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addresses issues of vital concern to business people, academics, and others 
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Chapter 2 : Literature Review  
 
1. Introduction 
 

This study investigates leadership and its cultural foundations in South Africa. It 

discusses the theoretical underpinnings of culturally contingent leadership theories, 

and examines African leadership through existing literature, and quantitative 

methodologies.   

 
The literature explores the broad propositions of diverse culture. Cultural relativism 

implies that there is no culture that’s better than another.  There is no international 

rulebook of what is right and what is wrong.  We are struggling with accountability 

and principled leadership globally. The problems SA is facing is not unique. 

Individuals underlying principles help us  work through the maze of cultural 

differences and establish conduct for ethical business practices (Macnab, Worthley 

& Jenner (2010).  Business schools have improved on their ethics programs to churn 

out more ethical students into the workplace (Bratton & Strittmatter, 2013). In delving 

deeper into the study we explore three salient constructs that overlap the features 

of value based leadership. The literature review is used to unpack the constructs of 

ethics, cultural values, and leadership. In examining the literature we seek to 

determine the relationship between these constructs and the impact on leader 

behaviour.  

 

Thereafter we explore the underlying theories, like social learning theory and social 

exchange theory, to explain the how ethical leadership influences follower behaviour. 

We suggest the use of one of these theories as a theoretical explanation of how 

social dynamics influence ethical leadership and follower behaviour.   

 
Theoretical Model  
In unpacking the literature and in search of the relationships between these 

constructs, the researcher used Chhokar, Brodbeck & House (2007) theoretical 

model of GLOBE (Figure 1).  This theoretical model proposes that cultural attributes 

can predict leader behaviours and organisational practises. The theory looked into 

the following suggestions; 
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2. Societal Culture, Norms and Practices 
 
The theory proposes that societal norms and practices influences leaders actions. 

The foundation lies in culture. The concept of culture is acknowledged universally. 

Style of living, religion, language, political affiliations, dress style and other life 

aspects (Javidan & Dastmalchian, 2009).  Both tangible and intangible products are 

embraced by culture like customs, habits music literature, food preference and 

education.  

 

Schwartz (2014) described societal culture as the latent, normative value system. 

The concept is conjectural as it cannot be observed directly but can be inferred from 

its manifestations. Culture are both explicit and implicit, shared and learned, 

corruptible and reforming.  Schein (2010) affirms that culture is shared basic 

assumptions that a group acquires as they adapt and operate. The action that works 

well and is valuable forms the culture, which is repeated and taught to new entrants 

of the group as the correct way of doing things. Schein (2010) divided culture into 

three levels, 1) at the top level is the artefacts and behaviours that are visible, 2) the 

middle level is espoused values that are less visible and 3) at the bottom of the 

pyramid are the basic assumptions that unconsciously occur and is invisible (Figure 

2). 

 

Values is defined as basic beliefs that guide and motivates attitudes and actions to 

determine right from wrong, worthwhile and what is important to us. Values inform 

the motive behind our action (Driscoll, McIsaac & Wiebe, 2019).  Castillo, Sánchez 

& Dueñas-Ocampo (2020) reiterated Brown, Harris & Peto (1973) assertion that an 

individual’s formative life experiences prepare them to face future situations.   

 

As per Gorodnichenko & Roland (2017) core principles, standards and ideals upon 

which an entire community of people exist by are the cultural values. It is made up of 

cultural customs, traditions, systems, attitudes and rituals that form the values and 

beliefs that people live by. The learnings, teachings and practice forms the 

community’s  guiding values. Culture is carried down from generation to generation 

(Gorodnichenko & Roland, 2017). These values and beliefs guide social and 

economic behaviour. Schein (2010) asserts that there is no difference between 

organisational culture and culture within groups of people. 
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2.1 Cultural Values Theory  
Now that we have looked at culture and cultural values, we take a closer look at  

Hofstede’s (1984) cultural values theory. Geert Hofstede, conducted a multiyear, 

multi-country study that included more than 100,000 employees of a global company 

in 40 countries. Years later a study, called the GLOBE project, included 170,000 

managers in 162 countries. Nine dimensions were identified from these studies that 

describes differences in national cultures.  Kirkman, Lowe & Gibson (2006) unpacks 

Hofstede’s cultural value dimensions of the cultural values framework to illustrate the 

effects of a society's culture on the values of its community, and how 

these values influences behaviour ( Ref to Table 1). 

 

2.1.1 Power distance  

Kirkman et al. (2006) said power distance (PD) refers to the scale to which 

members of society, for example family, who are less powerful accept and 

expect power to be unequally distributed.  The inequality is defined from below. 

People in these societies also accept the fact that power in institutions and 

organisations are unequal. And as such are endorsed by both the leaders and 

the followers (Hofstede, 2009).  Anyone that have worked in countries other 

their home countries and have had exposure into other national cultures will 

agree that every society is unequal, but some are more unequal than others 

(Kirkman et al., 2006).  For example PD is low in the United States (US) as it 

is acceptable to address elders or senior level managers’ by their first names 

(Macnab et al., 2010).  However  China  or Japan would have a higher PD as 

it would be regarded unusual and disrespectful to address elders or senior level 

managers’ in a casual manner.  

 
2.1.2 Uncertainty avoidance  
Uncertainty refers to the of level a society feels threatened by uncertainty and 

unclear situations (Hofstede, 2009; Kirkman et al, 2006). They establish more 

stricter, formal rules and have low tolerance of deviant behaviour, taking risks 

and innovative ideas. They believe in absolute truths and do not entertain 

variations. People have a high level of anxiety and this results in them working 

even harder to achieve success within constrictive boundaries (Hofstede, 

1984).   
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2.1.3 Individualism/collectivism 
Individualism/collectivism views the relationship one has with others (Hofstede, 

2009).   The extent of which a society supports individual or collective success 

is the focus of individualism and collectivism. In a high individual ranking 

society,  individuality prevails.  Gorodnichenko & Roland’s (2017) research 

showed that individualism emphasized personal freedom, personal 

achievements and personal accomplishments. In low individualism ranking 

societies, collectivism is dominant, with individuals forming tight bonds 

(Galanaki, Papagiannakis & Rapti (2020).  Extended families and collectives 

are fortified (Hofstede, 1984). The United States, Australia, United Kingdom, 

Canada, Italy and new Zeeland are examples of a countries with a high 

individual ranking societies with a more individualistic attitude.  Indonesia, 

Panama, China, Korea, Japan, Mexico, East and West Africa, the Arab nations, 

Taiwan, Korea and Venezuela have strong collectivistic communities.  People 

are integrated early in their lives into cohesive groups within tight social 

networks.  

 

In this study we explore the uncomfortable notional perception that in the 

absence of bequeathed wealth, leaders with first generational wealth are 

enticed into individualism and unethical behaviours to improve their wealth and 

standards of living. This is in contrast to Macnab et al. (2010) assertion that 

individualistic cultures need to focus more on ethical problems.  

