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Abstract

The purpose of this study was to determine the effect of Ethical Leadership and Organizational
Citizenship Behavior (OCB) in building the Performance of Village Consultative Body Members. This
research is classified as explanatory research with a quantitative approach. The sample used was 150
respondents. The sample consisted of Village Consultative Body Members in Pamekasan Regency. This
research used saturated sampling technique. The type of data used is primary data, namely collecting data
using questionnaires. Analysis of the data used is Multiple Linear Regression Analysis and Sobel test
with SPSS version. The result of this research shows that Ethical Leadership has positive effect on
Organizational Citizenship Behavior, Organizational Citizenship Behavior has positive effect on
Performance of Village Consultative Body Members and Ethical Leadership has positive effect on
Performance of Village Consultative Body Members with Organizational Citizenship Behavior as
investing variable.

Keywords: Ethical Leadership; Organizational Citizenship Behavior; Performance of Village
Consultative Body Members

Introduction

Ethics has been a part of leadership study and debate for centuries. The majority of these
dialogues have been normative in nature. These discussions prescribe leadership standards of behavior
and are largely anecdotal. Notwithstanding a long history of discourse, there is a need for more social
scientific inquiry on ethical leadership (Tanner et al., 2010). Indeed, a great deal has been written about
ethical leadership from a prescriptive point of view, often in the form of a philosophical discussion about
what leaders ought to do (Avey et al., 2011). The concept of ethical leadership is a timely and significant
topic for study. In a comprehensive literature review on leadership ethics, Ciulla (1995) concluded that
ethics should be at the center of leadership studies. According to Ciulla (1995), it is the ethics of
leadership that may help us answer the question of what differentiates effective from ineffective
leadership. Northouse (2010) also described ethics as central to leadership, citing the impact of leader
influence, relationship with followers, and establishment of organizational values. A definition of ethical
leadership based on empirical study has been offered by Brown et al., (2005). Ethical leadership is the
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demonstration of normatively appropriate conduct through personal actions and interpersonal
relationships, and the promotion of such conduct to followers through two-way communication,
reinforcement, and decision-making.

Ethical leadership is an appropriate normative behavior seen from personal behavior or
interpersonal relationships and promotion of other employees with two-way communication,
reinforcement, and decision making. Personal traits such as honesty, integrity, and shared trust are critical
to leadership effectiveness. Leaders are considered ethical in their professional and personal lives if they
have the principle of caring and caring for the community in their decisionlmaking and leadership style
(Malik et al., 2016). Ethical leadership may present a style of leadership that can address the issue of
enhanced employee outcomes (Brown & Mitchell, 2010). Corporate executives are continually pressed to
make organizational improvements, measured by both internal process advances and external
performance measures. Executives endeavor to fulfill organizational goals through improved
effectiveness and efficiency (Burton & Obel, 2001). The success and viability of an organization are
important responsibilities of the organization’s leaders. Because leadership is an influential process (Yukl,
2002), organizational goals are partly dependent on leaders’ abilities to inspire organizational members to
work towards those goals through increased performance.

As stated by Evans and Lindsay (2011), an organization's value lies in its human resources,
especially employee performance in carrying out tasks and work. Kiruja and Mukuru (2013) also state
that the success of an organization in achieving strategic goals is highly dependent on the level of
individual performance. One of the factors that influence employee performance is leadership. According
to Bass et al., (2003), an important determinant of employee performance and adaptability to change is
leadership. Leaders describe the relationship between leaders and subordinates and how the leader's goals
direct them in achieving organizational goals (Locander et al., 2002). According to Zohar (2005), a leader
must act with high motivation and good spiritual change to run a good leadership model. The role of
leadership in improving employee performance cannot be separated from the culture in each region. a
number of studies related to decisions about the assessment of employee performance have been carried
out by several researchers. Many of them found a positive relationship between the two variables
(Walumbwa & Schaubroeck, 2009; Zehir and Erdogan, 2011; Sabir et al., 2012). This shows that ethical
leadership is applied by a leader to overcome problems that arise in improving employee performance
(Brown and Mitchell, 2010). But on the other hand, Ekaningtias (2016), found different results that
ethical leadership did not have a positive effect on employee performance in government offices in East
Java.

Organizational citizenship behavior is an individual action that exceeds the required role, is not
explicitly or directly recognized by the company, and improves the functioning of the organization
efficiently and effectively. This employee behavior can be considered as an option that the employee
chooses and exercises, but it is outside the description of the position held and has a positive impact on
the organization. Organizational Citizenship Behavior is a voluntary behavior that benefits the company
(Bagyo, 2018). Organizational Citizenship Behavior variable in some studies can act as a mediator. Baron
and Kenny (1986) explain that leadership affects Organizational Citizenship Behavior, and vice versa
Organizational Citizenship Behavior affects employee performance, so that in that position,
Organizational Citizenship Behavior can act as a mediator. Findings that reveal the influence of ethical
leadership on Organizational Citizenship Behavior are the results of research from Polat (2009), Kacmar
et al., (2011) and Silke (2012), which state that ethical leadership affects Organizational Citizenship
Behavior. Related to several leadership factors, employees need ethical leadership in their organization
which refers to leaders who are responsible, trustworthy, fair, moral, respectful and aware of humanity
and attract attention. With these characteristics, employees will trust their leaders and feel safe (Shukurat,
2012). Employees will voluntarily work to support their organization (Silke, 2012) and value a strong and
responsible work environment (Michael, 2005). In some organizations, only a few employees have
Organizational Citizenship Behavior because each employee has a job description that is strict enough to
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cause low Organizational Citizenship Behavior behavior. A number of studies have found that
Organizational Citizenship Behavior affects employee performance. Chien (2003) in his research found
that Organizational Citizenship Behavior has a positive effect on individual, group and organizational
performance. Azmi (2010) also state that Organizational Citizenship Behavior has a significant effect on
performance. Research from Luthans (2011) and Kilinc and Ulusoy (2014) also prove that there is a
significant positive relationship between Organizational Citizenship Behavior and employee performance.
Several previous studies have identified the effect of ethical leadership and Organizational Citizenship
Behavior in improving employee performance in separate research models, so there are still gaps for
further research. The relationship between leadership ethics and employee performance in village
numbers in Pamekasan Regency. The role of employee involvement and Organizational Citizenship
Behavior are involved as mediators to describe alternative explanations for the influence of leadership on
employee performance.

