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CHAPTER 1: INTRODUCTION 

BACKGROUND OF THE STUDY 

 
This research will explore The Impact of Ethical Leadership on Organizational Citizenship 

Behaviour with the moderating role of Workplace  Ostracism  on  the public sector universities 

of Islamabad. This research is based on exploring the direct or indirect relation of ethical 

leadership on organizational citizenship behaviour and with the  moderating  role of  ostracism 

on the employees of universities. Ostracisin is a condition in  which  a  person  is  ostracised 

front a grou p of people. This inv’o1v’es inst‹inces z’here ‹in emploi’ee teels he or she is being 

neglected or m‹irgin‹ilized bj’ co-w’orLers The motis’ation can be internal or external, and it 

may hav’e been planned in advance. Ostracism is an act where a person  is  deliberately 

excluded from a grou p of people and he or she feels alienated. lt can be as blatant  as it sounds 

or it is so su btle just as a shift in bod y language or change in tone. Y on’re prob‹iblj’ being 

ostrac ited it j’ou’re being shunned or ‹w'oided bj’ others .  we ver, there  are even  more 

concrete signs that your co-workers aren't interested in you.  According  to  the  v’i ctims ,  

ostrac i›m w’‹is brought on bj’ jealous lj’. ‹ibu se ot authority’, poor lenders hip, ‹ind ‹i t‹iilure to 

communic‹ite ‹ind moti v‹ition‹i1 ‹ability There are three stages in ostracism which starts from 

being ignored, coping and then resignation. 

 
Stressful or inappropriate working conditions can have a significant negative impact on the 

health and well-being of employees. Anxiet y, despair, tense  muscles  and  severe  headaches 

are just a few of the possible side effects, not to mention the possibility of des’el oping chronic 

conditions The cost to the economy is enormous because of this ongoing toll. 1ndirect  and 

direct expenses of employment injuries and diseases total $17 I billion per year, according to 

‹research  (Leigh  rr ml.,1 997). 
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There is a direct and indirect correlation of ethical leadership  with  workplace  ostracisin. 

Ethical leadership plays a major role in the organizational ov’erall efficienc y and effectiveness 

by setting u p moral and values. Ethics and moralit y in a compan y can be influenced in one of 

two ways: by creating norms, modelling (by setting an example), or imposing consequences. 

Through psychological empowerment, leaders impact their subordinates' moral identities. 

Follower psychological ownership (meaning, identit y, abilit y and influence) mediated the 

association between ethical leader behaviour and follower moral resjxinsibilit y, according  to 

our study findings. E‹ic h ‹ind es’erj’ one ot u s is ‹itfected bj’ ethi c‹il hehav’iour, trom business 

ow’ners or m‹in‹igers  to ernplo}’ees ‹ind even x'endors ‹ind  cu s tomere more ethical the 

workplace, the better it is for everyone invol ved, both internally and externally.... And  this 

le‹ids to better outcomes ‹ini i n il systems  ‹ind  indiv’idu ‹i1 ‹ind  col1ectiv’e decis ion- 

m‹iking ‹me › h‹iped bj’ ethic‹il ide‹il› in their se‹irch tor pose ibilitie ‹ind de› ion The) act as a 

uniting force across various functions, business lines, and employee  grou pings. The y  provide 

a shared frame of reference. 

Occupational citizenship behaviour (OC B) describes t he acts and  behaviours  of employees 

that aren't part of their formal job des criptioJbut are nonetheless beneficial to the compan y. 

Anything an employee does voluntarily to  help their co-workers  and the company  as a  whole 

is considered voluntary behaviour. Employees are not  compelled  to  participate  in  OCB  as 

part of their job responsibilities, and it is not component of their contract. To  begin  with, 

Dennis described organisational citizenship in 1955 as individual behaviour that  is  not 

rewarded through an official incentiv’ but that, when joined with the same behaviour  in  a 

group, leads in effectiveness. There are five different types of organizational citizenship 

behaviours according to Dennis which are altruism, courtesy, sportsmanship , civ’ic virtue and 

conscientiousness. There are many benefits of OCB which includes it can boost the morale of 

employees, reduce the stress and promotes social interaction among employees. Ethical 



 
 
 
 
 

leadership can motivate and demotivate the people to adopt OCB. Workers under ethical 

leadership showed positiv’ attitude towards the company and willingness to engage in 

citizenship behaviours. Workers which had a negative culture  showed  disappointments  and 

less moti›’ation towards their jobs. Workplace satisfaction and productivit y were 1ong t hought 

to be unconnected in the field of organisational psycholog y. Organizational  citizenship 

conduct, rather than task prrxluctivity, appears to be more closel y linked to job satisfaction in 

recent years. This t ype of contribution is known as organizational citizenship behav’iour Denis 

(20 1 8). 

 
 
 

1.1  SIGNIFICANCE OF TH STUDY 
Human Resource professionals can benefit fIOIIl this study by learning more about ethical 

leadership and how it can help strengthen organisational  citizenship  beha›’iour  practises, 

which in turn can contribute to a better  bott om- line for the company. This stud y can be used 

to improve the performance of the educational system. Human resource managers in the 

education sector will benefit from the study's findings as they formulate and manage knowledge-

sharing activities and strategies that lead to better practises in human resource management. 

 
IN RESEARCH GAP 

 
Research shows that OCB is critical to industrialised economies'  basis. Organizations  which 

are not aware of OCB and don't capture their internal knowledge risk losing  the ad›’antages  

that come with it, According to recent research previous studies on this topic considered 

organizational learning behaviours, increased efficienc y and continuous innov’ation and above 

average returns of the organization within  the  educational  sector  whereas  this study  will  test 

the impact of ethical leadership on organizational citizenship behaviour and also how it 
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impacts the culture of ostracism in the universities of Islamabad.. This stud y will demonstrate  

at how  ethical  leadership  affects  organisational  citizenship  behaviour  and  the  ostracism 

cult ure in the univ’ersities in 1slamabad. 

 

1.3 RESEARCH OBJECTIVES 
 

This research aims to delineate the relationship of ethical leadership with organizational 

citizenship behaviour with t he moderating role of  workplace ostracism. In  accordance  to all 

the earlier studies this research aims to answer the following research questions: 

1. The objective of this study is to examine the impact of ethical leadership on the 

organizational citizenship behaviour in the public sector universities of Islamabad. 

2. To analyse the moderating effect of ostracisin on the organizational citizenship 

behaviour. 

3. To identify the moderating effect of ostracisrn on the ethical leadership. 
 
 
 
 

1.4 RESEARCH QUESTIONS 
 

Q I . W hat is t he nature of rel‹itionshiJ hat exists between HR Practices and workplace 

ostracisrn’? 