 
2.1.4 Assertiveness (Masculinity/Femininity)  
In the fourth dimension, masculinity is described as the extent to which 

dominant values of society is “masculine’. Masculine values are generalised as 

assertive, having a drive to acquire material things, not be empathetic to others 

around you and not care about quality of life. This is opposite of ‘women’ values 

(Hofstede, 1984).  

 

Masculinity can be assessed in the inequality heightened during the apartheid 

era in SA when the majority population where not allowed to be participate in 

economic activity, resulting in stagnated  accumulation of assets or wealth 

(Harris, 2019).  The freedom to participate and be a part of economic growth 

has brought with it ethical issues. The ruling government during that period 
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comported themselves assertively in denying the majority population economic 

participation. The introduction of “good things” have seen South Africans’ 

indulge in big houses, flashy cars, name brand clothing and other material 

opulence. In most cases this materialism is at the cost of others, like the VBS 

Mutual Bank scandal where they robbed South African citizens of 

approximately R2 billion. 

 

Hofstede (2009) and Harris (2019) asserts that femininity represents as 

society where emotional gender roles overlap and men and women have 

attributes like caring, being attentive and connecting which to the quality of 

life aspects.  

 

2.1.5 Long/Short term Orientation (Future and Performance Orientation) 

After undergoing research with a Chinese cohort, Hofstede (1991) added the 

dimension of long/short term orientation.  Rahil (2019) describes long 

orientation as a focus on the future and on dignity of life and a continued 

determination of virtuous behaviours. Short term orientation constrains life, 

(Hofstede, 2009).  The focus here is of immediate satisfaction, joy and 

gratification with little thought of the future. The constraints arise in the context 

of time and availability of resources.   

 

African leaders are seen as being short term oriented. Western and eastern 

counterparts see African leaders as corrupt and as pilferers. The culture of 

stealing and aiming for a “pot of gold” has been the mantra that western and 

european media have used to characterise a lot of African political, health and 

economic problems. In addition the strict labour laws and practices of  SA has 

seen many global investors withdraw their operations due to uncertainty in 

business continuity due to protected strikes and union practices that impact 

their profitability. These strict rules are also short oriented.  
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Table 1 
GLOBE culture dimensions and definitions 

Dimension  Definition 

Power distance The degree to which members of a society expect power to be distributed equally  

Uncertainty avoidance The extent to which a society relies on social norms, rules and procedures to 

alleviate unpredictability of future events 

Humane orientation The degree to which a society encourages and rewards individuals for being fair, 

altruistic, generous, caring and kind to others 

Institutional collectivism The degree to which a societal institutional practises encourage and reward 

collective distribution or resources and collective action 

In-group collectivism The degree to which individuals express pride, loyalty and cohesiveness in their 

families  

Assertiveness The degree in which individuals are assertive, dominant and demanding in their 

relationships with others 

Gender egalitarianism The degree in which a society minimizes gender inequality 

Future orientation  The extent to which a society encourages future-orientated behaviours such as 

delaying gratification, planning and investing in the future  

Performance orientation The degree to which a society encourages and rewards group members for 

performance improvement and excellence 

Source: House et.al., (2004). 

 

 

2.2  Organisational Form, Culture and Practices 
 
Now that  have discussed the constructs of ethics and cultural values that impact 

leadership style we explore how the fusion of these constructs influence 

organisational form.  

 

Pirson, Martin & Parmar (2017)introduces the impact of organisational climate on the 

impact of employee behaviour.  They assert that an ethical climate fosters and 

nurtures ethical behaviours.  Societies are not only compelled by common practise, 

they follow the expected norms and organisational cultures (Schein, 2010).  

Understanding the cultural nuances influences business implementing strategies that 

would be deemed fit for a market (Galanaki et al., 2020). It unlocks certain areas that 

might otherwise be dark in strategy implementation.  Globally businesses are moving 

towards transnational models and understanding cultures and ethical implications 

will allow businesses to grow and flourish (Javidan & Dastmalchian 2009).  For 

example, South Africa has a vastly different value system to the American’s who 

would happily locate a McDonald’s, serving beef burgers,  next to a temple in Durban. 
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Durban, being home to SA’s largest Hindu population.  This would be seen as 

unethical for South Africans but the same model located next to church in Idoha, 

USA would be non-eventful. 

 

2.3 Cultural Endorsed Implicit leadership Theory (CLT) 
 

In House et al. (2004) study, the Implicit leadership Theory (ILT) was further 

developed to include a cultural level of analysis that allowed for individuals that 

shared belief systems in common cultures.  

 

Chhokar et al. (2007) summarises the  characteristics, skills and abilities that is 

culturally perceived to form part of leadership as the six dimensions of CLT.  They 

are charismatic/value based, team orientated, participative, humane orientated, 

autonomous and self-protective.  

 

In this study we take a closer look at charismatic/value based leaders. 

Charismatic/Value Based leaders are universally accepted and endorsed, like leader 

integrity as integrity is the end value which is universally held in all cultures (Chhokar 

et al., 2007).  The intention of these types of leaders is to inspire and motivate for 

high performing outcomes based on firmly held core values.  

 

The underlying principle for this hypotheses is that cultural dimensions influence 

leader behaviours.  

 
2.3.1 Integrity and (b)self-sacrifice 
Nicholson (2017) reflects on South Africa’s first black head of state, Nelson 

Mandela’s deeply emotional reality and used his deeply engrained cultural 

values of integrity and morality to reason and impartially make decisions. He 

chose not to muddle facts, social injustice or his own personal suffering. He 

did not interpret the meaning of his release from his 27 year imprisonment for 

the good of only the African National Congress (ANC), the political party he 

led,  but for the broader inhabitants of SA.  
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2.3.2 Self-sacrifice 
He sacrificed a normal life with his wife, children and his mother when he 

chose to fight for the rights of all black South Africans.  In addition, Mandela’s 

moral clarity about what was right and what was not, helped South Africa 

avoid a civil war when he reached a compromise in 1993, with the then ruling 

National Party (NP) (Nicholson, 2017).  This was done at the cost of his own 

influential positioning inside the ANC for the greater good of the nation as a 

whole. Even today, some of the current ANC stalwarts consider the 

reconciliation as betrayal to the ANC.  

  

2.3.3. Visionary 
In being visionary, Mandela displayed a need for the broader societal greater 

good and harmonising of the greater population proved to be the fundamental 

nature of who Nelson Mandela was as a man, led by his values and beliefs of 

a common good, shaped by his life experiences. Authentic leaders should 

relinquish power when they lack the moral courage and inability to see what 

is not in clear sight (Nicholson, 2017).  

