ethical. An ethical leader is focused on
understanding, supporting, and adopting ethical standards. These leaders ensure that all individuals within the
organization behave in accordance with ethical standards (Keck et al., 2020; Kuenzi et al., 2020; Marquardt et al.,
2020; Potipiroon et al., 2017; Ullah et al., 2022; Wang et al., 2017).

2.4. Question of the Study

Ethical leadership is an increasingly significant issue in today's wortld. Leaders' ethical behavior is crucial for
organizational success and societal impact. Scales developed to measure ethical leadership can enhance organizational
petformance and positively influence social effects by examining leaders' behaviors in mote detail (Chikeleze &
Bacehrend, 2017; Kalshoven et al., 2011; Yukl et al., 2013; Zappala & Toscano, 2020). However, existing scales pose
problems because they do not cover all aspects of ethical leadership and are multidimensional and complex. This
study aims to develop a new, short, and functional Ethical Leadership Scale that can be applied to all sectors. The
purpose of this scale is to objectively evaluate leaders' ethical behavior and contribute to the adoption of ethical
leadership values in organizations. The importance of this study lies in its focus on measuring ethical leadership
during a time of increased discussions on the significance of ethical leadership and the societal impacts of leadership.

3. Method

3.1. Sample

For research, three distinct sample groups were identified through a convenience sampling method, consisting of
academic and administrative personnel from higher education institutions affiliated with public and private
foundations, as well as personnel from institutions/businesses in the health and industry sectors in Mersin province.
The aim of selecting three different sample groups for the study is to increase the generalizability of the findings at
the end of the study. Sectors where the effects of ethical leadership perception can be significantly felt were
prioritized in selecting the industries to be included in the research, with education, health, and industry sectors
considered to fall within this scope. Detailed information regarding the sample groups is presented below.
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3.1.1. First Sample Group

The academic and administrative personnel employed by universities and foundations constitute the first sample
group of the study. Survey forms regarding the research were distributed to approximately 750 individuals who work
in public and private educational institutions included in the study population and were identified through the
convenience sampling method. Among the responded surveys, 385 of them were found suitable for analysis (n1 =
385).

The first sample group is comprised of 385 academic and administrative staff, including 202 males (52.5%) and 183
females (47.5%) working in educational institutions in the public and private sectors. Of the first sample group, 258
individuals are married (67.0%) and 127 are single (33.0%), while 236 of them work in public institutions (61.2%)
and 149 (38.8%) work in foundation universities. The average age of the participants working in educational
institutions in the public and private sectors is determined to be 38.35 years.

3.1.2. Second Sample Group

The personnel of public and private healthcare institutions located in the Mersin region constitute the participants of
the second sample group. This population includes approximately 10,000 personnel. The sample size was calculated
as 370 individuals with a confidence level of 95% (Sekaran, 1992). Survey forms regarding the research were
distributed to a total of 750 individuals who work in public and private healthcare institutions included in the study
population and were identified through the convenience sampling method. Among the responded surveys, 447 of
them were found suitable for analysis (n2 = 447).

The second sample group consists of 447 public and private healthcare sector employees, including 158 males
(35.4%) and 289 females (64.6%) working in healthcare institutions in the public and private sectors. Of the second
sample group, 239 individuals are married (53.4%) and 208 are single (46.6%). The average age of the participants
working in the healthcare sector is determined to be 32.45 years.

3.1.3. Third Sample Group

The employees of the companies located in Mersin and Tarsus Organized Industrial Zones constitute the
participants of the third sample group in the study. There are approximately 15,000 employees in this population.
The sample size was calculated as 375 people with a confidence level of 95% (Sekaran, 1992). Survey forms related
to the research were sent to a total of 750 people who work in the companies within the research population and
were identified through convenience sampling. Out of the answered surveys, 503 were found to be suitable for
analysis (n3 = 503).