 
 

Q2. How can we reduce the workplace ostracism through OCB and ethical 

leadership’? 

 
 

Q3. How discretionary practices impact organizational engagement and job 

satisfaction‘? 

Q4. How et hical leadership motivates employees to practice OCB‘? 10 



 
 
 
 
 
 

IN LIMITATIONS OF THE STUDY 
 
 

This study is limited to the public sector universities of Islamabad Pakistan due to limited 

time and resources .286 samples were taken and 320 questionnaires were distributed out of 

which 286 res}xinses came and were anal ysed. 

 
 
 

CHAPTER 2 LITERATURE REVIEW 
 

A stud y was carried out to check that when and why workplace ostracism inhibits 

organizational citizenship behaviour w’itJthe perspective organizational identit y in China. 

Why employees withhold their engagement  in  the  organizational  commitments  and 

efforts. The hypothesis was tested in iw’J time lagged studies where the suggested 

hypotheses and objectiv’es contributed to the results in study I and these findings were 

reproduced in study. The mediating and mr›derating variable also played a role  in  the 

ov’erall results of studies which were Self-esteem job obligation and commit ment and 

moderat ore like power distance collectivism and long -term orientation. The  results 

proposed that workplace ostracism negatively effects organizational citizenship behas’iour 

and also sabotage the employee’s identification with the organization (Chia-Hueiwu ., ri ul 

2016) 

This paper examined the prosoci‹il ntation of leaders on employees Organizational 

Citizenship behaviour according to three theories which are social identit y  theor y, 

social exchange theory & leadership trait theor y.  These  theories  proved  that 

personality orientation or traits of a leader are iinponant and stable aspects iJ an 



 
 
 
 
 

organization. Work place ostracism, prosocial dencies had  been  selected  as 

independent variables & mediating variable respectively. The results showed that a 

leader‘s social traits had significant }xisitive effects on the  commitment  and 

engagement of employees. Work place ostracism had negatively  affected  the 

relationship between leaders and employees (Wang G., rt o1 202 I ). 

 
 

Choi, 2020 conducted a comprehensive analysis on the effects of perceived 

organizational su pport and impact of work place ostracism on the performance of 

employees. This stu d\’ n‹w ex‹imined b\’ ‹ippl}’ing c onserv‹ition resource theorj . 

Surs’ey method was used for this study. lies ultJshowed that work place ostracisrn had 

a strong negative relationship with supervisor rated role performance and 

organizational citizenship behaviour. 

 
 

Ethical lenders hip sitive effect on the organizational citizenship behaviour & 

furthermore organizational commitment acts as a mediator between the leader & the 

behaviour of an emplo yee. Work place ostracism directl y and indirectl y effects this 

relation & acts as a moderator. Work place negatis’ely effects the overall employee’s 

performance and effectis’eness. ( Y‹ing gi ‹ind Wei hua, 2() 18 ) 

 
 

Azar, M (2018) carried out a study to describe t he relationship of ethical leadership 

and its impacts on the job characteristics of employees. Survey based dyad data was 

collected from the members of subordinates and middle management members. 

Regression anal ysis was tested on the hyprithesis and the t’indingsni e 

positis’e influence of ethical leadership on employees for performing their day to day 

duties. 12 



 
 
 
 
 
 
 

Organizational cynicism is a phenomenon where  an  employee  feels dissatisfied  with 

the organiz‹iiionJpractices and valves. Which includes injustices & un-transparent 

policies. This study was conducted in Egypt to study the relationship between ethical 

leadership and organizational citizenship behaviour with work place ostracisrn as a 

moderator. Stratified Random sampling was conducted on 400 facult y members. The 

results showed that ethical leadership had direc and indirect effect on organizational 

cynicism modified this relation that is relation is weaker  among  those  participants 

which had high 1es’els of cynicism with corn pari son to law & ones (Nemr  M.A  and 

Liu , Y . 2021 ). 

This study was conducted to examine a different trend of ethical leadership on the 
 

overall mental state & health of employe o check if ethical leadership had a negative 

effect or not. 227 samples were collected from 12 institutes  of  C hina.  The  results 

stated a positis’e correlation  between  ethical  leadership  &  organizational  citizen 

anxiet y plays as  a  mediating  role  between  leadership  and  the  wellbeing  of  an 

emplo yee. (Fu , J., and Lio, Y. 202 I ) 

Organizational environmental performance is becoming increasingl y i rnportant as a 

result of recent economic and social trends. At the same time, many industrialised 

countries are seeing an ageing workforce as a result of demographic trends. According 

to widel y held beliefs, elder workers are less likel y than }’ounge ones to practice 

environmental stewardship and sustainabilit y. We analysed 132 independent 

correlations and 336 d2v’alues based on 4676 professionals from 22 samples in 1 2 

countries to determine the extent to which such age differences exist. Ag was found 

to have a minor positive correlation with pro-environmental act ivities, suggesting that 

older  persons were somewhat  more likely  to engage in these workplace practises. 13 



 
 
 
 
 
 
 

The leadership style of nurses' supervisors has a significant impact on their conduct. 

Nursing rese‹irc hell) examined the connections between ethical leadership, 

trustworthiness, psychological well-being, and organisational citizenship  practises. ln 

this study, researchers looked at how nurses' organisational citizenship  activities  for 

their patients in Chinese hospitals relate t o their perceptions of ethical leadership, trust, 

psychol ogical wellness. Methods: Cross-sectional research was used in this study. A 

total of 495 nurses from six hospitals took part in the study. Nurses' trust in 

administration and psychnlogical health were found to be favourably correlated  with 

their perceptions of ethical leadership in this study Huang, N., Qiu, S., Yang, S., & 

Deng, R. (202 I ). 

 
 

Cingoz, A., & Akdo an, A. A. (2019) conducted a study related to CSR activ’ities 

effects on ethical leadership. As a management term, "corporate social responsibilit y" 

(CSR) has gained prominence. CSR env’isaged to the extent to which a firm complies 

with its st‹ikeholders’ economic, legal, ethical, and moral obligations. Employees' 

corporate citizenship behaviour may be impros’ed as a result of CSR (OCB). N4‹in‹igers 

‹me more likelj’ to ‹ict ethic allj’ in their lender hip positions w’hen CSU initi‹itix’es ‹me 

en Sported bj’ their c omp‹inys business 

 
 

Workplace jealousy and organisational citizenship behaviours (OCB) individuals and 

organisations were explored in this stud y. Employees rated their supervisors' ethical 

leadership and the level of envy in the workplace, and co-workers su pplied data on 

each other's OCB1 and OCB0. Employees' workplace envy was ins’ersely associated 
14 

with their OCBl and OCBO when h ypothesis testing was conducted. In OCBl and 



 
 
 
 
 

OCB O, jealousy among co-workers had a role in mediating the impact of ethical 

leadership. In ‹id dition, the ‹issr›ci‹ition hetz’een end’s’ ‹ind UC BI/t3CB t3 n‹is t‘ound to 

be moder‹i1ed b}’ ‹i positis’e perception ot ethic‹i1 lenders hip W‹ing, Y . de, & Sung, W . 