 

2.3.4 Decisive  
In exploring decisive we propose that cultural values are embedded in the 

sociology of the individual. Values are stable and firm beliefs that are 

standards by which people make decisions and live their lives by.  Individuals 

of a community share collective values but they also have specific beliefs 

(Brown, Manegold & Marquardt, 2020). 
 

For example in the United States (US) they place a lot of value on children 

representing purity and innocence. This creates the value for the youth in the 

US which is that the youthful adult appearance signifies sexuality. Due to the 

shaping of this value, the US individualistic culture was born, with people 

spending millions of dollars each year on cosmetics and plastic surgeons in 

search of their youthful look. The decisive action of adult Americans is as a 

result of their societal value of success first. 
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2.3.5 Inspirational 
We explore the influence of being inspirational as a product of cultural values 

borne from  societal leaders.  The dominance of western philosophies in 

leadership research is exhaustive, (Pérezts, Russon & Painter, 2020; Kimura 

& Nishikawa, 2018). Smith (2013) alludes to Ubuntu and relationality of 

African leadership. The concept of Ubuntu originated  in South Africa and is 

explained as “I am we; I am because we are, we are because I am” 

(Sulamoyo, 2010).  Leadership and Ubuntu is connected by its base of values. 

The individualism and collectivism values of African leaders are explored to 

understand the cultural dimensions of having other Africans know and rely on 

leaders to protect their best interests and those of the broader community at 

large. Sulamoyo (2010) goes on to state that culture shapes the power 

dynamics of an organisation and how it is legitimised. In Sulamoyo (2010) we 

understand that Ubuntu does not reject individualism but regards it as part of 

the realm of collectivism and communal responsibility.  If African leaders 

embrace Ubuntu, does this form the base of their decision making and is it 

more or less principled to those of the Western culture? 

 

2.3.6 Performance Oriented 
Lastly we look into leaders being performance oriented as we assert that 

the move to value-based leadership by scholars of leadership practices is 

necessary to influence performance orientated leaders for the future. A 

broader agenda predicated on the understanding of cultural values in leader 

behaviour as leadership for the greater good. Specifically, we propose that in 

construing cultural value-based leadership behaviour as a social practice 

focus on the search for the common good without devaluing moral sensibility 

while leading profitable organisation (Galanaki et al., 2020). In societies that 

value high performance orientation they also desire charismatic, team 

oriented, and participative leaders (Javidan & Dastmalchian, 2009).  

Brodbeck, Frese & Javidan (2002) supported this hypothesis in their study on 

leaders in Germany.  They found that leaders who characterised by their high 

performance orientation are participative and charismatic individuals.   
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2.4 Leader Attributes and Behaviours 
 

2.4.1 Ethical Behaviour  
Now that we have discussed the cultural norms and practices we look at how 

culture attributes to behaviour and assert that leadership behaviours that are 

in line with CLT is more acceptable. To do this we delved into literature on 

ethical behaviour.  There is an abundance of literature on ethical behaviour, 

with clear distinction between ethical behaviour of leaders and the theory and 

constructs of ethical behaviour. Our broad understanding is that ethics is both 

normative or situational, not absolute and widespread (Simha & Parboteeah, 

2019).   Ethical behaviour is behaviour that is considered appropriate for the 

most suitable outcome including communicating, leading by example and 

reinforcing practices of ethicality.  In Wang, Lu & Liu (2017) quantitative study 

of ethical behaviour and loyalty, they assert that there is adequate research 

done on ethical behaviour, but there are still large gaps in literature on ethical 

leadership. Research on the normative outlook on leadership focuses on how 

people should behave, what is wrong and what is right behaviours.  

 

 

2.4.2 Ethical leadership  
Hackett & Wang (2012); Badrinarayanan, Ramachandran & Madhavaram 

(2019) defines ethical leadership as leadership that demonstrates 

appreciation of ethical values and beliefs, in which individuals demonstrate 

conduct for the common good and protect the rights and dignity of others. 

Badrinarayanan et al. (2019) shares 2 broader dimensions of an ethical 

leader;  (a) moral person dimension, that is seen in honesty, care, and 

fairness in decision-making and (b) a moral leader dimension, is seen in 

leaders that communicate about ethics, describes clear ethical standards and 

one that recognises and rewards or penalizes  to encourage the right 

behaviours for those standards as well as being role models to their followers. 

The presence of both transactional and transformational leadership styles are 

seen in ethical leaders (Badrinarayanan et al., 2019; Simha & Parboteeah, 

2019).  Ethical leadership is defined as ‘‘the demonstration of normatively 

appropriate conduct through personal actions and interpersonal relationships, 

and the promotion of such conduct to subordinates through two-was 
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communication, reinforcement, and decision-making’’ (Brown, Treviño & 

Harrison, 2005, p. 118).  

 

Bishop (2013) asserts that since ethical norms per society differ it is not 

probable to create a set of universally accepted and applicable ethical 

standards. The purpose of ethical leadership is therefore not to create a set 

of universally relevant ethics, but rather to foster more ethically appropriate 

behaviours in leaders (Frémeaux, 2020). 

 

Hackett & Wang (2012) looks into 17 virtues or traits that can be linked to 

moral leadership. Of the seven leadership styles, (moral, ethical, spiritual, 

servant, charismatic, transformational, visionary), there are 6 cardinal virtues 

(as per Aristotelian and Confucian literature) that overlap. They are cardinal 

because all other virtues stem from them. Hackett & Wang’s (2012)  

theoretical framework of effects of leader cardinal virtues shows courage, 

temperance, justice, prudence, humanity and truthfulness linked to leader 

virtuous behaviour which results in ethical leaders, happy leader, satisfied 

leaders and leader effectiveness. Contemporary research has shown that 

these cardinal virtues are present in Western, Asian and Eastern cultures, 

and therefore virtues linked to ethical leader behaviour are shared across 

cultures. As the literature excludes an African sample, this is room for a study 

to investigate if these are similar for South Africans. 

 

Quintessentially, ethical leadership is how ethical leaders use their social 

power, (Badrinarayanan et al., 2019).  Ethical leadership is necessary for 

South African businesses. Ethical leaders create positive work environments, 

make constructive contributions to social developments and build 

communities (Hargrave, Sud, VanSandt & Werhane, 2020). 

 

In Wang et al. (2017) study the trio found that loyalty to authority was a 

Chinese traditional cultural value engrained that impacted behaviour in 

organisations. The loyalty to hierarchy, like supervisors, managers and 

leaders played a big part of the rapidly growing Chinese economic and social 

advancement. Although this servant leadership is not conducive to for 

collective development and growth. Rules and conventions are instilled by 
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family members, religious leaders, community leaders, social groups and by 

education institutions (Wang et al., 2017; Astrachan, Binz Astrachan, 

Campopiano & Baù, 2020).  This research investigates the cultural norms that 

impact behaviour, decision making and those that attracts followers.  