Companies should always adopt effective ways to motivate employees to provide higher work
performance which directly increases the competitiveness of the organization. Employee performance has
always been the most important thing to be considered by company management. Employees are the main
resources that carry out daily operational activities (Inuwa, 2016). Siddiqui (2019) states that the elements
of organizational performance are not only capital and financial resources that contribute to achieving
goals, but human resources are also elements that must be considered. Companies must motivate
employees to improve their performance. Skilled, experienced, and reliable employees must be retained
by the organization because they are the assets of the organization.

Theory and Hypothesis
Ethical Leadership and Organizational Citizenship Behavior

The success of an organization in achieving the strategic goals depends greatly on the
performance of the employees. Leaders as role models become an important source of ethical guidance
for employees and, at the same time, must be responsible for the moral development of an organization.
Consequently, the ethical and moral conducts of leaders are increasingly needed. The effect of ethical
leadership on Organizational Citizenship Behavior is from Poohongthong et al. (2014). Since employee
Organizational Citizenship Behavior is emphasized as proactive behaviors that are primarily motivated by
employees’ willingness to voluntarily contribute to the organization (Lavelle, 2010), organizational
concern should be one of the important mechanisms through which ethical leadership manifests its effects
on employee Organizational Citizenship Behavior.

Ethical leadership has recently been considered as a key predictor influencing employees’ moral
attitude and behavior toward organizations (Mo et al., 2012). It places great emphasis on the role
modeling effect of leader’s moral behaviors in the workplace (Brown 2007). Drawing on social learning
theory (Bandura, 1977), previous research showed that employees working with ethical leaders are more
likely to go ‘‘above and beyond’’ the official call of duty to help organizations achieve long-term goals
(Kalshoven et al., 2011; Zoghbi-Manriquede-Lara and Suarez-Acosta, 2013; Boehm and Dwertmann,
2015). However, little was known regarding the underlyingmechanisms through which ethical leadership
enhances employees’ organizational citizenship behavior (OCB) (Brown and Trevin“o 2006; Kirkman et
al., 2009). Neubert and Roberts (2013) revealed that ethical leadership positively leads to employees’
Organizational Citizenship Behavior.

Organizational Citizenship Behavior is related to several leadership factors and employees
require having ethical leadership in their organizations. This refers to a leader who has characteristics of
responsibility and trustworthiness (Shukurat, 2012), equitability, morality, respect paid others and
awareness of human rights and equality. With these characteristics, the employees will trust their leaders
and feel safety. They will voluntarily work for and support their organizations (Silke, 2012) and promote
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the responsible and strong working environment (Michael, 2005). Thus, ethical leadership affects
Organizational Citizenship Behavior directly (Cyril & Girindra, 2009; Michael & Linda, 2006; Silke,
2012). Polat (2009) found that high school teachers’ perception of ethical leadership in their leaders
affected their Organizational Citizenship Behavior. At the group level, supervisory ethical leadership is
positively related to Organizational Citizenship Behavior (Mayer et al.,, 2009; Walumbwa &
Schaubroeck, 2009). Similarly, Jofreh et al., (2012) studied teachers’ leadership and Organizational
Citizenship Behavior in schools. They found that there were significant positive correlations between
distribution of leadership and organizational citizenship behavior dimensions. The results of regression
analysis also showed that the dimensions of distributed leadership could significantly predict all of the
organizational citizenship behavior dimensions. Ethical leaders establish and reinforce ethical standards.
They guide the conduct and behavior of employees by making ethics a part of organizational life. Ethical
leadership encourages positive behavior and discourages misconduct, theoretically supporting an
environment that is conducive to organizational citizenship behavior (Avey et al., 2011). Based on this
explanation, this study makes the following hypotheses:

Hypothesis 1: Ethical Leadership has a significant effect on Organizational Citizenship
Behavior.

Organizational Citizenship Behavior and Performance of Village Consultative Body Members