 
 

Aqli, Z ., Ujianto, & Syafi’i, A. (2019) conducted a stud y to examine the impact of risk 
 

‹is’ers ion on c orpor‹ile citizenship beh‹w'iour of ethic‹il beh‹is’iour, w’orL culture ‹ind 

pu blic sers’ice motix'‹ition Public servants' fear of breaking rules and regulations is 

known as "risk av’ersion." Based on portfolio theory, risk aversion is seen as a result of 

ethical leadership in the workplace, work culture, and incentive in t he workplace. 

According to the notion, risk aversion is not an individual trait, but rather the result of 

social circumstances. 

Ethical leadership, psychical climate, pro-environmental conduct and gender were 

combined to test a model that links su perv’isors' ethical leadership to organisational 

ens’ironrnental citizenship behaviour via a green psychological climate. Our next step 

was to see if the influence of gender on the indirect relationship bet ween su perv’isors' 

ethical leadership and the compan y's environmental citizenship behav’iour (via a green 

performance environment) could be found. 

 
Employees‘ perceptions of their managers‘ ethical leadership and the company's 

environmental stewardship were found to be positi›’ely correlated. A green psychological 

climate also influences the link between supervisors' ethical leadership and organisational 

eni’ironmental citizenship behaviour. According to the multi group analysis, sexual identit y 

moderates the indirect association between supervisors' ethical leadership and a green 

psychological climate khan rr of.,20 19. 
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Emotional weariness and resilience are tested as mediating and moderating factors in the link 

between workplace bullying and abnormal conduct in this article. According to these findings, 

emotional tiredness may moderate the link between workplace bullying and  antisocial 

behaviour. There is also evidence that suggests that emotional weariness is less effectiv’ely 

mediated by resilience than prev’ious1y thought, and this effect diminishes as resilience 

increases. Jiang, H rr o/ .£02 1. 

 
Xu, X., Kwan, H. K., & Li, M . (2020) conducted studies on workplace bullying and job 

engagement, based on the social equit y theory and a sociocultural viewpoint, emphasise on 

the mediation effect of a feeling of responsibilit y and the moderating effects of collectivism. 

Design/meth‹x1ology/approach: Over the course of four months, a private service company 

conducted a two-was’e poll. According to the findings, workplace bullying has a detrimental 

impact on job satisfaction because it diminishes the sense of commitment that people has’e 

toward work. t3str‹ici em h‹w ‹i s ignific‹int effec I on w’orL eng‹igement throu gh the feeling of 

oblig‹ition, ‹ind this et’fect is enh‹inced bj' c ol1ectix’ism. 

 
Riaz, S., Xu, Y ., & Hussain, S. (2019) evaluated W orkers'  knowledge-hiding. According  to 

the ide‹i ot consers‹ition of res ources, this rese‹irc h aims to tind out w’hether job str‹iin act s ‹is ‹i 

medi‹n or or ‹i rnoder‹itor ot’ employee loy‹ilt\’ JW orkplace ostracism has a beneficial effect on 

knowledge hiding beh‹w’iour ncluding es’asis’e hiding and acting du mb, but has no effect on 

reasoned hiding, according to the results. Furthermore, job tension is a mediator between 

knowledge concealment and workplace ostracisrn, as ostracism increases job tension. 

 
This study was designed to examine the impact of workplace social exclusion on nurses' 

perceptions of stress while taking  into account  the moderating effects o erceived 

organisational support. According to the findings, workplace ostracisin raises stress levels, 

whereas a favourable impression of su pport from management lowers stress. A sense of 



 
 
 
 
 

organisational su pport reduces the negative irn pact of occu pational ostracisrn on nurses 
 

SaKraz,Mnuf.,2019. 
 

This stud y set out to fill in the knowledge void by examining the literature from a different 

angle. In order to study the mediating impact of psychological disengagement and the 

moderating effects of responding hu mour, t hey used the extended stressor-detachment model. 

According to the findings, occupational ostracisrn has a negative impact on psychological 

disengagement, which in turn affects sleep quality. In addition, we discovered that a  high 

degree of coping hu mour mitigated the harmful effects of workplace ostracism on cognitive 

detachment and sleep quality, respectively Chen, Y., & Li, S. (2019). 

 
 

Employee justice attitude moderates the negative link between workplace ostracism and 

spiritual leadership, according to the resource - based  view theory  used in  this study. Direct 

and indirect effects of employment soci a1 su pport on spiritual leadership at work have been 

found to be detrimental to workplace exclusion. In addition, it was discov’ered that a focus on 

justice exacerbates the link between spirituall y leadership and social excl usion at work Ali. M 

rr ml.,2020. 

This paper studied that how ostracism in the workplace impacts employee productivity. 

Workplace belongingness and intrinsic motivation are also examined in this st udy. Employee 

job eng‹igement is imp‹ic ted neg‹itix’elj’ bj’ w’orkpl‹ice ost r‹ic ism, j’et w’orkpl‹ice helongingness 

plan’s ‹i medi‹iting role in this rel‹itions hip. loyees with high levels of intrinsic motivation 

are more likely to experience the negative effects of social exclusion at work Haldorai, K et 

al.,2020. 

Ost racism in the workplace has a detrimental impact on job performance, although the link is 
 

weaker when people have a better sense of self-efficac y. Self-efficac y plays a particu larl y 
17 



 
 
 
 
 

strong buffering role amongst employees at higher levels of employment de C lercq , D., Haq, 

1. U ., & Azeem, M . U. (2019). 

 
 

This study examines the link between workplace  ostracism  and employee  performance, 

based on the transformational theory of stress coping, while also taking into account the 

mediator role of acceptance solitude and the moderating effects of awareness. As a result of 

feelings of acquiescence, employees quietly keep reles’ant information about their work from 

their coworkers. The acceptance silence's mediating effect can be lessened if employees use 

their mindfulnes s nzeb, S., Fatima, T., Javed, B., & Giles, J. P. (2020). 

 
 

Lyu , Y., & Zhu, H. (2019) conducted studies on the effects of workplace ostracism based on 

the effects of cii if›c 4 r4cc4nc>> spectis’e researchers are increasingl y interested in the 

implications of workplace isolation, which has been argued to be a widespread problem. 