385 men (76.5%) and 118 women (23,5%) who work in the companies located in Mersin and Tarsus Organized
Industrial Zones constitute a total of 503 industrial sector employees, who make up the third sample group. Of the
third sample group, 337 are married (66.9%) and 166 are single (33.1%). The average age of the industrial sector
participants was determined as 38.01 years.

3.2. Scale Development and Procedure

To establish expressions regarding the measurement of ethical leadership, approximately 30 experienced
academicians in the fields of organizational ethics and leadership were consulted initially. During these consultations,
the characteristics aimed at measuring the concept of ethical leadership were determined in a structured list format.
The initial structure consisting of 16 statements was revised, incorporating feedback from 21 academics, resulting in
a draft form of an Ethical Leadership Scale containing 14 items, with revisions, deletions, and additions made
accordingly.

Table 1. Ethical Leadership Scale (Draft)
My leader adheres to the principles of honesty, respect, and responsibility during business decisions and

practices.
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2. My leader sets an example for his employees to respect human rights and act fairly.

3. My leader provides equal opportunity by acting fairly and equitably.

4.* My leader attaches importance to reflecting ethical values to the mission and vision of the enterprise.

My leader takes decisions and acts by adhering to ethical values without harming the aims of our

institution.

6. My leader gives training to employees on ethical values.

7.2 My leader observes the behavior of the employees and monitors their compliance with ethical values.

My leader supports the inclusion and equal representation of different cultural, social, and demographic

groups in the workplace.

My leader respects the privacy, integrity, and dignity of employees, including in the use of digital

technologies, and prioritizes ethical values.

0 My leader acts fairly and consistently in business decisions by prioritizing environmental sustainability and
" social responsibility, and protects the rights of employees.

11.» My leader exhibits an attitude that does not tolerate injustice and misbehavior within the enterprise.

12.* My leader is a pioneer in respecting the human rights of employees outside of work life.

13. My leader treats employees equally in terms of workload, salary, and opportunities.

14. My leader acts primarily in line with the values of society and humanity and sets an example for all of us.

a These items were removed from the scale as a result of subsequent analysis.

The survey form designed for research purposes consists of three sections. The first section includes an
informational note to provide participants with details about the study. The second section consists of five questions
related to demographic variables such as age, gender, marital status, and the institution where they work. The final
section contains the last version of the Ethical Leadership Scale, which comprises fourteen statements. For this
survey form, an ethics committee approval certificate was received from the Toros University Scientific Research and
Publication Ethics Committee (date: 23.03.2023, decision no: 42). The survey forms created were distributed to
patticipants between February 1, 2023, and March 15, 2023, and data related to the study was collected. Participants'
responses to the survey were determined using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). Data
analysis for the research was conducted using a data analysis software package. Descriptive statistics were first used
to determine the demographic characteristics of all three study groups. Subsequently, validity and reliability analyses
of the Ethical Leadership Scale were conducted, and criterion validity analyses were performed in the final stage.