According to Organizational Citizenship Behavior motives theory, Organ and Ryan (1995)
concluded that motives play an important role in facilitating Organizational Citizenship Behavior because
they affect individuals’ thoughts and feelings about a job and an organization. Organizational citizenship
behavior is a form of employee performance which exceeds task performance (Piccolo et al., 2010). It has
been positively related to higher levels of employee performance (Podsakoff et al., 2009), making it an
important employee behavior to measure. A review of the literature suggests that, in addition to extrinsic
compensation, intrinsic rewards motivate employees to improve their performance to a great extent
(Deckop et al., 1999). However, performance is not always limited to in-role performance, as specified in
the job description. Indeed, organizations often require employees to shoulder responsibilities over and
above their in-role activities, in an effort to improve overall efficiency and effectiveness (Smith et al.,
1983). For example, a software engineer can be asked to spend time with a new hire, helping him/her
understand the departmental structure and practices. Clearly, this is not part of a typical software
engineer’s job. On the other hand, there are numerous such activities that organizations need their
employees to do in order for the business to run smoothly and effectively. These extra-role activities may
be termed “citizenship behavior (Netemeyer et al., 1997). Normally, such behaviors are not specifically
rewarded by organizations, yet individuals who demonstrate such behaviors are often seen as having a
favorable attitude towards overall business efficacy (Deckop et al., 1999). In this connection, Pattnaik and
Biswas (2005) found that Organizational Citizenship Behavior had a positive impact on individual
performance, and in turn, upon organizational effectiveness. Overall, Organizational Citizenship Behavior
refers to informal responsibilities undertaken by individuals, from which they can derive intrinsic
motivation, though often there may be no additional compensation. However, individual Organizational
Citizenship Behavior can have a significant positive impact on overall organizational performance. As
such, organizations looking to improve overall efficiency would do well to create a climate wherein
employees are motivated to go over and above their in-role responsibilities and duties. With reference to
Indian organizations, a review of the literature suggests that several dimensions of Organizational
Citizenship Behavior, such as altruism, conscientiousness, and civic virtue, match the norms of a
collectivistic society such as India, and would thus have a positive impact on individual performance
(Hofstede, 2001).

Babin and Boles (1996) investigated individual employee perceptions of job performance, where
job performance refers to job related behavioral outcomes, employee personal productivity comparisons,
job performance directs toward organizational expectations and requirements, and work behavior in
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accordance with organizational requirements like work quality, efficiency, and awareness. In the study of
Yoon and Suh’s (2003), a positive correlation between Organizational Citizenship Behavior and
customers’ perceived quality of service was validated by tourism employees. The latter involved
employee job performance in the tourist industry; Organizational Citizenship Behavior positively
influenced employee job performance. Accordingly, employees’ Organizational Citizenship Behavior
corresponded with increased cooperation among employees, proactive assistance in resolving problems
for others, and willingness to attend and participate in organizational activities and meetings. This
changed the overall state of mind and social atmosphere of the organization, further enhancing the overall
employee job performance.

Luthans (2011) state that organization citizenship behavior positively relates to individual
performance, group performance and organizational performance. Some study results found a relationship
between Organizational Citizenship Behavior with such performance (Soumendu & Arup, 2007). They
found that individual Organizational Citizenship Behavior level will have positive and significant effect
on employee performance. Likewise, Boerner, Eisenbeiss, Griesser (2007); Chiang Hsieh (2012) states
that Organizational Citizenship Behavior affects on employee performance. Little studies that examining
the association of Organizational Citizenship Behavior with performance provide opportunities to develop
this research. Another major factor concerned in this research is how to measure Organizational
Citizenship Behavior role on employee performance. Employees who have good work habits
(Organizational Citizenship Behavior) will have great expectations for high achievement. Other results
also showed that Organizational Citizenship Behavior has an effect on employee performance. This is
indicated by the results of research conducted by Sriboonlue and Jindarat (2013), Maharani et al. (2013)
and Kilinc and Ulusoy (2014). Based on this explanation, this research makes the following hypothesis:

Hypothesis 2: Organizational Citizenship Behavior has a significant effect on Performance of Village
Consultative Body Members.

Ethical Leadership, Organizational Citizenship Behavior and Performance of Village Consultative
Body Members

With regard to a number of research results showing a partial relationship on each variable that is
ethical leadership with Organizational Citizenship Behavior and Organizational Citizenship Behavior
with employee performance, it indicates that Organizational Citizenship Behavior is able to be a
mediating variable between ethical leadership and employee performance. Furthermore, ethical leadership
influences Organizational Citizenship Behavior according to several studies from Cyril and Girindra
(2009) and Silke (2012). A number of research results assert that Organizational Citizenship Behavior is
able to improve employee performance, including the results of research conducted by Podsakoff et al.
(2000), Kilinc and Ulusoy (2014), so the role of Organizational Citizenship Behavior serially mediate can
be used. Based on this explanation, this study makes the following hypotheses:

Hypothesis 3: Ethical Leadership has a significant effect on Performance of Village Consultative Body
Members with Organizational Citizenship Behavior as an intervening variable.

Research Methods

Research Framework

Ethical Leadership Organizational Performance of Village

(X) Citizenship Behavior (Z) Consultative Body
A

Figure 1 Conceptual Framework
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Measurement

Ethical Leadership is defined as a leadership reflecting the moral values, which become the role
models for the employees. Ethical Leadership variable is measured by seven dimensions, i.e. fairness,
power sharing, role clarification, people-oriented behavior, integrity, ethical guidance and concern for
sustainability adopted from Hendler (2011. Organizational Citizenship Behavior is the behavior of
employees who are willing to do work outside the job description and do not expect rewards for the work.
Organizational Citizenship Behavior variable is measured by Five dimensions, i.e. altruism,
sportsmanship, courtesy, conscientiousness and civic virtue adopted from Organ (1988) and Performance
of Village Consultative Body Members is the employee work results which contribute and are related to
the type of work performed to achieve organizational goals effectively and efficiently. Performance of
Village Consultative Body Members Variable as measured by three dimensions, i.e. task performance,
adaptive performance and contextual performance adopted from Koopmans (2014) and Pradhan and Jena
(2017).

Research Type
This research is classified as explanatory research with a quantitative approach.