From the vantage point of  job embeddedness s research adds to the conceptual framework 

of work stressors by tying in affective trust and intention to depart. When intrinsic work 

motivation is high, the negativ’e association between workplace ost racism and job 

embed ded ness ore pronounced than when it is low, according to their stud y findings. 
 
 
 

Focusing on the growing notion of effective behas’iour and comparing this construct with 

related theories that have a common concern for a moral approach to leadership, the literature 

review . Et hics in leadership is largely untapped, pros’iding scholars with new insights and 

leaders with opportunity  o enhance  their  performance  Brown, M. E., & Treviño , L. K. 

(2006). 

As a result of high-profile incidents of ethical failure on the part of leaders in various settings 

and sectors, ethical leadership in organisations is receiving more attention. From a 18 



 
 
 
 
 

behavioural and perceptual standpoint, the rapidly expanding field of leadership beha›’ior is 

examined in this res’iew. lt's important to understand the history of leader behavior in this 

profession before discussing the features and behaviours that make a leader appear et hical to 

their followers, and how this t ype of leadership differs from other forms of leadership Brown, 

M. E., & Trev’iño, L. K. (2006) . 

The social responsibilit y of business which is known as (CSR) has become more 

commonplace in emerging markets as a result of globalisation. CSR and firm image can be 

used to link ethical leadership to improved company performance, according to this study's 

model of serial mediation, which is based on the stakeholder theor y. CSU is pos itiv’el}’ 

int4uenced bj’ ethic ‹il le‹idership, w'hic h in turn h‹w ‹i benetici‹il imp‹ict on the reput‹ition ‹ind 

success ot ‹i comp‹inj’ Nguyen, N . T et ‹il.,2()2 l . 

This stu d j’ is ‹i response to recent c‹ills dern‹inding rese‹irc h on the rel‹itions hip betw’een 

ethical lenders hip ‹ind employee outcomes The study explores the mediator and moderator 

roles of work meaningfulness on the relationship between trust and job engagement, drawing 

on theories based on self-concept and su bst itutes-for-leadership. Employees who reported 

lower levels of meaningfulness had a stronger correlation between leadership behavior and 

work engagement , according to the findings. As a result, pu blic sector organisations must 

focus on cultivating ethical leadership and fostering a sense of purpose for their personne 

Mustafa, A. M . S., & Abed El-Motalib, E. A. (2020) . 

 

2.1 RESEARCH MODEL 
 
 
 

ETHICAL LEADERSHI P 

 
ORGANIZATIONAL 

* CITIZENSHI P BEHAVIOR 
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WORK PLACE OSTRACISM  
 

ip is an independent variable which will 
 

directly or indirectly have an effect on the organizational citizenship behaviour  which 

is a dependent variable.  Workplace  ostracism  is  a  moderating  s’ari‹ibl  .hat  means  it 

will have an impact on the relation of the independent and dependent variables. 

A moderating variable can strengthen, negate or weaken the relation between the 
 

variables. 
 
 

2J RESEARCH HYPOTHESIS 
 

Based  on the abovepal the following wit I be the hypothesis of thi s research study 
 
 

HI Ethical leadership has a st gni ficant positive impact on organizational citizenship behaviour. 
 
 

H2 Ethical leadership has a ignificant positive impact on workplace ostrac Jsm. 
 
 

H3 Workplace ostrucism has a si gndicant negative impact on ethical leadershi p. 
 
 

H4 Workplace ostracism has a significant negati ve impact of organizational citizenship behaviour. 
 
 
 
 
 
 
 
 
 

2O 



 
 
 
 
 
 
 
 
 
 
 
 
 

CHAPTER 3 RESEARCH METHODOLOGY 

3.1Nature of’ the study 
 

The study ‘The role of ethical leadership on organisational citizenship behaviour with 

inoderatin role of workplace ostracism’ is a quantitative in design because the review of all 

relev’ant literature reveals that this research is entirely quantitative in design. Using a 

questionnaire, university personnel provided the primary data for this study. 

 
3dPopulation frame 

 
People working in the education sector in Islamabad were included in the study's population. 

 
3dsampling Technique 

 
For our inv’estigation, we employed a sampling method known as convenience sampling. 

Convenience sampling focuses on people who can be found in  a short  pericd of time and  is 

cost effective. Students can use this method since it offers them with panicipants who are  

readily available and willing to provide information, making it simple t o collect data. 

 
3.4Sample Selection 

 
286 questionnaires were collected and analysed. 

 
3 JSample size: 

 
Depending on the size of the organization. Our sample size would be 320 if we considered 

21 
the abov’e factors as well as the nu mber of branches in our entire population. The number of 



 
 
 
 
 

universities you plan to collect data from should be specified. In addition, it is important  to  

note that the total population can be estimated by multipl ying the nu mber of universities  by  

the '9fi     c idence level and mar gin of error. Then the sample size is calculated using 

the sample size formula. 

 
3.6 Data collection and selection: 

 

Questionnaires were considered as a means of collecting data for this study. Two t ypes of 

questions were included in the survey: the first dealt with general demographic information 

while ethical leadership, organisational citizenship behaviour and  workplace  ostracisrn  were 

all included in the second categor y of questions on our questionnaire. 

• Likert Scale: ln order to collect data from the sample,  we used  a Likert  scale  with 

five scales, which included 5 as strongl y agree and 1 as  strongl y disagree,  with  3 

being neutral. 

 
3.7 Data collection procedures 

 

• Primary data: Using questionnaires, we obtained primal y data from several pu blic 

sector universities in Islamabad, and our findings would be based on the  responses  

given by the respondents. 

• Data Processing and Analysis Technique: Depending on the criteria, we are 

employing a quantitativ’e data analysis technique. SPSS has been used  to ensure  that 

the data is entered correctl y and confidentiall y. Regression analysis, which measures 

the effect of an independent variable on a dependent variable, was performed  to  

evaluate the findings. 

• Instrument reliability: Cronbach's alpha was used to examine the questionnaire's 22 

reliability in a statistical software programme (S PSS version). 



 
 
 
 
 

3.8 Time Horizon 

 
The time hnrizon for this study is cross-sectional because the data was collected only once. 

Because of time and financial constraints, it was necessary to use a cross-sectional design. 

Moreos’er, as student researchers, we also had to deal with the fact that t he respondents would 

only allow us to meet them once. 

 
3.9Regression 

 
Analysing the relationship between two variables is done using regression anal ysis. Our 

hypothesis has been accepted, and our model has been found  to be significant, according  to  

this anal ysis. ln terms of regression t ypes, there are two: multis’ariate regression and linear 

regression. Using the regression analyses two independent variables and  one  dependent 

variable is known as rnultiv’ariate regression. Similarly, if only  one  dependent  and 

independent variable are ins’ols’ed, the regression analysi s falls into the liner regression 

classification. Thus, our research project falls under  linear  regression  as  Ethical  leadership 

and Organisational citizenship behaviour are the independent and dependent variables in our 

stud} . 