4. Findings

4.1. Constuct Validity

Validity indicates whether a measuring instrument accurately measures the concept it intends to measure (Urbina,
2014). In other words, validity is the degree to which the property to be measured regarding a variable can be
accurately measured without being confused with another variable (Kartal & Bardaket, 2018; Caliskan & Kog, 2025).
In this study, structural validity analyses were conducted for the Ethical Leadership Scale that is aimed to be
developed. Structural validity is a concept that shows whether a measuring instrument accurately reflects the
structure of the concept being measured. Structural validity determines whether the elements contained in the
measuring instrument are appropriate for the structure of the measured concept and how these elements are related
to each other (Bandalos & Finney, 2010; Westen & Rosenthal, 2003). Exploratory and confirmatory factor analyses
were used to determine whether the Ethical Leadership Scale has structural validity.
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4.1.1. Exploratory Factor Analysis
Exploratory factor analysis (EFA) is a statistical technique utilized to discover and comprehend the undetlying
structure in data. This method endeavors to determine the fundamental factors in a dataset by identifying
relationships among several variables (Fabrigar et al,, 1999; Caliskan, 2025). EFA scrutinizes the relationships
between variables in a dataset and group variables with high correlation, labeling these groups as factors. Each factor
represents a subset of interrelated variables (Gorsuch, 1997; Hair et al., 2010). In this study, the EFA was conducted
on the data collected from two sample groups consisting of academic and administrative personnel working in higher
education institutions belonging to public and private foundations, as well as those working in the healthcare sector.
However, before conducting the EFA, whether the collected data is appropriate for this analysis should be examined.
The suitability of the data set for this analysis can be examined through the Kaiser-Meyer-Olkin (KMO) test and the
Bartlett sphericity test. The KMO test provides information on the suitability of the data set for factor analysis and
the suitability of the data structure for factorization. According to the classification made by Kaiser and Rice (1974),
the suitability degree of the data set is classified as follows based on the KMO test results: 0.90-1.00: excellent, 0.80-
0.89: meritorious, 0.70-0.79: adequate, 0.60-0.69: acceptable. Therefore, the KMO coefficient should be higher than
0.60 for these two aspects. The Bartlett sphericity test analyzes the presence of inter-variable relationships on the
partial correlation axis. A significant result of the test indicates the suitability of the data set. Additionally, this
situation is also an indicator of the normality of the data set (Buyukoztiitk, 2016).
According to the obtained results, the KMO coefficient was found to be 0.941, and the Bartlett's Sphericity Test
Chi-Square value was 5584.36 (p < .001) for the first sample group, and 0.906 and 3467.06 (p < .001), respectively,
for the second sample group. Based on these results, it was determined that the data set is suitable for KFA (Hair et
al., 2010; Kalayct, 2006). Principal component analysis was used as the inference method for EFA, and the varimax
method was preferred as the rotation method. Factor loads, eigenvalues, and explained variances of the scale items
are presented in Table 2.
The EFA for the first sample began with a total of 14 items. As a result of EFA, it was observed that the scale was
grouped under two factors with eigenvalues greater than 1. The total variance explained by the two factors related to
the scale is 74.70%. The determinant of the correlation matrix created was found to be 0.001. It was determined that
there were no expressions that exceeded the threshold value or had a cross-load in the created matrix, and there were
no expressions that were below the threshold value of 0.5 in the anti-image correlation matrix. However, the factor
load for EL4 (My leadership treflects ethical values in the company's mission and vision.) in the scale is 0.208, and for
EL7 (My leadership observes the compliance of employees with ethical values by monitoring their behaviors.) and
EL11 (My leadership demonstrates an attitude that does not tolerate injustice and wrongdoing within the company.)
is 0.216. In general, the factor loads are based on being above 0.32, and when it is desired that the factors consist of
strong items as much as possible, it is recommended that the load value be at least above 0.5 (Caliskan, 2022b; Field,
2013; Gurbiiz & Sahin, 2018; Meyers et al., 2005). Therefore, items 4, 7, and 11 were removed from the scale at this
stage. The factor loads of the other items above 0.6 indicate that they have high factor loading.
After this stage, exploratory factor analysis was conducted again with the 11-item scale using data from the second
sampling. The EFA results using data from the second sampling revealed that the scale's eigenvalue was gathered
under two factors greater than 1. The two factors explain a total variance of 79.27% related to the scale.
Furthermore, the factor loading of EL12 (My leadership inspires employees to respect human rights both in and
outside of work.) was 0.552. Due to its relatively lower value compared to other items in the scale, EL12 was
removed from the scale. As a tesult of the EFA, the scale was transformed into a 2-dimensional, 10-item final
version. Additionally, factor loadings exceeding 0.8 for all items demonstrate that the analysis results are of good
quality (Meyers et al., 2005).
At this point, naming activities were carried out for two sub-dimensions that were formed as a result of the EFA of
the developed Ethics Leadership Scale: The first dimension, consisting of five items, was named Value-Oriented
Ethical Leadership, and the second dimension, consisting of five items, was named Behavioral Ethical Leadership.