Sample

The sample used was 150 respondents. The sample consisted of Village Consultative Body
Members in Pamekasan Regency.

Data Type
The type of data used is primary data, namely collecting data using a questionnaire.
Data Analysis

The data analysis used is Multiple Linear Regression Analysis and Sobel test with SPSS version.

Result and Discussion

Result

Hypothesis Test

The effect Ethical Leadership (X) on Organizational Citizenship Behavior (2)

Based on Table 1, the Ethical Leadership variable has a significance value of 0.000 which means
below 0.05 and has a positive coefficient value of 0.745 for Organizational Citizenship Behavior. It can
be concluded that the Ethical Leadership variable has a positive and significant relationship to
Organizational Citizenship Behavior.
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Table 1 Results of Regression Analysis of Ethical Leadership on Organizational
Citizenship Behavior

Standartdized Coefficients

Model Beta t-test Sig.  Explanation
X 0.745 82.671 0,000 Significant
Std.eror 0,002

Dependent Variabel Y

Source: Processed data (2022)

The effect of Organizational Citizenship Behavior (Z)on Performance of Village Consultative
Body Members ()

Table 2 Results of Regression Analysis of Organizational Citizenship Behavior on
Performance of Village Consultative Body Members

Standartdized Coefficients

Model Beta t-test  Sig. Explanation
Z 0.642 96.812 0,001 Significant
Std.eror 0.003

Dependent Variabel Y

Source: Processed data (2022)

Based on Table 2, the Organizational Citizenship Behavior variable has a significance value of
0.001 which means below 0.05 and has a positive coefficient value of 0.642 on Performance of Village
Consultative Body Members. It can be concluded that the Organizational Citizenship Behavior variable
has a positive and significant relationship with Performance of Village Consultative Body Members.

The Effect of Ethical Leadership (X) on Performance of Village Consultative Body Members (Y)
with Organizational Citizenship Behavior (Z)as Intervening Variable.

Sobel Test

This mediation test was conducted to determine the level of position of the intervening variables
in this study. The following are the results of the mediation test (sobel test).

ab
2=\ ("SE’) + (a’SE")

Based on the results of the Sobel calculation above, it can be seen that the Sobel test statistic
value is 66,531 which means it is greater than 1.96. It can be concluded that the Organizational
Citizenship Behavior variable is the intervening variable between the Ethical Leadership variable and
Performance of Village Consultative Body Members.

Discussion
Ethical Leadership Has a Significant Effect on Organizational Citizenship Behavior

These results indicate that ethical leadership has a positive and significant effect on
organizational citizenship behavior. According to Yang & Wei, (2018), ethical leaders will treat all
subordinates with mutual respect and attention so that it can lead to quality relationships between leaders
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and subordinates, which in turn will lead to Organizational Citizenship Behavior. Engelbrecht et al.,
(2017) in their research say that a leader who has a sense of orientation, justice, power-sharing, concern
for sustainability, ethical guidelines, role clarification, and integrity will produce employees who have a
high sense of Organizational Citizenship Behavior. This is reinforced by research conducted by El
Khouly et al., (2015), Engelbrecht et al., (2017), Yang & Wei, (2018), Jagat et al., (2019), Tan et al.,
(2019), Shareef & Atan, (2019), Gerpott et al., (2019), & Theriou & Chatzoudes, (2020) which concluded
that ethical leadership has a significant positive influence on organizational citizenship behavior.

Organizational Citizenship Behavior Has a Significant Effect on Performance of Village
Consultative Body Members

The findings of this study highlight that Organizational Citizenship Behavior is a strong predictor
of Performance of Village Consultative Body Members. The test results show that the Organizational
Citizenship Behavior relationship has a significant positive effect on Performance of Village Consultative
Body Members. This indicates that the higher the Organizational Citizenship Behavior owned by
Performance of Village Consultative Body Members is, the better the Performance of Village
Consultative Body Members will be. The higher Organizational Citizenship Behavior, the higher
employee performance. This study result support previous research from Organ (1998), Podsakoff
MacKenzei (2000) that helping behavior can improve performance. Research findings support Boerner et
al., (2007), Podsakoff et al., (2009). They stated that Organizational Citizenship Behavior increase work
productivity and performance stability. In research conducted by Rita et al., (2018), it is said that 3
important factors influence a person's work, namely: firstly, one's ability to work, secondly the level of
effort made, and thirdly support from the company. If these three factors are owned by the employee, it
will have an impact on increasing the employee's performance, and if one of these factors is not met, the
employee's performance will decrease. Research from Shahin et al., (2013), Andrew & Cazares, (2015),
organizational citizenship behavior and employee performance have a significant positive effect. A
display of high levels of Organizational Citizenship Behavior indicates that individuals identify
themselves with their organization (Pattnaik and Biswas, 2005) and hold favorable affective commitment
towards their organization (Biswas, 2006). Thus, manifestation of Organizational Citizenship Behavior by
individuals indicates their affective attachment to their work and their workplace. This, in turn, leads to
enhanced performance level by individual employees. In fact, psychological attachment of an employee
to his/her job would make him/her contribute more and more towards his/her in-role requirements. At the
same time, the escalation of involvement with the organization would make the individual employee
exhibit higher levels of extra-role performance.