 
3.10Correlation 

 
Correlation anal ysis is used to examine the association  between  two variables in th  esearch 

and the test resuliJrev’eal the strength of the link between these variables. lt also indicates the 

significance of the findings. 
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Optimus Frequency Percentage 

 

Gender  Male 
 

Female 99 

Total 186 

46.8 

53.2 

ioo 

46.8 
 

Table 2: Gender 

The total respondents were 186 out oJ which 99 were Jemale and 87 were male. 
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• 0-3  • 4-7 8-I I Abese 12 
 
 

 
Options Frequency Percentag Cumulative 

 

Banking 
Experience (in 
years) 

 
 
 
 
 

Table 3: Banking Experience (in years) 

Among 186 respondents, 129 respondents worked for less than 3 years in a bank. 28 respondents 
worked between 4-7 years. 16 respondents had been working for 8-11 years. And only 13 
respondents were working in banking for more than 12 years 25 

 Percentage 

0-3 129 69.4 69.4 

4-7 28 15.1 84.4 

8-11 16 8.6 93 

Above 12 13 7 100 

Total 186 1OD  

 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Std. 
N Minimum Maximum Mean Deviation 

Statistic Statistic Statistic Statistic Statistic 
 

Ethical Leadership 
 

Organizational 
Performance 

Selective Hiring 

Extensive Training 

186 
 

186 
 

186 
 

186 

5 3.4857 0.87479 
 

5 3.4122 0.725 18 
 

5 3.5394 0.86712 

5 3.4821 0.93448 

Contingent Compensation 180 5 3.337 D.93sgs 

Job Security 

Valid N (listwise 

180 

180 

 
 
 
 
Skewness 

5 3.2574 0.9037 
 
 

Kurtosis 

Statistic Std. Error Statistic Std. Error 

Ethical Leadership 

Organizational 
Performance 

Selective Hiring 

 
-0691 

 
0515 

 
0591 

 
0.178 

 
0.178 

 
0.178 

 
0.353 

 
0.889 

 
0.253 

 
0.355 

 
0.355 

26 

0.355 



 
 
 
 
 

Extensive Training -0.554 0.178 0.027 0.355 

Contingent Compensation -0.442 0.181 -0.129 0.36 

Job Security -0.423 0.\81 -0.252 0.36 

 

 
4.1.1. I nterpretation: 

I n the ve y first row of the table, al I va iables tha i n the study are show n which are ethical 
leade shi p, the second one is organizational peJormance, third is ni ring, the fourth is 
extensive t aining, the fifth i3 contingent compensation, a nd the Ia3t out not tne e security. 
During the whole observation, arithmetic means were observed. For large and small values mean 
was observed very sensitive. The value of mean for ethical leadership is 3.4857, for organizational 
performance value is 3.4122, for selective hiring value of mean was recorded 3.5394, for extensive 
training value is 3.4821, for contingent compensation recorded value is 3.3370, and for ob 'security 
recorded value of mean is 3.2574. The above table also show3 tne lowest or mini mum and Yes r 
maximum value of all variables (ethical Ieader3hi p, the second one i3 organizational performance, 
the thi d is selective niring, tne fou rth i3 eKtensive t"aining, the fifth i3 contingent compensation and 
the 3ixth i3 job security). ”fhe minimum value recorded was 1 and the maximum value is 5. Standard 
deviation measures ho much th observation has spread. If the standard deviation is more the 
observation spread will be more. I the above Cabl 'standard deviation oJ ethical leadership was 
recorded 0.87497, for organizational performance alue is 0.72S18, for selectiv hiring value of 
standard deviation is recorded 0.86712, for extensive training value is 0.93448, or contingent 
compensation recorded value is 0.3686, and for job security recorded valu »f standard deviation is 
0.90370. In standard deviation, it was observed that the result is going upwards and gownw ard 
which means that data is stable. Skewness is placed in the sixth row oJ the table. Skewness is us d to 
measure the direction of the asymmetry. The value of Skewness for ethical leade sh ip is -0.6229 
which mea ns S kew ness is negative, for organizational performance value is -0.515 which mea ns 
Skewness is negative, for selective hiri ng value of skew ness is recorded -0.591 which means 
Skewness is negative, fo extensive trai ning value is -0.554 which means Skewness is negative, for 

E' Fl C+ E' d h  h Fl E' s FIE' b 
sonung necoded a ue f’e ad s 423 c4 ea n' S be  n es ks neeast   e I u ‘ses’ aade are 1 
measured in the last row. Kurtosis measure show sharp is the distribution cu e. if Kurtosis is greater 
than it is known as leptokurtic. If Kurtosis is less than 3 it is known as platykurtic. If The kurtosis 
value is equal to 3 it is known as mesokurtic. In the above table, the values of Kurtosis and skewness 
are less than 3 and greater than 3 this means our data is normal and acceptable. 

 
 
 
 
 

Variable 

Job Security 

Contingent Compensation 

Extensive Training 

 
Cronbach*s No. of 
Alpha items Reliability 

0.693 3  Acceptable 

0.772 3  Acceptable 
27 

0.81 3 Good 



 
 
 
 
 

Selective Hiring 0.748 3 Acceptable 

Organizational Performance 0.612 3 Acceptable 

Ethical Leadership 0.755 3 Acceptable 

 

4.2.1. Interpretation: 

Cronbach‘s Alpha tests are conducted to examine the internal consistency of the variables. If 
Cronbach‘s Alpha value is 60P« or more it means that the internal consistency prevails and if the 
value is less tthan60Po it means that the internal consistency does not prevail. In the above I, able 
the value of job secu ity is 0.693 which means that this internal consistency prevails, contingent 
compensation is0.772 which )salsointernal consstency prevails, eKtensivetra)ningis0.81 which 

 
 

etnical leadership is third- h ighest and value is 0.755 which mea ns data is internal consistency 
prevails. 

As the data of Cronbach’s Alpha of all variables is more than 60Po which means that the data is 
acceptable and reliable. 
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2. Gender 

3. Ethical Leadership 

4. Organizational 
Performance 

-0.092 

0.073 0.036 
 

0.087 0.028 .440’” 
 
 
 

 

 
 

 

2 
““ Correlation is signi/icont at tn e 0.01 level (2-tailed). 