 

The Ethical Leadership Scale (ELS) 
Brown & TREVIiÑO (2002) highlighted that often studies on leadership 

ignored ethical dimensions. The Ethical Leadership Scale (ELS) was 

designed by Brown & TREVIiÑO (2002) and was further validated by Brown 

et al. (2005). We use the  ELS to look at the social relevant related behaviours 

to ethical or moral considerations of leader decision-making. Brown & 

TREVIiÑO (2002) found that there was a general lack of agreement on how 

to measure or define ethical leadership. They spent time developing an 

instrument to measure dimensions within ethical leadership to more truthfully 

measure ethical leaders.  

 

2.4.3 Transformational leadership is explored by Hendrikz & Engelbrecht 

(2019) who asserts that transformational leadership is leadership that effects 

positive change in individuals and societies. The focus is on being committed 

to something greater than oneself and while doing this, these leaders inspire 

followers to one day lead (Crede, Jong & Harms, 2019). 

 

2.4.4.  Charismatic leaders encourage particular behaviours in others. They 

appeal to their followers with the use of persuasive communication, believable 

and winning of personality (Hargrave et al., 2020). These leaders convince 

and motivate their followers to get things done or improve the way certain 

things get done. Influence is  dependent on a leaders ethical orientation.   

 

2.4.5 Servant Leadership  
In servant leadership, leaders have a desire to serve others and see them 

develop and grow (Hendrikz & Engelbrecht, 2019). They have a conviction of 

being something greater and they are there to serve others. Servant leaders 

aim to serve their business and employees by being morally just and fair. 

These leaders serve the business by making sure the business contributes to 

society positively and by ensuring their employees/followers are accountable 
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for performance.  Castillo et al. (2020) describes empathy as the basis of 

prosocial behaviours, as the servant leader philosophy is built on the believe 

that the most effective leaders are those that strive to put the needs of others 

first and not the accretion of power. 

 

2.5   Strategic Organisational Contingencies 
 

2.5.1  Social Learning Theory 
We now propose that leaders are required to adjust their behaviours per 

organisational need. Bandura’s (1977) social learning theory contends that 

followers perceptions of ethical leaders relate to individual characteristics of 

leaders. Leaders demonstrate the type of behaviour the want emulated by 

their followers. They reward and recognise doing the “right” things in and 

followers are inspired to model such actions (Yam, Fehr, Burch, Zhang & 

Gray, 2019). 

 

2.5.2 Social Exchange Theory (SET) 
Yam et al. (2019) refers to Emerson (1976) social exchange theory (SET) 

which was developed by George Homans in 1958 who declared that 

exchanging goods between people as one of the oldest theories of social 

behaviour.  SET maintains that ethical leaders create environments that 

generate feelings of indebtedness.  SET argues that ethical leaders engender 

feelings of obligation and indebtedness. Feelings of trust is evoked and 

followers become advocates of the organisation and are obliged to help the 

organisation. 

 

2.5.3  Implicit leadership theory (ILT) 
Implicit leadership theories (ILT) indicate that individuals have implicit beliefs 

and notions about the traits of an effective leader versus an ineffective one. 

ILT deduces that shared purpose, beliefs and motives collectively result in 

common patterns of behaviour and expectations (Galanaki et al., 2020). 

These societal influences can inhibit a leader or enable one (Karacay, 

Bayraktar, Kabasakal & Dastmalchian, 2019).  
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2.6  Leader Acceptance  & Leader Effectiveness 
 

Although each theory is unique and can contribute to our study, we focus on CLT as 

it allows us to measure the extent to which culture shapes followers of ethical 

leadership (Ahmad, Fazal-e-hasan & Kaleem,  2020).   

 

However there are overlap of behaviours mentioned in these theories. For example, 

having a sense of purpose, morality, being humble is inherent in these four value-

based theories. Leaders need to be accepted to be able to influence. 

Transformational, ethical and servant leadership shares traits of being caring and 

developing followers. Authentic, servant and ethical leaders are transparent and self-

aware. All of these theories emphasise the importance and effectiveness of moral 

leadership to be effective (Badrinarayanan et al., 2019).   

 

2.7 Economic Performance of Societies  
 

55,5% of the South African population lives under the poverty line of R441 per person 

per month (Stats S.A, 2017).  The goal of businesses today should be a triple bottom 

line (TBL), that is; delivering on financial, social and environmental objectives. Part 

of the solution to eradicating poverty in SA and Africa sits with the corporates. Castillo 

et al. (2020) affirms that the relational nature of leaders are values based.  These 

are found in the moral character of leaders and a leader as a citizen, who sees 

themselves as part of the community will seek a balance between civil rights and 

business objectives (Scholl & Schermuly, 2018). 

 

2.8 Physical and Psychological Well Being of Societies 
 

The conclusive  discussion  is that the correlation between culture, leaders and 

ethical behaviours impact societies. This is confirmed by Castillo et al. (2020) who 

asserts that the development of responsible leaders hinge on immediate 

environments and the context within which leaders are raised and developed.  

 

Corporate business leaders have a responsibility to lead ethical businesses that can 

grow and support social challenges, like creating more jobs and contributing to social 
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projects that help develop and bring people out of poverty (Scholl & Schermuly, 

2018). 

 

3. Theories  
 

There is limited research that explicitly explore the impact of cultural values on ethical 

leadership in African countries.  Now that we have seen what the correlation between 

culture and ethical leadership we can conclude that good behaviours provide ground 

rules and a foundation to making ethical decisions. A good citizen often displays 

trust, commands respect,  shows caring and fairness. This study may be heuristic in 

nature and future studies are required to look closer at African environments and 

leader developments over time/age, level of education and career progression.  
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Chapter 4 :  Research Methodology  
 

In this chapter we discuss the research methodology and the reasoning for the 

chosen design to justify the use of the quantitative model. This will include aspects 

of the research design, population, unit of analysis, sampling method and size, as 

well as the data gathering process and limitations, and concluding with a discussion 

of the research analysis.  

 

1. Choice of Methodology  
 

In quantitative research, researchers interpret their observations into numbers 

through counting and measuring. This method is concerned with locating, verifying, 

or detecting causal relationships among concepts originating from specific theoretical 

schemes (Creswell, J. W., & Creswell, J. D, 2017). The distribution or selection of 

subjects was of concern. There was a concerted effort to randomly sample 

respondents to minimize bias and random error that could have impacted results.  

The quantitative data remain very valuable as they provide information about 

respondents that can be generalized to a larger population (Hines,1993; Queirós, 

Faria & Almeida, 2017). Data obtained from the standardized items used in a survey 

assists researchers to understand  how certain trends, characteristics, and needs of 

various ethnic and cultural groups differ from those of the general population. This 

data can be used to formulate policy and programs for different cultural groups. 