Table 2. Exploratory Factor Analysis

Dimensions

Sample 1: Universities (n; = Sample 2: Health Institutions (n; =
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385) 447)
1. Factor 2. Factor 1. Factor 2. Factor
Eigen value 8.62 2.58 Eigen value 5.99 1.94
Explained Explained
) 57.49 17.21 ) 59.88 19.39
Variance Variance
Item Code Factor Loadings Item Code Factor Loadings
EL3 .876 EL6 .896
EL6 .850 EL3 .884
EL2 .844 EL5 .863
ELS .834 EL2 .842
EL1 .804 EL1 .828
EL9 .881 EL13 .883
EL13 .876 EL8 .876
EL14 .864 EL9 .863
EL8 .835 EL10 .830
EL10 .803 EL14 .801
EL12 .800 EL12 552
EL11 216
EL4 208
EL7 20+
Total Variance Explained 74.70% Total Variance Explained 79.27%

At this stage, a discriminant validity analysis was conducted to ensure that the dimensions present in the
measurement instruments are valid on their own, as they need to be distinct from other dimensions. Discriminant
validity explains the degree to which any dimension within a scale differs from another dimension (Elvers, 2021;
Fornell & Larcker, 1981; Nunnaly, 1994; Pedhazur & Schmelkin, 2019). The correlation coefficients between the
dimensions of the Ethical Leadership Scale are presented in Table 3. In order for the differentiation between
dimensions to be significant, the correlation coefficients must be below 0.85 (DeVellis, 2016; Pedhazur & Schmelkin,
2019; Schweizer, 2014). The analysis revealed that the differentiation between the dimensions was at an appropriate
level.

Table 3. Discriminant Validity Analysis

. . Sample 2: Health
Sample 1: Universities

Institutions
(n;=385)
Ethical Leadership Scale (n>=447)
Value- Behavioral Value- Behavioral
Oriented Ethical Oriented Ethical
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Ethical Leadership Ethical Leadership
Leadership Leadership
Value-Oriented Ethical
1.00 .678%*
Leadership
Behavioral Ethical Leadership JT4TEE 1.00

4.1.2. Confirmatory Factor Analysis

Confirmatory factor analysis (CFA) is performed to test and validate the structure of a measurement tool that is
either based on a solid theoretical foundation or an already developed, repeatedly used, and accepted measurement
tool with a new dataset (Brown, 2015; Caliskan et al., 2019; Giirbtiz & Sahin, 2018). CFA was conducted to test the
structural validity of the Ethical Leadership Scale, which was developed on two different sample groups consisting of
academic and administrative personnel working in public and foundation-owned higher education institutions and
personnel in the health sector, on a different third sample group such as the industrial sector. The necessary analyses
were performed using the package program, and the goodness of fit values obtained are presented in Table 4. In
CFA, for the conformity of the working model, it is expected that the AGFI, GFI, CFI, and NFI values should be
0.90 or above, and the RMSEA value should be lower than 0.08 (Byrne, 1994; Caliskan, 2019; Schermelleh-Engel et
al., 2003; Schumacker & Lomax, 2004; Steiger, 1990). As a result of CFA, it was determined that the goodness of fit
values obtained for the AGFI, GFI, CFI, and NFI values were good fit values and the RMSEA value was an
acceptable fit value (Meydan & Sesen, 2011; Ocak, 2020). Therefore, it can be seen that the structure demonstrated
on two different samples through CFA has been confirmed. This result shows that the developed Ethical Leadership
Scale is statistically validated and meaningful. The model obtained with CFA is presented in Figure 1 and Table 4.

Figure 1. Measurement Model of Sample 3 (Industrial Sectors)
Note. n3 = 503, VEL: Value-based ethical leadership, BEL: Behavioral ethical leadership, EL: Ethical leadership
Table 4. Fit Indices of Sample 3 (Industrial Sectors)
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Ethical Leadership Scale X’ df X°/df  RMSEA  NFI GFI  AGFI CFI
Acceptable Fit - - <5 <.08 >.90 > .90 > .85 >.90
Good Fit - - <3 <.05 > .95 > .95 >.90 > .95
Sample 3 (Second order) 127.2 33 3.85 .066 975 951 918 982

Note. n3 = 503, X2: Chi-Square, df = Degrees of freedom, RMSEA: Root mean square error of approximation,
NFI: Normed fit index, GFI: Goodness of fit index, AGFI: Adjusted goodness of fit index, CFl: Comparative fit
index.