5. Selective Hiring 0.026 0.012 .415‘ .466‘  1   

6. Extensive Training 0.062 -0.02 .423‘ .437‘ .711‘   

7. Contingent 
Compensation 

 
-0.042 

 
0.02 

 
.432‘ 

 
.487’* 

 
.363‘ 

  
.556” 

8. Job Security -0.145 0.034 .226‘ .365’ .383‘  .410” .404” 

 



 
 
 
 
 
 
 

 
Ethical Leadership 

 
Pearson Correlation 

Ethical Leadership 

1 

Org Performance 

.440* 

 
 
 

  Sig. (2-tailed)    

 N  
186 

 
186 

Org Performance Pearson Correlation .440““   1 
 Sig. (2-tailed)   

 
  

 N  
186 

 
186 

Selective Hiring Pearson Correlation .415““  .466*‘  

 Sig. (2-tailed)   
   

 

 N  186  186 

Ext ensive Tra ining Pearson Correlation .423““  .437*‘  

 Sig. (2-tailed)   
   

 

 

Contingent Compensation 

N 

Pearson Correlation 

 

.43 2““ 

186  

.487” 

186 

 Sig. (2-tailed)   
 

  
 

 
 
J ob Security 

N 

Pearson Correlation 

 

.226““ 

l8D  

.365” 

180 

 Sig. (2—tailed)  O.DD2   
 

 N  l8D  180 

 
4:3:1. Interpretation: 

The correlation takes a look at changes in the relationship among the two variables if the correlation 
value is 1; it shows the ideal positive linear dating among the two variables. Likewise, if the 
correlation value is -1, it indicates the correct bad dating among the two variables. If the correlation 
is + - 0.70 it shows that there‘s a strong courting between the 2 variables. If the correlation cost is - 
0.50 it suggests a slight relationship among the 2 variables. If the correlation value is + - 0.30 it 
shows the weak relationship among the two variables and if the correlation is 0 it suggests that 
there is no courting among the two variables. 

The value of correlatio  etween ethical leadership sharing and organizational performance is 
0.40‘ which suggests at there is a strong relationship among the 2 variables. The price of 
cor elation etween selective hiring and organizational performance is 0.466‘ which shows a 
positive an a strong relationship between the two variables. The fee of correlation among 
widespread education and organizational overall performance is 0.437“ which still indicates the 
positive and very robust correlation between the 2 variables. The cost oJ correlation among 
contingent reimbursement and organizational performance is 0.487‘ which indicates a strong 29 
relationship between the 2 variables. The value of correlatio between task security and 



 
 
 
 
 

organizational overall performance is zero.365‘“ which also indicates the strong relationship among 
the 2 variables. 
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Moderation analysis was carried out using Andrew Hayes‘ 2018) process macros. In this section, 4 
models will be analyzed. All variables remain the same in a I models that are used, but moderators‘ 
results are different Jrom each other. 

 
 

Y Organizational Performance 
 

Ethical Leadership 
 

Selective Hiring 

 
R’ MSE 

0.5392 0.2907 0.379 1 24.8661 3.00 182.00 0.000 
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 Coefficient se 
 

   

Constant 3.4418 0.0471 73.1171 0.00 3.3489 3.5347 

Ethical Leadership 0.2194 D.0561 3.9147 D.0001 0.1088 0.3301 

Organizational 
Performance 

 
0.2555 

 
0.0535 

 
4.7705 

 
0.00 

 
0.1498 

 
0.3611 

Selective Hiring -0.1336 0.044 -3.0323 0.0028 -0.2205 -0.0466 

Int_1 o.oo7g o.no o.›7y4 o.gss4 -0.0790 0.0946 

Product terms key: 

/nr 1.' Ethical Leadership x Selective Hiring 
 
 

R' Change F df1 dJ2 p 

X xW 0.0001 0.0315 1.00 182.00 0.8594 
 
 
 

Total Respondent: 186 

Outcomes of Variable: Organizational performance 

The desk gives the regression effects. The value of R‘ is 0.2907 which indicates that the 29.07P« 
variant i ethical leadership is explained using all unbiased variables inside the model. dcs suggests 
the p rob a icy of f-statistic. ' tatistic shows the fitness model. As the P-value is 0.000 is Ie s than 
0.005 it means that mode - suitable for the look at. This table additionally offers T- 
value. T-value explains th variable significance. T-value is more than 2 which means variables are 
substantial. Moreover, this table explains the coefficient (beta) it tells the depth of the relationship. 
Beta 'value shows how DV to change to IV in T unit. 1 u nit alternate in eth ical leadership results in 
the rowth of 0.2485 units in com pany perfo mance. L unit changer was recorded in selective hiring 
because of an increase of 0.2883 units in organizatio al performance. 

F- statistic is 24.8661 which is more than Jour proves that the model is perfect. As U LCI and LLCI have 
the same signal it shows that our moderation hypothesis is accepted. 

 
 

Organizational Performance 

X Ethical Leadership 

Extensive Training 
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R R2 MSE F df1 df 

0.5213 0.2717 0.3893 22.638 3 182 

 



 
 
 
 
 

 Coefficients se 
 

  

Constant 3.4205 0.048 71.1966 0.00 3.3257 3.5153 

Ethical Leadership 0.2544 0.0581 4.3757 0.00 0.1397 0.3691 

Extensive Training 0.229a 0.0558 4.1151 0.0001 0.1195 0.3398 

Int_1 -0.0242 0.04zs -a.ssgz o.57os -o.ioga o.osss 

Product terms key.’ 

Int 1.' Ethical Leadership x Extensive Training 
 
 

R' change F df1   df p 

X x W 0.0013  0.3228 1 182 0.5706 
 
 

4.4.2.1. Interpretation 

The table gives the regress ion rcsul ts. Th c valu c o1 R2 is 0.271 7 it indicate s th at a 27% variant i 
ethical 1cadc i’s1iip is d ct nod by using all in dc pcndc nt variabl cs ’The table proves the chances o ff- 
statistic. F statistic explains the version fitness. As the va luc of is 0.000 that’s less tha n 0.0.5 the 
way that mod c i s huge and is appropriate to r the look at. This desk additionally affords T-val e. 
value explains hether is the vari all c signifi cant or not. T-value is more than 2 which 
means variah lcs arc signifi cant. This desk explains the cocfficic nt (Acta) it tc lls ad out 
the depth of thc rclationshi p. Hcta la luc approach 1 unit changc in DV because of exchange in IV. 1 
unit cli angc i n e tlii cal I cad crslii p 1 rce growth of 0.2344 devices in comp any pcrloi mance I 
unit a1tci’natc in the 1 rge motive 1 ooin o1 0.2 29 7 u ni ts in organizational overa 1 p crfo iona ce - 
statistic is 2.2.638 0 that’s more than 4 which suggc sts the model is st gnifica nt. As ULCI and LL 
have identical signals it shows that our moderation hypothesis is acccpta lie. 