However the way response categories are selected and how questions are framed 

can substantially reflect the answers received (Jackson & Trochim, 2002). 

 

2. Scenario development  
 

The nature of the method was explanatory to gain a deeper understanding of the 

relationships between cultural values and ethicality and how it relates to leadership. 

We used a deductive approach to test the research hypothesis with quantitative 

techniques. We followed Saunders & Lewis (2012) process in designing the 

research. Accordingly, we considered Saunders & Lewis (2012) and Creswell, J. W., 

& Creswell, J. D. (2017) philosophies use of realism (critical) philosophy as we looked 

at the relationships between the constructs that lie beneath the surface of public 

reality.  
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Chirkov & Anderson (2018) asserts that research conducted though a realism lens 

is guided by deep ontology. The study of ethics demands an understanding of how 

a behaviour came into being and to do this we strive to go beyond the surface to 

investigate some real mechanisms.  Realist research is vital in substantiating causal 

mechanisms. Saunders & Lewis (2012) and Chirkov & Anderson (2018) confirms 

that this method of inquiry allows the researcher to understand what is not 

immediately apparent.  We proceeded on the assumption that we could measure the 

constructs objectively using a well-crafted questionnaire and the use of a Likert scale.  

 

To support or discard our theoretical position we used structured empirical testing 

after  deductive reasoning of inferring hypotheses from existing theory that was 

assessed. The hypothesis  deals with the effect of cultural variables on behaviours 

between pivotal variables that represent leader ethicality. Since the research 

questions required us to measure the effect on the relationship and the strength of 

its impact, we used a quantitative method compatible with critical realism that allowed 

us to stay independent (Huyler & McGill, 2019). 

 

The three considerations that formed part of the method we used to consider in the 

design was ; 

a) The cultural constructs was used as variables. They were measured 

quantitatively by allocating numbers to the perceptions;  

b) The statistical analysis of the predictor as well as the criteria of variables in 

the research method; and  

c) Through experimental or statistical controls control sources of error in the 

process.  

 

In terms of the relationship between leadership and culture, we identified the cultural 

dimensions that can best predict CLT dimensions and assessed the differential 

strength of association between each cultural dimension in relation to each CLT 

dimension. As one example, societies that value high performance orientation desire 

leaders who are charismatic, team oriented, and participative (Javidan & 

Dastmalchian, 2009). 
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3. Sample and Descriptives  
 
The population included non-executive directors, CEO’s, managing directors, senior 

management, middle management, project leaders, entry-level managers and 

supervisors with decision making power (Table 1) 

 

We selected a sampling universe to cover a diversified cultural group to ensure that 

the sample has acceptable cultural value orientation measures across respondents.  

Multi-national corporates and big local corporates with multi-level decision making 

authorities with diverse group of individuals provided varied outcomes. The South 

African media industry has embraced gender and race diversity and was a good host 

industry. In addition media is perceived as an environment ridden with pretentious, 

materially focused and short orientated individuals. The research included individuals 

from mid to small enterprises as well as entrepreneurs which ensured that the 

sampling universe was as diverse as possible.  

 

TABLE 1 Description of Sample 
Category Frequency Percent 
CEO/Managing Director/Executive Director 18 21.43 
Management/Supervisor/Project leader with Decision making 
power 17 20.24 

Middle Management 28 33.33 
Non-Executive Director 1 1.19 
Senior Management/ EXCO 20 23.81 
Female 39 46.43 
Male 45 53.57 
Not South African National 3 3.57 
South African National 81 96.43 
Unspecified Race 3 3.57 
African 19 22.62 
Coloured 6 7.14 
Indian 35 41.67 
White 21 25 
Large (Employs 250 or more people) 40 47.62 
Medium-sized (50 to 249 employees) 25 29.76 
Micro (fewer than 10 employees) 8 9.52 
Small (10 to 49 employees) 11 13.1 
Advanced degree (for example: Masters, Professional, or Doctorate 
degree) 33 39.29 

Bachelor’s Degree 25 29.76 
Diploma 19 22.62 
High school graduate, diploma or the equivalent 6 7.14 
Some high school, no diploma 1 1.19 
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2 - 5 years tenure 24 28.57 
5 - 8 years tenure 17 20.24 
9 -12 years tenure 7 8.33 
More than 12 years tenure 15 17.86 
Under 2 years tenure 21 25 
2 - 5 years’ experience 24 28.57 
5 - 8 years’ experience 16 19.05 
9 - 12 years’ experience 10 11.9 
More than 12 years’ experience 32 38.1 
Under 2 years’ experience 2 2.38 

Unit of Analysis 
 

Zikmund, Carr, & Griffin (2013) defines unit of analysis as the object on which 

behavioural relations on theoretical constructs are conceptualised.  The unit of 

analysis in a study indicates who or what should provide the data and at what level 

of aggregation (Zikmund et al., 2013). The individuals who participated in this study 

were defined as the unit of analysis. 

 

4. Sampling Method & Size 
 

Sampling is a representative set of the broader population that is available to the 

researcher (Zikmund et al., 2013). To form a non-probability sample, purposive 

sampling was used. To ensure we reached the objective of this study, the researcher 

chose leaders who were best positioned to help address the research questions 

(Saunders & Lewis, 2012; Averin, 2017). In  addition snowball sampling was used to 

identify other leaders at the same or similar level of authority to reach potential 

participants. Convenience sampling was used in limitation when the desired amount 

of respondents of 100 were not reached after sending out of 200 surveys. 

 

The targeted size of the sample was 100 leaders and managers across various 

organisations across 3 provinces. Samples included respondents with varied levels 

of experience, education, tenure and backgrounds such as ethnic group, gender, 

leadership level and income level.  
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5. Measurement Instrument  
 

The questions were structured in the form of a questionnaire (Saunders & Lewis, 

2012; Zikmund et.al., 2013). The questions sought to determine the construct of 

cultural values based on the Ethical Leadership Scale (ELS) (Brown & TREVIiÑO, 

2002). The purpose of a survey instrument was to use deductive investigations to 

analyse whether cultural values influence leader behaviour. Each construct was 

measured quantitatively to meet the criteria of the chosen research paradigm. We 

used a structured measurement on a 7-point likert type scale in a survey 

questionnaire to measure responses and determine the respondents agreement with 

the proposed question.  Typically a larger variance was seen on a 7-point scale. The 

sample universe of CEO’s, senior managers and middle level managers were 

experienced enough to adequately understand a 7-point scale.  

 

6. Data Gathering process 
 

After gaining ethical clearance, the researcher used an internet based tool, Google 

forms, to collect data. Google Forms is a web-based app that allowed for 

customisation to specifications.  The app allowed for distribution on multiple 

platforms like linkedin, whatsapp, email and facebook.  The introduction to the survey 

included a hyperlink which was convenient to  access. This method allowed ; 

• respondents to compete the survey at a their convenience. 