*Ep <001

4.2. Criterion Validity

In order to ensure the validity of the scale, exploratory and confirmatory factor analyses were carried out, and finally,
criterion-dependent validity was examined by analyzing the relationship between the data collected from all three
sample groups and one or more external criteria (Buytikoztiirk, 2016; Develi & Cavus, 2024). Within this scope, the
job performance scale was included in the research model for the second and third sample groups, used as a
dependent variable, and the relationship with ethical leadership was examined. The reason for selecting this variable
for criterion-dependent validity is that the relationship between ethical leadership and job performance has been
frequently discussed in previous studies (Ahmad et al, 2019; Kang, 2019; Sarwar et al, 2020; Schwepker &
Dimitriou, 2021).

To measure the perceived job performance of individuals in the second and third sample groups, the job
performance scale developed by Caliskan ve Kéroglu (2022) was utilized. The scale consists of a total of 11 items,
with questions such as "I have the competencies that my job requires" and "I take extra care and take extra
responsibilities while doing my duty". The Cronbach Alpha coefficients of this scale were obtained as .88 for sample
2 and .092 for sample 3. The relationships between the Ethical Leadership Scale and the Job Performance Scale were
analyzed for both sample groups, and the results are presented in Table 5.

Table 5. Criterion Validity Analysis

Sample 2: Health Institutions Sample 3: Industrial sectors
(n2=447) (n3=503)
Variables M SD EL M SD EL
EL Scale 3.93 1.09 1 4.04 .94 1
JP Scale 3.78 1.21 74%* 3.95 1.04 T9**
Note. M: Mean, SD: Standard Deviation, EL: Ethical Leadership, JP: Job Performance.

*p < 01

According to the results obtained, positive and significant relationships were obtained between ethical leadership and
job performance in both sample groups.

4.3. Reliability Analysis

Finally, analyses concerning the reliability of the Ethical Leadership Scale were conducted. The reliability of internal
consistency expresses whether the items within the scale are consistent with each other (Bayik & Giirbiz, 2016;
Sijtsma, 2009; Streiner, 2003). One of the most widely used methods in determining the reliability of scales is the
Cronbach Alpha test, which derives a correct and stable method by taking into account all the items within the scale
when measuring the concept to be measured (Cronbach, 1951; DeVellis, 2016; Pekkan & Caligkan, 2020). The
Cronbach Alpha coefficient is a measure of the internal consistency and homogeneity of the items within the scale
(Tezbasaran, 1996). A Cronbach Alpha coefficient greater than 0.70 indicates that the scale is highly reliable (Girbtz
& Sahin, 2018). To measure the internal consistency of the Ethical Leadership Scale, the internal consistency of the
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scale was calculated for all three sample groups and shown in Table 5. Additionally, it was determined that all of the
corrected item-total correlations of the scale were higher than the assumed threshold value (0.20) (Buyikoztirk,
2006; Caliskan, 2021). As a result, these findings indicate that the proposed scale's internal consistency is ensured and
the scale is highly reliable.