 
 
 
 
 
 
 
 

Y Organizational Performance 

X Ethical Leadership 

W Contingent Compensation 

 
R R2 MSE F df1 df 

a.s7g4 o.aa45 D.355 29.4914 3.00 176.00 0.00 
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 Coefficient se 
 

  

Constant 3.4418 0.0471 73.1171 0.00 3.3489 3.5347 

Ethical Leadership 0.2194 0.0561 3.9147 0.0001 0.1088 0.3301 

Contingent Compensation 0.2555 0.0535 4.7705 0.00 0.1498 0.3611 

Int 1 -0.1336 0.044 -3.0323 0.002g -0.2205 -0.0466 

Product terms key: 

Int 1.' Ethical Leadership x Contingent Compensation 
 
 

R2 change F df1 df2  

X x W 0.0348 9.1948 1 176 0.0028 

 

Focal predictor Ethical Leadership (X) 

Moderating variable Contingent Compensation (W) 

Contingent  
Effect se 

 
 
 

 

 
 
 
 
 
 
 
 
 
 
 

4.4.3.1. Interpretation 

In contingent, compcnsati on is -0.9369 i:he effect of ethical 1 cadc rship on organization pc rformancc 
is 0.3446. P-value is less than 0.0.5 whi h shnws th e variah ie arc massive. UC[y LLCI both have an 
identical st gnal. 

In the case of contingent, compensation is 0.0000 the effect of ethi cal l eadership on organi zation 
performance is 0.2194. The P-value is much less than 0.0.S which shows va riahlc s arc significant. As 
ULCI a nd LLCI c ach have the same s ignal it s hows the version is significant. 

If co ntingcnt co mpcnsati on is 0.9369 the impact of ethical leadership on enterprise overall 
performance is 0.943. cc is more than 0.0.S which proves the va riahl c is ins ignifica nt. As ULCI a nd 33 
LLCI c ach have opposi r signals it indi catc s the vcrsi on is insignificant. 

Compensation  

-0.9369 0.3446 0.068 5.0634 0 0.2103 0.4789 
 0.2194 0.056 1 3.9147 0.0001 0.1088 0.3301 

0.9369 0.0943 0.0711 1.326 0.1866 -0.046 1 0.2347 

 



 
 
 
 
 

The table shows the regress ion outcomes. The val uc of R2 is 0.5784 which su ggcsts th at S 7% of the 
version o1 ethical lc adcrs trip is Exp laincd by us ing all impartial variables is4 th in the model ’the ta Plc 
shows the possib ility of f- statisti c. !›tatistic s hows the model of fitncss. The P-value is 0.0 0 which 
is much less than 0.0. it approachc that mode .s suita Plc. This tab ie additionally offers T-value. 
value tclls how many riablcs are significant.  ight here T-fee is greater than 2 which means  that 
the variah lc is huge. This table also explains and shows the cocfficic nt (be ta) it tclls the intensity of 
the rclatio nship. Beta cost way 1 unit exchange in DV because of trade in IV. 1 unit trade-in c tlii ca 
lea dcrship cause h oom of 0.2 194 units in business cntc rprisc performance. 1 unit alternate in 
contingent compcnsati on causes growth of 0.2S SS devices in organizational pcrforma ncc. F- 
Statistic is 29.4914 is extra than 4 suggc ts the mndel is c normous. As ULCI and LLCI have equal 
signa1s it indicates that our modcrati on speculation cvcryday, or it confirms our mo dcration 
speculation. As p-value is 0.0028 which is less than 0.0.S which confirms the interplay term is 
sizea Plc. I t al so confirms our moderation hypothesis. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Y Organizational Performance 

X Ethical Leadership 

IV JobSecurity 

 
Sample Size: 180 

34 
Outcome Variable: Organizational Performance 



 
 
 
 
 

R R' MSE df1 df 

0.5274 0.zzgi .3851 22.6024 3 176 0 

 
p LLCI ULCI 

 
 

 
 
Ethical 

3.4()94 0.()47 72.6() 14 U 3.3 167 3.3()2 I 

Leadership    () ().2(JO 1 0.4133 

 
1nt_1 

 
4).() 32 

 
0.0453 

 
— 1 .  381 

 
().0677 

 
4).1726 

 
0.(1(J6 1 

 
 
 
 

R' change F df1 df 

X x W 0.0139 3.3786 1 176 0.0677 
 
 
 

Moderating Variable Job Security (W) 
 

Job  Effect se LLCI ULCI 
 
 
 
 
 
 
 
 
 
 
 
 
 

4.4.4.1. Interpretation 

IJ the value of job security is -0.903 the effect of ethical leadership on company overall 
performance is 0.3819. Here the P-v lue is less than zero. As ULCI and LLCI each have the same sign 
it suggests the version is massive. 

And If the value of job security is 0.0000 the impact of ethical leadership on company overall 
perfo mance is 0.3067. n this case, the value P is less than 0.0.5 which proves that the variable is 35 

significant. As ULCI an LLCI both have identical signals it shows the version is widespread. 

Security  

-0.9037 0.3819 0.0681 5.6052 0 0.2474 0.5163 

0 0.3067 0.054 5.677 0 0.2001 0.4133 

0.9037 0.2314 0.0674 3.4333 O.OOO7 0.0984 0.3645 

 



 
 
 
 
 

IJ the value of job security is 0.9037 the impact of ethical leadership on an organization‘s overall 
performance is 0.9037. In this case, the value P is less than 0.0.5 which shows the variable is 
insignificant. As ULCI and LLCI both have the same sign it shows the model is substantial. 

The table offers the regression conse9uences. The value of R2 is D.2781 which suggests that a 27P« 
variant i  ethical leadership is explained using all independent  variables in the version. This table 
also sugg sts the probability of f-statistic. F statistic explains the model fitness. The P-value is 0.000 

v  hueh t d e 
teIs vahabtet nJ c  nce. Righ  hehe   *-h  tue idgreater  han”2hhiab   eans aaria bt  es”at  e  arge. 

This table additionally explains the coefficient (beta) it tells the depth of the connection. Bet value 
approach 1 unit change in DV because oJ trade in IV. 1 unit exchange in taci I‹nowIedge reas n” 
growth of 0.3067 gadgets in company overal I performance. L unit change in ask safety caused the 
boom of 0.1953 gadgets in organizational performance. F- tatistic is 22.6024 which is more than 
four which indicates the model is enormous. As ULCI and LLCI have identical signs it suggests that 
our moderation speculation in general, or it confirms our moderation speculation. As p cost is 0.677 
that's greater than 0.0.5 which confirms interaction term is insignificant. It also rejects our 
moderation speculation. 
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CHAPTER 5 RESULTS AND DISCUSSIONS 
The goal of this study was to examine the effects of ethical leadership sharing on organisational 
citizenship behaviour while also investigating the moderating of workplace ostracism, including 
selective recruiting, rigorous training, contingent compensation, and job security. The banking 
industry was selected because of the lack of study into organisational citizenship behaviour in 
relation to ethical leadership in Islamabad, Pakistan's banking sector. 