As in Tsai et al. (2007), this study considered other manifestations of job performance
improvement, including proactive assistance from individuals to their coworkers and sustained
excellence. Yoon and Suh (2003) considered that customers’ perceived service quality can reflect
employees’ job performance in the hotel industry. This study confirmed that employees’ Organizational
Citizenship Behavior correlate positively to job performance. Employees with high Organizational
Citizenship Behavior develop and further contribute to job performance. Thus, to encourage good job
performance, employers must first induce employees’ Organizational Citizenship Behavior. Additionally,
organizational care and emphasis on employees help encourage Organizational Citizenship Behavior.
Employees’ willingness to show more Organizational Citizenship Behavior helps employees to improve
job performance. The study noted that employees with more Organizational Citizenship Behavior can
effectively accomplish their tasks.

Ethical Leadership Has a Significant Effect on Performance of Village Consultative Body Members
with Organizational Citizenship Behavior as an Intervening Variable

The ethical leadership variable mediated by organizational citizenship behavior shows a
significant positive effect on employee performance. According to Chelagat et al., (2015) elements of
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Organizational Citizenship Behavior that can improve performance such as elements that increase social
performance, elements of helping people, elements generated by saving time or solving problems, and
other elements that provide social and emotional support by improving morale or develop a nurturing
culture. Chelagat et al., (2015) added that employees are a key to increasing organizational effectiveness
and productivity. Organizational Citizenship Behavior is very important in encouraging the achievement
of organizational success; therefore, organizations improve and facilitate Organizational Citizenship
Behavior to produce effectiveness and efficiency in organizational functions. Widiani et al., (2019), and
Supriyanto et al., (2020) are researchers who have research results that are in line with researchers.
Ethical leadership influences Organizational Citizenship Behavior according to several studies such as
Cyril and Girindra (2009) and Silke (2012). Furthermore, many studies mentioned that Organizational
Citizenship Behavior is also able to improve employee performance such as research from Kilinc and
Ulusoy (2014). The results of model testing prove that ethical leadership owned by village chief is able to
increase Organizational Citizenship Behavior of the Village Consultative Body Members. The existence
of this significant partial relationship indicates that Organizational Citizenship Behavior is automatically
able to mediate the relationship between Ethical Leadership and Performance of Village Consultative
Body Members. Leaders who can treat workers fairly, maintain moral behavior, and supervise workers
are a positive moral approach to improve employee performance. Companies that have a code of ethical
behavior that is forced on employees will have an impact on unethical behavior (Malik et al., 2016).

Conclusion

The results show a strong causal relationship between Ethical Leadership, Organizational
Citizenship Behavior and Performance of Village Consultative Body Members. In short, Ethical
Leadership was found to be a predictor of Organizational Citizenship Behavior, and Organizational
Citizenship Behavior has a Positive impact on Performance of Village Consultative Body Members.
Furthermore, Organizational Citizenship Behavior is proven to be a mediator between Ethical Leadership
and Performance of Village Consultative Body Members.

Suggestions

Future research can use other variables to predict Organizational Citizenship Behavior and
Performance of Village Consultative Body Members, with different samples in different districts.

References

Andrew, S. A., & Cazares, F. L. (2015). Behavior on Organizational Performance: Empirical Analysis of
Public Employees in. Mediating Effects of Organizational Citizenship Behavior on Organizational
Performance: Empirical Analysis of Public Employees in Guadalajara, Mexico, 12, 71-93.

Avey, J. B., Palanski, M. E., & Walumbwa, F. O. (2011). When leadership goes unnoticed: The
moderating role of follower self-esteem on the relationship between ethical leadership and follower
behavior. Journal of Business Ethics, 98, 573-582.

Azmi, A. (2010), The Relationship Between Organizational Citizenship Behavior and High Performance
Organization: Case Study at Padiberas Nasional Berhad, Universiti Utara Malaysia.

Bagyo, Y. (2018). The Effect of Counterproductive Work Behavior (CWB) and Organizational
Citizenship Behavior (OCB) on Employee Performance with Employee Engagement as Intervening
Variable. 10SR Journal of Business and Management (IOSR-JBM), 20(2 Ver 1V), 83-89.
https://doi.org/10.9790/487X-2002048389

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 548



International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

Bandura, A. (1977). Social learning theory. Englewood Cliffs, NJ: Prentice-Hall.

Baron, R.M. and Kenny, D.A. (1986), “The moderator—mediator variable distinction in social
psychological research: conceptual, strategic, and statistical considerations”, Journal of Personality
and Social Psychology, Vol. 51 No. 6, pp. 1173-1182.

Bass, B. M., Avolio, B. J., Jung, D. I., & Berson, Y. (2003). Predicting unit performance by assessing
transformational and transactional leadership. Journal of Applied Psychology, 88(2), 207-218.

Biswas, S. (2006), “Organizational culture and psychological climate as predictors of employee
performance and job satisfaction”, PhD thesis, Indian Institute of Technology, Kharagpur, submitted.

Boehm, S. A., & Dwertmann, D. G. (2015). Forging a single-edged sword: Facilitating positive age and
disability diversity effects in the workplace through leadership, positive climates, and HR practices.
Work, Aging and Retirement, 1(1), 41-63. DOI:10.1093/workar/wau008.

Boerner, S., Ditschke, E., Schwammle, A.(2005). Doing Voluntary Extra Work? Organizational
Citizenship Behavior in the Hospital--A Comparison Between Physicians and Nurses,
Gesundheitswesen. 67(11), 1-10.

Boerner, S., Eisenbeiss, S. A., & Griesser, E. (2007). Follower Behavior and Organizational Performance:
The Impact of Transformational Leaders. Journal of Leadership and Organizational Studies, 13(3),
15-26. http://dx.doi.org/10.1177/10717919070130030201.