Table 6. Reliability Analysis

Cronbach Alpha
Variables Number of Items  Universities Health Industry
(n; =385) (n2=447)  (n3=503)
Ethical Leadership Scale 10 .833 872 911
Value-Oriented Ethical Leadership 5 .822 901 937
Behavioral Ethical Leadership 5 .841 .858 .894

5. Conclusions

Currently, the impact of leaders on society and organizations is more important than ever. The behavior of leaders,
especially their ethical behavior, has a significant impact on employee satisfaction, organizational culture, societal
development, and many other factors. Therefore, debates on the importance of ethical leadership and the ethical
behavior of leaders are increasing (Al Halbusi et al., 2021b; Asif et al., 2019; Bush et al., 2021; Latta & Clottey, 2020,
Mitchell et al., 2023). Ethical leaders are responsible for creating a culture of trust and respect where employees feel
valued and are encouraged to behave ethically. They set the tone for ethical behavior by modeling it themselves and
creating policies and procedures that support ethical decision-making (Egorov et al., 2019; Potipiroon et al., 2017;
Shim & Park, 2019; Shin, 2012; Zhou et al., 2018).

This study attempts to identify the ethical leadership characteristics of individuals in businesses and organizations by
using qualitative and quantitative research methods. The development of a scale to measure and improve ethical
leadership characteristics is closely related to the exploration and effective conceptualization of ethical leadership.
The 14-item Draft Form of Ethical Leadership Scale was distributed to individuals working in universities,
healthcare, and industtial sectors, which are considered to be sectors whete the positive/negative effects of ethical
leadership can be strongly felt. Data was collected from three separate samples, and the results were analyzed.

To test the structural validity of the scale, EFA was conducted separately on two different sample groups consisting
of academic and administrative personnel from higher education institutions belonging to public and foundation
sectors, as well as personnel from the healthcare industry. Upon analyzing the EFA results of both samples, a two-
factor structure with eigenvalues greater than 1 was obtained. A scale consisting of 10 items and two dimensions was
obtained from the analysis. Based on the content of the items in the dimensions, the first sub-dimension comprising
the first 5 items was named Value-Oriented Ethical Leadership, while the second sub-dimension comprising the
following 5 items was named Behavioral Ethical Leadership. Values orientation is the reflection of ethical values
such as commitment to the leadet's values, honesty, respect, responsibility, fairness, respect for human rights, and
justice. Behavioral ethics, on the other hand, is the evaluation of the leadet's behaviors, discourse, and decisions in
terms of their compliance with ethical values. These dimensions and measurements can be used to determine a
leader's ethical leadership skills and behaviors.

To demonstrate whether the two-factor structure obtained by EFA of the Ethical Leadership Scale could be verified
in a different sector, CFA was applied. As a result of CFA, it was determined that the scale's two-factor structure,
namely the value-oriented ethical leadership and behavioral ethical leadership, was verified. Regarding the validity of
the scale, criterion-dependent validity has been examined. In this scope, the job performance variable has been
included in the research model, used as the dependent variable, and the correlation between ethical leadership and
job performance has been investigated. The reason for selecting the job performance variable for criterion-
dependent validity is the belief that values related to ethical leadership within the organization will urge individuals to
show high performance. This is because the adoption of the ethical values and principles of the organization by the
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employees depends on a good ethical leader leading them. The leader's exemplary behaviors, such as honesty,
transparency, and honest communication, cause employees to imitate their leader. Ethical leaders exhibit fair
behaviors and comply with the rules. The leader's behaviors, such as honesty, fairness, and self-discipline, have a
positive effect on the attitudes and behaviors of all members of the organization (Ahmad et al., 2019; Kang, 2019;
Sarwar et al., 2020; Schwepker & Dimitriou, 2021). With this thought, positive and significant relationships between
ethical leadership and job performance have been obtained through correlation analyses performed with data
obtained from the second and third sample groups. All the results obtained can be evaluated as evidence that the
Ethical Leadership Scale is a valid measuring tool.

To assess the reliability of the Ethical Leadership Scale, each of the three sample groups was subjected to the
Cronbach Alpha test separately. The internal consistencies of the value-oriented ethical leadership and behavioral
ethical leadership sub-dimensions, as well as the ethical leadership variable as a whole, were calculated, and it was
determined that the scale was highly reliable. Although the Ethical Leadership Scale was originally designed to be
used as a whole, the high internal consistency values of the sub-dimensions related to the scale suggest that each sub-
dimension could also be applied separately.