• the researcher to send the survey to respondents in other provinces and 

• considering the targeted number of respondents we expected to reach and 

the number of questions, the telephonic and face to face interviews would 

have been time consuming and expensive. 

 

The data collection was designed to reduce the influence of the researcher that could 

have an effect on the phrasing of questions or data selection samples.   

 

7. Analysis approach  
  

The data collected was quantitative, categorical with ordinal data (Saunders & Lewis, 

2012).  The use of IBM SPSS and excel was used to analyse the data. The 7-point 
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Likert scale data was numerically coded to associate the responses into a dataset 

that was statistically analysed.  The researcher tested for normality to determine 

whether the sample data was normally distributed.  

 

Normality was tested for using Kurtosis and Skewness formulae in SPSS. Hair, Hult, 

Ringle & Sarstedt (2016) suggest that data is considered to be normal if Skewness 

is between -2.58 to +2.58 and Trochim & Donnelly (2006) if Kurtosis is between -7 

to +7. All variables were measured, and Skewness values were between the 

thresholds of -2.58 and +2.58, and Kurtosis between -7 and +7. Therefore, all 

variables can be considered normally distributed. (Refer Table 2). 

 

TABLE 2 Descriptive Statistics 
CLT N Mean Std. Deviation Skewness Kurtosis 
Uncertainty 
Avoidance 84 3.946 1.258 0.096 -0.260 

Assertiveness 84 3.902 1.605 0.118 -0.686 
Performance 
Orientation 84 3.548 1.359 0.034 -0.688 

Humane Orientation 84 4.350 1.357 0.201 -0.868 
In Group Collectivism 84 3.176 1.106 0.153 -0.203 
Institutional 
Collectivism 84 3.271 0.922 0.108 -0.248 

Power Distance 84 2.807 1.071 0.753 0.725 
Future Orientation 84 3.036 0.866 0.273 0.065 

 

Using the GLOBE study strategy the quantitative findings provided the researcher 

with scores on perceptions of cultural practices for all the nine dimensions of societal 

culture described earlier. This data can then be interpreted in the societal and a 

cultural context, (Chhokar et al, 2007). 

 

8. Limitations 
 

Most research has limitations which could include the size of the data sample, the 

time frame, geographical area and data analysis (Zikmund et al., 2013).  

 

Even though controls were in place to ensure that only the population in the scope 

of study were valid participants, there is probable inaccuracy in the data due to 

snowballing as the survey was distributed electronically.  Senior executives and 



The impact of cultural values on ethical leadership 

 23 
 

CEO’s of larger corporates were harder to access. The snowball sampling method 

was chosen to reach more respondents through the networks of those respondents 

we were able to access. The limited period the researcher had for data collection and 

the impact of COVID-19 “work at home” impacted the response time from CEO’s and 

senior executives.  

 

Another potential limitation was the potential limitation of geographic and industry 

range as the researcher distributed the surveys to participants within her personal 

and professional business networks.  

 

The use of secondary has disadvantages that include validity of data, purpose of 

original data, population used, definition of terms, and accessibility (Saunders & 

Lewis 2012; Zikmund et al.,2013).   In using secondary data, the researcher had no 

control of how the survey items were framed or worded.  

 

The instrument measured specific constructs. Even though the instrument was 

designed with the research problem in mind, they may be more recent literature that 

may include new, relevant constructs that could not be included or measured 

(Wegner, 2016).   

 

Since data collection happened in an electronic format, only individuals with the 

technology that allowed for a response could be targeted. With the use of electronic 

surveys, participants are unable to gain clarity on the questions asked.  This could 

lead to them interpreting the question incorrectly as respondents often respond as 

they think the researcher wants them to, instead of being honest (Zikmund et al., 

2013).    

 

We used non-probability sampling (namely convenience and snowball), which 

meant, only certain individuals and organisations could be targeted.  This method 

may have resulted in a population that is unrepresentative of the true population 

(Creswell 2009). 

 

In addition, the researcher is inexperienced in academic research and as such the 

scope and depth of insights of this study could possibly be expanded. 
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9. Process of Data Analysis 
 
Data analysis is the progression of drawing inferences from raw data.  To do this an 

inspecting and cleaning of data is done,  The aim is modelling the data with the 

objective of discovering the relevant information to inform our hypotheses.  Such data 

is mainly numerical in nature in quantitative studies (Saunders & Lewis, 2012; 

Wegner, 2016). 

 

Post the coding and cleansing of the data, preliminary tests were done to on the data 

to understand the composition. Thereafter a reliability analysis was done to 

determine the reliability and validity of measurements used.  

 
Since the ELS scale was done as True/False responses,  a binomial logistic 

regression (often referred to simply as logistic regression), was used to predict the 

probability that an observation falls into one of two categories of a dichotomous 

dependent variable based on one or more independent variables that can be either 

continuous or categorical (de Sousa Mendes & Devós Ganga, 2013). The model was 

specified with ELS as the dependent variable and CLT as the independent variables. 

 

Table 3 : Data Analysis  

 

Aspect of Methodology Approach Justification 

Philosophy Positivism Objective investigation of 
research phenomenon 

Approach Deductive Measures to test theory 

Design Quantitative, Descriptive Objective Evaluation  

Research Strategy Questionnaires Consolidating perceptions 
and levels of agreement 

Sampling Strategy Non-probability sampling Ability to collect data 
rapidly and cost-effectively 

Data Analysis Descriptive and 
Inferential Statistics  

Generation findings for 
discussion 
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Aspect of Methodology Approach Justification 

Data Quality Reliability and Validity 
Ensuring consistency and 
a true reflection of theory 
to enhance data quality  

 
 
10. Methodology Summary  
 

This research study adopted a positivist research paradigm.  This was supported by 

a deductive approach for the development of the theory and the use of the 

quantitative study. The research design applied a cross sectional, survey format for 

the collection. A blend of non-probability and convenience sampling methods were 

appropriate for the nature of the study. 

  

We have highlighted possible shortcomings on measures and evidence for reliability 

and validity. Appropriate data analysis techniques were specified to understand the 

composition of the sample, as well as to provide solutions to the proposed 

hypotheses in the study.  

 

As scholarly researchers often allude to, inherent in such hypotheses is the research 

problem that the study aims to explain, and the research methodology is central in 

simplifying the way in which the researcher aims to solve the problem.  
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Figure 1  : Theoretical Model of GLOBE 
 

 
 

Source : Source : Chhokar et al. (2007) 

 

Fugure 2 : Edgar Schein's Culture Model  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source : Edgar Schein (1985) 
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BASR is fairly liberal on style compared to other journals.  This is typically resolved 
when the manuscript moves into the publication production phase.  
  