Brown, M. E. (2007). Misconceptions of ethical leadership: How to avoid potential pitfalls.
Organizational Dynamics, 36, 140-155. doi:10.1016/j.0rgdyn.2007.03.003.

Brown, M. E., & Trevin“o, L. K. (2006). Ethical leadership: A review and future directions. The
Leadership Quarterly, 17, 595-616. doi:10.1016/j.leaqua.2006.10.004.

Brown, M. E., Trevin“o, L. K., & Harrison, D. A. (2005). Ethical leadership: A social learning perspective
for construct develop- ment and testing. Organizational Behavior and Human Decision Processes,
97, 117-134. d0i:10.1016/j.0bhdp.2005.03.002.

Brown, M.E. and Mitchell, M.S. (2010), Ethical and Unethical Leadership: Exploring New Avenue for
Future Research, Business Ethics Quartely, Vol. 20 No. 4, pp. 583-616.

Burton, R. M., & Obel, B. (2001). Organization. Encyclopedia of Operations Research & Management
Science, 589-595.

Chelagat, L. J., Chepkwony, P. K., & Kemboi, A. (2015). Effect of Organizational Citizenship Behavior
on Employee Performance in Banking Sector, Nairobi County, Kenya. International Journal of
Business, Humanities and Technology, 5(4), 55-61.

Chien, H.M. (2003), “A study to improve organizational citizenship behaviors”, available at:
www.mssanz. org.au/MODSIMO03/Volume_03/B14/03_Chien_behaviours.pdf

Ciulla, J. B. (1995). Leadership ethics: Mapping the territory. Business Ethics Quarterly, 5(1), 5-28.

Cyril, P. H., & Girindra, T. (2009). The association between ethical leadership and employee outcomes—
the Malaysian case. Electronic Journal of Business Ethics and Organization Studies, 14 (1),
21-32.

Deckop, J.R., Mangel, R. and Cirka, C.C. (1999), “Getting more than you pay for: organizational
citizenship behavior and pay for performance plans”, Academy of Management Journal, Vol. 42 No.

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 549


http://dx.doi.org/10.1177/10717919070130030201

International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

4, pp. 420-8.

Ekaningtias, D. (2016), “Effect of commitment, ethical leadership and attitude towards the performance
of regional work unit in East Java provincial government”, Human Resource Management Research,
Vol. 6 No. 2, pp. 40-44.

El Khouly, S., Mohammad, N., & EI Hady, N. (2015). The Relationship between Ethical Leadership (EL)
and Organizational Citizenship Behavior (OCB). Competition Forum, 13(2), 266.

Engelbrecht, A. S., Heine, G., & Mahembe, B. (2017). Integrity, ethical leadership, trust and work
engagement.  Leadership and Organization Development Journal, 38(3), 368-379.
https://doi.org/10.1108/LODJ-11-2015-0237

Evans, J.R. and Lindsay, W.M. (2011). Managing for Quality and Performance Excellence, 8th ed.,
South-Western, Cincinnati, OH.

Gerpott, F. H., Van Quaquebeke, N., Schlamp, S., & Voelpel, S. C. (2019). An Identity Perspective on
Ethical Leadership to Explain Organizational Citizenship Behavior: The Interplay of Follower Moral
Identity and Leader Group Prototypicality. Journal of Business Ethics, 156(4), 1063-1078.
https://doi.org/10.1007/s10551-017-3625-0

Hendler, D. (2011), “Psychological safety as a mediating variable in the relationship between
ethical leadership and employee engagement at work”, master’s degree in Industrial
Psychology.

Hofstede, G. (2001), Culture’s Consequences, 2nd ed., Sage Publications, Thousand Oaks, CA.

Inuwa, M. (2017). Job Satisfaction and Employee Performance of Greek Banking Staff: An Empirical
Investigation. Acta Universitatis Lodziensis. Folia Oeconomica, Acta Unive(December).

Jagat Firman Hadinata and Surati, Surati and Lalu, Suparman (2019) B3 PENGARUH GAYA
KEPEMIMPINAN TRANSFORMASIONAL DAN IKLIM ORGANISASI TERHADAP
EMPLOYEE ENGAGEMENT SERTA DAMPAKNYA TERHADAP ORGANIZATIONAL
CITIZENSHIP BEHAVIOR (Studi Sekretariat Daerah Provinsi NTB). Jurnal Magister Manajemen
Universitas Mataram, 8 (4). pp. 393-406.

Jofreh, M., Mohammadi, F., & Yasini, A. (2012). Leadership distribution consequences in schools: A
particular look at organizational citizenship behavior of teacher. Australian Journal of Basic and
Applied Sciences, 6(12), 259-268.

Kacmar, K.M., Bachrach, D.G., Harris, K.J. and Zivnuska, S. (2011), “Fostering good citizenship through
ethical leadership: exploring the moderating role of gender and organizational politics”, Journal of
Applied Psychology, Vol. 96 No. 3, pp. 633-642.

Kalshoven, K., Den Hartog, D. N., & De Hoogh, A. H. B. (2011). Ethical leadership at work
guestionnaire (ELW): Development and validation of a multidimensional measure. The Leadership
Quarterly, 22, 51-69. doi:10.1016/j.leaqua.2010.12.007.

Kalshoven, K., Den Hartog, D. N.,, & De Hoogh, A. H. B. (2011). Ethical leadership at work
guestionnaire (ELW): Development and validation of a multidimensional measure. The Leadership
Quarterly, 22, 51-69. doi:10.1016/j.leaqua.2010.12.007.