The results of this study will enrich the literature on leaders' ethical behavior and increase research focused on ethical
leadership. By using this scale, organizations will gain significant insights into how to improve ethical leadership and
how to benefit from it. The developed scale can be used not only in universities and the health and industrial sectors,
whete the sample groups wete present, but also in other sectors where businesses/institutions opetate, both in the
public and private sectors.

Given that no other scale with such wide-ranging validation and reliability has been encountered in the literature on
such diverse sample groups, it is considered that the Ethical Leadership Scale will fill an important gap for businesses
and institutions in all sectors. In addition, a large number of foreign publications were used in addition to domestic
ones in the development of the scale. This contribution strengthens the scale's universal representation quality and
suggests that the scale can be used in different cultures in other countries.

Furthermore, during one-on-one interviews conducted with both expert scientists and professionals in the health and
industrial sectors, it was discovered that the Ethical Leadership Scale is easily comprehensible and straightforward in
its application, enabling participants to express their perceptions regarding ethical leadership with clarity.

With its two-dimensional structure comprising value-oriented ethical leadership and behavioral ethical leadership
characteristics, the Ethical Leadership Scale is deemed to fill a void in the field by meeting an important need for
determining and measuring ethical leadership in future research endeavors. It can be stated that in future research on
this subject, applying the scale to various samples and examining its interaction with different variables will further
strengthen the reliability and validity of the findings obtained in this study.
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Appendix

Ethical Leadership Scale

Value-Oriented Ethical Leadership

1. My leader adheres to the principles of honesty, respect, and responsibility during business decisions and

practices.

My leader sets an example for his employees to respect human rights and act fairly.

My leader provides equal opportunity by acting fairly and equitably.

My leader takes decisions and acts by adhering to ethical values without harming the aims of our institution.

. My leader gives training to employees on ethical values.

Behavioral Ethical Leadership

6. My leader supports the inclusion and equal representation of different cultural, social, and demographic groups in
the workplace.

7. My leader respects the privacy, integrity, and dignity of employees, including in the use of digital technologies,
and prioritizes ethical values.

SRS
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8.

9.
10.

My leader acts fairly and consistently in business decisions by prioritizing environmental sustainability and social
responsibility, and protects the rights of employees.

My leader treats employees equally in terms of workload, salary, and opportunities.

My leader acts primarily in line with the values of society and humanity and sets an example for all of us.

Note. Level of Measurement: 1 = strongly disagree, 5 = strongly agree

Etik Liderlik Olgegi

Deger Odakli Etik Liderlik

1. Liderim, is kararlart ve uygulamalari sirasinda diristliik, saygt ve sorumluluk ilkelerine bagl kalir.

2. Liderim, ¢alisanlarinin insan haklarina saygi géstermesi ve adaletli davranmast konusunda érnek olur.

3. Liderim, adil ve esitlik¢i davranarak, firsat esitligi saglar.

4. Liderim, kurumumuzun amaclarina zarar vermeden, etik degerlerine baglt kalarak kararlar alir ve hareket eder.
5. Liderim, etik degerler konusunda caliganlara egitimler verir.

Davranissal Etik Liderlik

6.

9.
10.

Liderim, farklt kaltirel, sosyal ve demografik gruplarin is yerine dahil edilmesini ve esit temsil edilmesini
destekler.

Liderim, dijital teknolojilerin kullanimi dahil olmak tzere, ¢alisanlarin gizlilik, dirtstlik ve sayginligina 6zen
gosterir ve etik degerleri 6n planda tutar.

Liderim, ¢evresel strdirilebilirligi ve sosyal sorumlulugu 6ncelikli kilarak, is kararlarinda adil ve tutarlt davranir ve
calisanlarinin haklarini korur.

Liderim, is yiikii, maas ve firsatlar agisindan calisanlara esit davranir.

Liderim, 6ncelikle toplum ve insanlik degetleri dogrultusunda hareket eder ve hepimize 6rnek olusturur.

Not. Ol¢iim diizeyi: 1 = strongly disagree, 5 = strongly agree
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