All sorts of font style and sizes are used – although typically 12-point is most 
convenient for the editors and reviews.  The 10,000 word limit is only for the body 
of the text in the manuscript, not additional sections. 
  
Hope this helps and we welcome your submission. 
  
Jim Weber 
The Martin Hehir, C.S.Sp. Endowed Chair in Scholarly Excellence 
Professor of Business Ethics and Management 
Managing Director, Albert P. Viragh Institute for Ethics in Business 
Managing Editor, Business and Society Review 
Co-editor, Business and Society 360 
Co-author, Business and Society: Stakeholders, Ethics, Public Policy, 16th 
edition 
Rockwell Hall Room 615, Palumbo-Donahue School of Business, Duquesne 
University 
Pittsburgh, PA 15282 USA 
[412] 396-5475 
  
From: Linda Reddy <19387904@mygibs.co.za>  
Sent: Thursday, November 19, 2020 5:48 AM 
To: Dr. James Weber <weberj@duq.edu> 
Subject: [External]  
  
HI James, 
  
To ensure that I fully understand the article author guidelines.   
  
What font style and size is recommended for submission to the Business and Society 
Review?  The guideline mentions line spacing and standard margins but no guide on text. 
  
Secondly the guide states a minimum of 10 000 words, does this include references, title page, 
author details and appendices like the questionnaire in a quant study? 
  
Thank you for your guidance as I look forward to your direction in this regard.  
  
  
Kind Regards 
Linda Reddy 
Contact : 0823899865 
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Appendix C : Research Questionnaire  

Research Survey : The Impact of Cultural Values on Ethical 

Leadership  
 
I am currently a student at the University of Pretoria’s Gordon Institute of Business 

Science and completing my research in partial fulfilment of an MBA. 

 

I am conducting research on the impact of cultural values of ethical leadership. I 

am trying to establish effect of social, ethnic and traditional values in the behaviour 

of leaders.  Your participation in this research will be highly valuable.  In the 

following pages, you are asked to choose a number of statements that reflect your 

observations of cultural or organizational practices, your beliefs, your values, or your 

perceptions. There are no right or wrong answers. Our main interest is learning about 

the beliefs and values in your society, and how various societal and organizational 

practices are perceived by you and the others participating in this research. Your 

responses will be kept completely confidential. No individual respondent will be 

identified to any other person or in any written form. Nor will the name of your 

organization be publicly released.  

 

This should take no more than 30 minutes of your time. Your participation is 

voluntary, and you can withdraw at any time without penalty. Your participation is 

anonymous and only aggregated data will be reported.  

 

By completing the survey, you indicate that you voluntarily participate in this 

research. If you have any concerns, please contact me or my supervisor. Our 

details are provided below. 

 

Researcher name: Mrs Linda Reddy 
Email: 19387904@mygibs.co.za 

Phone: +27 11 634 9502 

 

Research supervisor: Professor Caren B. Scheepers 
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Email: scheepersc@gibs.co.za 

Phone: +27 11 771 4000 

 

There are 4 sections to follow, each with questions and a small description on 

how to answer them. Thank you for taking the time to complete this 

questionnaire. Your input is highly appreciated.  

 

Qualifying Question : 
Please indicate the level of management/rank you currently operate at; 

 

Non-Executive Director 

CEO/Managing Director/Executive Director 

Senior Management/ EXCO  

Middle Management 

Management/Supervisor/Project leader with Decision making power 

None of the above – i.e you’re in a role with no decision making power 

 

Section 1 — Demographic Questions  
 

Following are several questions about you, your background, and the place where 

you work. These questions are important because they help us to see if different 

types of people respond to the questions on this questionnaire in different ways. 

They are NOT used to identify any individual. Please tick the most appropriate box  

 
4. Please indicate your sex 

     

Male   

Female   

 

5 Are you a South African National? 

 

Yes  

No   
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6 What is your racial or ethnic identification? (optional)  

 

White  

African  

Indian  

Coloured  

Other  

 

7  How would you classify the size of the organisation you belong to? (Mark 

one Block only) 

     

Large (Employs 250 or more 

people) 

 

Medium-size (50 – 249 

employees) 

 

Small – (10 -49 employees)  

Micro – (fewer than 10 

employees) 

 

 

8 What is your highest level of education? (Mark one Block only) 

  

Some High school, No Diploma  

High School Graduate, Diploma or equivalent   

Diploma  

Bachelors Degree  

Advanced Degree (eg. Masters/Professional or Doctorate  

 

9 What is your length of tenure at your current job? (Mark one Block only) 

  

Under 2 years   

2 – 5 years  

5 - 8 years  

9 – 12 years   

More than 12 years  
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10 Total years of work experience in a leadership role? (Mark one Block only) 

  

  

Under 2 years   

2 – 5 years  

5 - 8 years  

9 – 12 years   

More than 12 years  

 

11 What is your date of birth? (Optional) 

 

 

Section 2 — The way things are in your society 
 

Instructions 
 

In this section, we are interested in your beliefs about the norms, values, and 

practices in your society. In other words, we are interested in the ways of your society 

— not the way you think it should be. There are no right or wrong answers, and 

answers don’t indicate goodness or badness of the society. 

 

Please respond to the questions by circling the number that most closely 

represents your observations about your society. 

 

 
Uncertainty Avoidance: The extent to which a society, organization, or group 

relies (and should rely) on social norms, rules, and procedures to alleviate 

unpredictability of future events. The greater the desire to avoid uncertainty, the 

more people seek orderliness, consistency, structure, formal procedures, and laws 

to cover situations in their daily lives.  
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1. In this society, orderliness and consistency are stressed, even at the 

expense of experimentation and innovation (strongly agree: 1; strongly 

disagree: 7).  
2. In this society, most people lead highly structured lives with few 

unexpected events (strongly agree: 1; strongly disagree: 7).  
3. In this society, societal requirements and instructions are spelled out in 

detail so citizens know what they are expected to do (strongly agree: 1; 

strongly disagree: 7).  
4. This society has rules or laws to cover almost all situations(strongly 

agree: 1; strongly disagree: 7).   
  

Assertiveness: The degree to which individuals are (and should be) assertive, 

confrontational, and aggressive in their relationship with others.  
  

5. In this society, boys are encouraged more than girls to attain a higher 

education (strongly agree: 1; strongly disagree: 7).  
6. In this society, there is more emphasis on athletic programs for boys: 

(strongly agree: 1; strongly disagree: 7).  
7. In this society, it is worse for a boy to fail in school than for a girl to fail in 

school (strongly agree: 1; strongly disagree: 7).  
8. In this society, Men are more likely to serve in a position of high office 

(strongly agree: 1; strongly disagree: 7).  
   

Performance Orientation: The degree to which a collective encourages and 

rewards (and should encourage and reward) group members for performance 

improvement and excellence.   