Kilinc, E. and Ulusoy, H. (2014), “Investigation = of OCB, organizational silence, and employee
performance at physicians and nurses, and the relationship among them”, Business Management

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 550



International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

Dynamics, Vol. 74, pp. 376-382.

Kirkman, B. L., Chen, G., Farh, J., Chen, Z. X., & Lowe, K. B. (2009). Individual power distance
orientation and follower reactions to transformational leaders: A cross-level, cross-cultural
examination. Academy of Management Journal, 52, 744—764. doi:10.5465/AMJ.2009.43669971.

Kiruja, E.K. and Mukuru, E. (2013). “Effect of motivation on employee performance in public middle
level technical training institutions in Kenya”, International Journal of Advances in Management and
Economics, Vol. 2 No. 4, pp. 73-82.

Koopmans, L. (2014), Measuring Individual Work Performance, CPI Koninklijke Wdhrmann, Zutphen.

Lavelle, J. J. (2010). What motivates OCB? Insights from the volunteerism literature. Journal of
Organizational Behavior, 31, 918-923. doi:10.1002/job.644.

Locander, W.B., Hamilton, F., Ladik, D. and Stuart, J. (2002), “Developing a leadership-rich culture: the
missing link to creating a market-focused organization”, Journal of Market-Focused Management,
Vol. 5 No. 2, pp. 149-163.

Luthans, F. (2011), International Management Culture Strategy and Behavior, McGraw Hill Book, New
York, NY.

Luthans, F. (2011). Organizational Behavior. An Evidence-Based Approach (12th ed.). New York:
McGraw-Hill International Edition.

Maharani, V., Troena, E.A. and Noermijati. (2013), “Organizational citizenship behavior role in
mediating the effect of transformational leadership, job satisfaction on employee performance: studies
in PT Bank Syariah Mandiri Malang East Java”, International Journal of Business and Management,
Vol. 8 No. 17, pp. 1833-3850.

Malik, M. S., Awais, M., Timsal, A., & Qureshi, U. H. (2016). Impact of ethical leadership on
employees’ performance: Moderating role of organizational values. International Review of
Management and Marketing, 6(3), 590-595.

Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Salvador, R. B. (2009). How low does ethical
leadership flow? Test of a trickle-down model. Organizational Behavior and Human Decision
Processes, 108, 1-13. doi:10.1016/j.0bhdp.2008.04.002.

Michael, B. E., & Linda, T. K. (2006). Ethical leadership: A review and future directions. The Leadership
Quarterly, 17, 595-616.

Michael, P. C. (2005). Understanding ethical leadership. ASBBS E-Journal, 1 (1), 44-54.

Mo, S. J., Wang, Z. M., Akrivou, K., & Booth, S. (2012). Look up, look around: Is there anything
different about team-level OCB in China? Journal of Management & Organization, 18, 833-844.

Netemeyer, R.G., Boles, J.S., McKee, D.O. and McMurrian, R. (1997), “An investigation into the
antecedents of organizational citizenship behaviors in a personal selling context”, Journal of
Marketing, VVol. 61, pp. 85-98.

Neubert, M. J., & Roberts, J. A. (2013). The influence of ethical leadership and regulatory focus on
employee outcomes. Business Ethics Quarterly, 23, 269-296. do0i:10.5840/beq201323217.

Northouse, P. G. (2010). Leadership: Theory and practice (5th ed.). Thousand Oaks, CA: Sage
Publications Inc.

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 551



International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

Organ, D. W., & Ryan, K. (1995). A meta-analytic review of attitudinal and dispositional predictors of
organizational citizen- ship behavior. Personnel Psychology, 48, 775-802. doi:10.1111/ j.1744-
6570.1995.th01781.x.

Organ, D.W. (1988). Organizational Citizenship Behavior: The Good Soldier Syndrome. Lexington, MA:
Lexington Books.

Pattnaik, S. and Biswas, S. (2005), “The mediating role of organizational citizenship behavior between
organizational identification and its consequences”. International Research Conference of the
Academy of Human Resource Development (AHRD), February 24-27,

Piccolo, R. F., Greenbaum, R., Den Hartog, D. N., & Folger, R. (2010). The relationship between ethical
leadership and core job characteristics. Journal of Organizational Behavior, 31,259-278.
doi:10.1002/job.627.

Podsakoff, P.M., MacKenzie, S.B., Paine, J.B. and Bachrach, D.G. (2000), “Organizational citizenship
behaviors: a critical review of the theoretical and empirical literature and suggestions for future
research”, Journal of Management, Vol. 26 No. 3, pp. 513-563.

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual-and
organizational-level consequences of organizational citizenship behaviors: A meta-analysis. Journal
of Applied Psychology, 94(1), 122-141.

Polat, S. (2009). Organizational citizenship behavior (OCB) display levels of the teachers at secondary
schools according to the perceptions of the school administrators. Procedia Social and Behavioral
Sciences, 1, 1591-1596.

Poohongthong, C., Surat, P. and Sutipan, P. (2014), “A study on the relationships between ethical
leadership, work-life balance, organizational socialization, and organizational citizenship behavior of
teachers in Northern Thailand”, International Journal of Behavioral Science, Vol. 9 No. 2, pp. 17-28.

Pradhan, R.K. and Jena, L.K. (2017), “Employee performance at workplace: conceptual model and
empirical validation”, Business Perspectives and Research, Vol. 5 No. 1, pp. 1-17.