There is a considerable positive association between ethical leadership and organisational 
citizenship behaviour, with a positive value of 0.40, based on correlation test analysis. As a result, 
Ethical leadership in the banking industry of Islamabad, Pakistan, appears to have a positive effect 
on organisational citizenship behaviour. According to our findings, which showed a substantial 
positive correlation between ethical leadership and organisational citizenship behaviour, we may 
accept on »f the hypothesis of out

 b 

Leadership and organizational citizeneshi p behaviour.Cohen workplace ostracism is high, the link 
between ethical leadership and organisational citizehship behaviour becomes stronger; when 
workplace ostracism is low, the link between ethical leadership and organisational citizenship 
behaviour weakens. The results support the second, third, and JiHh hypotheses as well. Job security, 
on the other hand, has a different impact on the dependent variable of organisational performance, 
iJ the value is more than 0.43, ethical leadership's conditional effect diminishes. In addition, the 
hypothesis that contingent compensation has a significant negative impact on the relationship 
between ethical leadership and organisational citizenship behaviour proved to be accurate; 
contingent compensation has a stronger and a weaker effect on the relationship between ethical 
leadership and organisational citizenship behaviour. 

Conclusions 

The purpose of the research was to examine the influence of workplace ostracism on organisational 
citizenship behaviour when it comes to ethical leadership. 23 banks were used as a representative 
sample, with all of the selected branches located in Islamabad, Pakistan. 

This study uses only one independent and one dependent variable. The independent variable is 
ethical leadership, and the dependent variable is organisational citizenship behaviour. Workplace 
ostracism, which includes selective hiring, lengthy training, contingent compensation, and job 
stability, is the moderator in this study. 

Regression analysis was used to examine the data. In addition, descriptive statistics, correlations and 
reliability analysis have also been used. The mean value of all the variables in our investigation is 
shown in our findings. It‘s .4857 Jar ethical leadership, 3.4122 for organisational citizenship 
behaviours in the workplace, 3.4821 to demonstrate substantial training, 3. 3370 for contingent 
remuneration, and 3.2574 to provide job stability on average. 

Our model is significant, and hypothesis is accepted, according to the results of our regression study. 
All variables had a Cronbach value more than 0.6, indicating that the data set's internal consistency 
is strong and reliable. It's also w'orth noting that all variables are connected with each other; positive 
correlations are more common than negative ones. 

Total of 23 banks examined in Islamabad, Pakistan. This research shows that banks' ostracism in the  37 

workplace compelled each employee to improve his or her organisational expertise on their own. 



 
 
 
 
 

This study also looked at the connection between workplace ostracism and ethical leadership and 
organisational citizenship behaviour, including selective hiring, thorough training, contingent 
compensation, and job security. Developing organisational knowledge requires ethical leadership, 
which is grounded in a person's actions, values, procedures, and emotions as well as their ow'n 
thoughts and feelings. Ethical leadership can be difficult to transfer because it is a skill that is learned 
via physical experience, not through vvn al communication. Maintaining an organization's 
competitiveness and developing necessary kills and traits can only be achieved through ethical 
leadership effectively. High-9u •!'ty products and services are more efficiently delivered by a 
company that has ethical leadership. The long-term success of a ousiness is also aided ay ethical 
leade shi p. Every organization's workforce must comprehend the relevance of knowledge transfer 
and sharin and the impact it has on the efficiency of the business. 

Organizations' high levels of productivity are the result oJ widespread ostracism a the workplace. As 
ha -' FI a -' H 

needs, the heeds be rekated I ”th ecruu ng ”nthe th deli ring d nning, coogent”ating, Rnd 
being worried about fairness. Las lout not least, workplace ostracism has been linked to lower levels 
of employee satisfaction and high r rates oJ employee departure. The ostracism in the workplace 
has a significant impact on employee attachment and commitment to the organisation, which in 
turn increases the organization's performance. By inspiring, attracting, and retaining high - 
performing individuals, effective workplace ostracism functions can improve employee performance 
and help the company achieve its goals. Selective hiring is a core workplace ostracism function that 
helps to increase the efficiency, effectiveness and productivity oJ businesses by making sure the 
right people are hired for the proper positions. Because it is so effective at exploiting the 
organization's learning, ethical leadership helps to keep its brilliant and innovative employees. 
Furthermore, training is an effective workplace ostracism function that promotes organisational 
knowledge by transferring individual expertise, and it has a favourable impact on the organization‘s 
overall performance. Knowledge shari ng is discouraged by contingent pay oecause employees 
assume that they must outperform their pee s i n order to receive a larger share of the rewards 
Furthermore, when employees believe that their jobs are less secure, they are less likely to sha e 
their own knowledge with other employees oJ the company. 

In order to improve decision-making and boost customer satisfaction, banks will benefit from this 
study’s findings about the usefulness of knowledge management in their companies. As a result of 
this study, banks will be better equipped to employ workplace ostracism as a tool for fostering 
ethical leadership and increasing organisational citizenship behaviour. Knowledge management in 
banks, including customer service, risk management, and performance monitoring, will benefit from 
this research. The study employed statistical methods such as descriptive statistics, regression, 
correlation, and analyses of dependability. Cronbach's alpha in statistical software (SPSS version) 
was used to examine the questionnaire’s reliability, and the findings were obtained. In order to 
perfo m mo e resea rch on this topic i n different i ndu3trie3 and to spend more li me analyzing the 
data, a d fferent model and different methodologies must be used. -inally, this research will be 
useful for future investigations into th i ffect of ethical leadership'on organisational citizenship 
behaviour in Pakistan‘s banking indust . 
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Wrong Article You may have used the wrong article or pronoun. Proofread the sentence to 
make sure that the article or pronoun agrees with the word it describes. 
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Missing "," Review the rules for using punctuation marks. 

 
Prep. You may be using the wrong preposition. 
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make sure that the article or pronoun agrees with the word it describes. 
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voice. 

 
Missing "," Review the rules for using punctuation marks. 
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make sure that the article or pronoun agrees with the word it describes. 

 
Wrong Form You may have used the wrong form of this word. 
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unclear. 

 
P/V You have used the passive voice in this sentence. You may want to revise it using the active 
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Article Error You may need to remove this article. 

 
Missing "," Review the rules for using punctuation marks. 

 
 



 

 
 
 
 

 
 

 
PAGE 39 

 

 

 
PAGE 40 

 
PAGE 41 

P/V You have used the passive voice in this sentence. You may want to revise it using the active 
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