  

9. In this society, teen-aged students are encouraged to strive for 

continuously improved performance (strongly agree: 1; strongly 

disagree) 
10. In this society, major rewards are based on performance effectiveness 

(strongly agree: 1; strongly disagree) 
11. In this society, being innovative to improve performance is generally 

(strongly agree: 1; strongly disagree) 
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5. Humane Orientation: The degree to which a collective encourages and rewards 

(and should encourage and reward) individuals for being fair, altruistic, generous, 

caring, and kind to others   

 

12. In this society, people are generally sensitive toward others: (strongly 

agree: 1; strongly disagree)at all sensitive toward others: 7).  
13. In this society, people are generally tolerant of mistakes: (strongly agree: 

1; strongly disagree) 
 

In-Group Collectivism (Collectivism 2): The degree to which individuals express 

(and should express) pride, loyalty, and cohesiveness in their organizations or 

families.    

  

14. In this society, children take pride in the individual accomplishments of 

their parents (strongly agree: 1; strongly disagree: 7).  
15. In this society, parents take pride in the individual accomplishments of 

their children (strongly agree: 1; strongly disagree: 7).  
16. In this society, aging parents generally live at home with their children 

(strongly agree: 1; strongly disagree: 7).  
17. In this society, children generally live at home with their parents until they 

get married (strongly agree: 1; strongly disagree: 7).  
18. It is important to member of society is viewed positively by the 

societies  
  

Institutional Collectivism (Collectivism 1): The degree to which organizational 

and societal institutional practices encourage and reward (and should encourage 

and reward) collective distribution of resources and collective action.  
19. In this society, leaders encourage group loyalty even if individual goals 

suffer (strongly agree: 1; strongly disagree: 7).  
20. The economic system in this society is designed to maximize individual 

interests (strongly agree: 1; strongly disagree: 7).  
21. In this society, being accepted by the other members of a group is very 

important (strongly agree: 1; strongly disagree: 7).  
22. In this society group cohesion is valued more than individualism: 

(strongly agree: 1; strongly disagree: 7). 
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Power Distance: The extent to which the community accepts and endorses 

authority, power differences, and status privileges  

23. In this society, a person’s influence is based primarily on one’s ability 

and contribution to the society (strongly agree: 1; strongly disagree: 7). 
24. In this society, followers are expected to obey their leaders without 

question (strongly agree: 1; strongly disagree: 7). 
25. In this society, people in positions of power try to increase their social 

distance from less powerful individuals: (strongly agree: 1; strongly 

disagree: 7). 
26. In this society, rank and position in the hierarchy have special privileges 

(strongly agree: 1; strongly disagree: 7).  
27. In this society, power is concentrated at the top: (strongly agree: 1; 

strongly disagree: 7).  

Future Orientation: The extent to which individuals engage (and should 

engage) in future-oriented behaviors such as planning, investing in the future, 

and delaying gratification.    

 

28. The way to be successful in this society is to plan ahead: (strongly 

agree: 1; strongly disagree: 7).  
29. In this society, the accepted norm is to accept the status quo: (strongly 

agree: 1; strongly disagree: 7).  
30. In this society, social gatherings are planned well in advance (strongly 

agree: 1; strongly disagree: 7).  
31. In this society, more people live for the present than live for the 

future(strongly agree: 1; strongly disagree: 7).  
32. In this society, people place more emphasis on solving current problems: 

(strongly agree: 1; strongly disagree: 7).  
  
 

Section 3 — Ethical Leadership Survey (ELS) 
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Please indicate whether you agree with each of the following statements about your 

leader/CEO/Manager by using the scale below and write the number which best 

represents your answer in the space next to each item.. 

 
To what extent are the following statements true about the leader in your company?  

1  true 

2 false 

  
33. Listens to what employees have to say  

34. Disciplines employees who violate ethical standards  

35. Conducts his/her personal life in an ethical manner  

36. Has the best interests of employees in mind  

37. Makes fair and balanced decisions  

38. Can be trusted 

39. Discusses business ethics or values with employees   

40. Sets an example of how to do things the right way in terms of ethics   

41. Defines success not just by results but also the way that they are 

obtained 

42. When making decisions, asks “what is the right thing to do?” 

 
 

Section 4 — Measuring scale for Ethical Climate 
 

(The proposed questions are from “The Ethical Climate Questionnaire” (Victor & 

Cullen 1987,1988) 

The reliability of this survey was found to be α = 0.88 
 

 
Instructions 
 

In this section, We would pose some questions to you about the general climate in 

your company.  

Please answer the following in terms of how it really is in your company, not how you 

would prefer it to be. Please be as candid as possible; remember all your responses 

will remain strictly anonymous.  
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Please indicate whether you agree with each of the following statements about your 

company by using the scale below and write the number which best represents your 

answer in the space next to each item.. 

 

To what extent are the following statements true about your company?  

1  Strongly Agree  

2  Agree 

3  Somewhat Agree 

4  Neither Agree nor Disagree 

5  Somewhat True  

6  Mostly True  

7  Completely True 

 

 

43. In this company, people are mostly out for themselves. 

44. The major responsibility for people in this company is to consider 

efficiency first. 

45. In this company, people are expected to follow their own personal and 

moral beliefs. 

46. People are expected to do anything to further the company's interests. 

47. There is no room for one's own personal morals or ethics in this 

company. 

48. Work is considered sub-standard only when it hurts the company's 

interests. 

49. In this company, people protect their own interest above other 

considerations. 

50. The most important consideration in this company is each person's 

sense of right and wrong. 

51. The most important concern is the good of all the people in the company 

52. People are expected to comply with the law and professional standards 

over and above other considerations. 

53. Everyone is expected to stick to company rules and procedures. 

54. People are concerned with the company's interests to the exclusion of all 

else. 
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55. The most efficient way is always the right way, in this company. 

56. Our major consideration is what is best for everyone in the company. 

57. In this company, people are guided by their own personal ethics. 

58. Successful people in this company strictly obey the company policies. 

59. In this company, the law or ethical code of their profession is the major 

consideration. 

60. In this company, each person is expected, above all, to work efficiently. 

61. It is expected that you will always do what is right for the customer and 

public. 

 

This concludes the questionnaire. We truly appreciate your willingness to complete 

this questionnaire, and to assist in this research project. 
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Appendix D : Plagiarism Declaration form  

Declaration: 
 

I declare that this research project is my own work.  It is submitted in partial fulfilment 

of the requirements for the degree of Master on Business Administration at the 

Gordon Institute of Business Science, University of Pretoria.  It has not been 

submitted before for any degree or examination in any other University.  I further 

declare that I have obtained the necessary authorisation and consent to carry out 

this research. 

 

Student Name : Linda Reddy  
Signature :  _____________________ 

Date :    _____________________ 
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Appendix E : Copyright Declaration 
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Appendix E : Certification of Data Analysis Support Form 
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