Rita, M., Randa Payangan, O., Rante, Y., Tuhumena, R., & Erari, A. (2018). Moderating effect of
organizational citizenship behavior on the effect of organizational commitment, transformational
leadership and work maotivation on employee performance. International Journal of Law and
Management, 60(4), 953-964. https://doi.org/10.1108/IJLMA-03-2017-0026

Sabir, M.S., Igbal, J.J., Rehman, K.U., Shah, K.A. and Yameen, M. (2012), “Impact of corporate ethical
values on ethical leadership and employee performance”, International Journal of Business and
Social Science, Vol. 3 No. 2, pp. 163-171.

Shahin, A., Shabani Naftchali, J. and Khazaei Pool, J. (2014), "Developing a model for the influence of
perceived organizational climate on organizational citizenship behaviour and organizational
performance based on balanced score card”, International Journal of Productivity and Performance
Management, Vol. 63 No. 3, pp. 290-307. https://doi.org/10.1108/1JPPM-03-2013-0044

Shareef, R. A., & Atan, T. (2019). The influence of ethical leadership on academic employees’
organizational citizenship behavior and turnover intention: Mediating role of intrinsic motivation.
Management Decision, 57(3), 583-605. https://doi.org/10.1108/MD-08-2017-0721

Shukurat, B. M. (2012). Impact of ethical leadership on employee job performance. International Journal
of Business and Social Science, 11 (3), 228-236.

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 552



International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

Siddiqui, D. A., & Rida, N. ul. (2019). Impact of Motivation on Employees Performance in Pakistan.
Business Management and Strategy, 10(1), 1. https://doi.org/10.5296/bms.v10i1.14448

Silke, E. A. (2012). Re-thinking ethical leadership: An interdisciplinary integrative approach. The
Leadership Quarterly, 23, 791-808.

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its nature and
antecedents. Journal of Applied Psychology, 68(4), 653-663.

Soumendu, B., & Arup, V. (2007). Antecedents of employee performance: an empirical investigation in
India. Employee Relations, 34(2), 177-192.

Sriboonlue, P. and Jindarat, P. (2013). “Personal-organizational factors, OCB, and job performance: the
governance bank employees”, Proceedings of Annual Paris Business and Social Science Research
Conference, Republique, Paris, ISBN: 978-1-922069-27-6.

Supriyanto, A. S., Ekowati, V. M., & Maghfuroh, U. (2020). Do organizational citizenship behavior and
work satisfaction mediate the relationship between spiritual leadership and employee performance?
Management Science Letters, 10(5), 1107-1114. https://doi.org/10.5267/j.msl.2019.10.031

Tan, H. H., & Tan, M. L. (2008). Organizational citizenship behavior and social loafing: The role of
personality, motives, and contextual factors. The Journal of Psychology, 142, 89-108.
doi:10.3200/JRLP.142.1.89-112.

Tanner, C., Brigger, A., Van Schie, S., & Lebherz, C. (2010). Actions speak louder than words: The
benefits of ethical behaviors of leaders. Zeitschrift flir Psychologie/Journal of Psychology,
218(4), 225-233.

Theriou, G., & Chatzoudes, D. (2020). The Effect of Ethical Leadership and Leadership Effectiveness on
E mployee’ s Turnover Intention in SMEs: The Mediating Role of Work Engagement. XXIII (4), 947—
963.

Tsai, W.C., Chen, C.C., Liu, H.L., 2007. Test of a model linking employee positive moods and task
performance. Journal of Applied Psychology 92 (6), 1570-1583.

Walumbwa, F. O., & Schaubroeck, J. (2009). Leader personality traits and employee voice behavior:
Mediating roles of ethical leadership and work group psychological safety. Journal of Applied
Psychology, 94(5), 1275-1286.

Widiani, N. P. (2019). The effect of love of money and emotional intelligence on employee performance
with organizational citizenship behavior as mediating variable. International Research Journal of
Engineering, IT & Scientific Research, 5(1), 39-49

Yang, Q., & Wei, H. (2018). The impact of ethical leadership on organizational citizenship behavior: The
moderating role of workplace ostracism. Leadership and Organization Development Journal, 39(1),
100-113. https://doi.org/10.1108/LODJ-12-2016-0313

Yoon, M.H., Suh, J.,, 2003. Organizational citizenship behaviors and service quality as external
effectiveness of contact employees. Journal of Business Research 56 (8), 597-611.

Yukl, G. (2002). Leadership in organizations. Upper Saddle River, NJ: Prentice-Hall, Inc.

Zehir, C. and Erdogan, E. (2011), “The association between organizational silence and ethical leadership
through employee performance”, Procedia — Social and Behavioral Sciences, Vol. 24, pp. 1389-
1404.

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body

Members in Pamekasan Regency, Indonesia 553



International Journal of Multicultural and Multireligious Understanding (IJMMU) Vol. 9, No. 6, June 2022

Zoghbi-Manrique-de-Lara, P., & Suarez-Acosta, M. (2013). Employees’ reactions to peers’ unfair
treatment by supervisors: The role of ethical leadership. Journal of Business Ethics. doi:10.1007/

$10551-013-1778-z.
Zohar, D. (2005), “Spiritually intelligent leadership”, Leader to Leader, Vol. 38, pp. 45-51.

Copyrights
Copyright for this article is retained by the author(s), with first publication rights granted to the journal.

This is an open-access article distributed under the terms and conditions of the Creative Commons
Attribution license (http://creativecommons.org/licenses/by/4.0/).

The Urgency of the Role of Ethical Leadership and Organizational Citizenship Behavior in Building the Performance of Village Consultative Body 554
Members in Pamekasan Regency, Indonesia



