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ABSTRACT

As an emerging construct, workplace spirituality has gained credence in organisational
management literature due to its effect on work-related behaviours. This paper examines
the moderating effect of workplace spirituality on the relationship between
transformational, ethical leadership and employee job involvement (EJI) in a developing
country. We adopt quantitative approach and cross-sectional survey design to collect
data from 416 employees in 10 selected public and private universities in Ghana. We
analysed the data using descriptive statistics, correlation and hierarchical regression
model. The results indicate that the transformational leadership dimensions and ethical
leadership have strong significant positive relationship with EJI. We further establish
that workplace spirituality moderates the relationship between ethical leadership and
EJI. Regarding transformational leadership, workplace spirituality moderates only the
relationship between idealized influence and EJI. The paper provides new findings to
bridge the gap in the leadership literature by presenting original evidence that
workplace spirituality is an effective moderator in the association between ethical
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1. Introduction

The unstable economic conditions in which organisations operate, characterised by intense competition,
downsizing, globalisation, restructuring, etc. (Van der Walt & Swanepoel, 2015) have brought with it
numerous employee work-related challenges such as employee dissatisfaction, disengagement and less
involvement (Adnan et al., 2020). To address this situation, organisations are keen on promoting organi-
sational climate that encourages overall motivation, commitment and employee well-being through
effective leadership styles (Pawar, 2009; Puni et al., 2021). Similarly, organisational researchers are expand-
ing the fringes of their research to encompass the effect of leadership style on various work outcomes,
as well as examining cogent predictors such as workplace spirituality on the relationship between lead-
ership style and EJI.

Leadership style is the collection of traits, skills and behaviour displayed by the leader, which differ-
entiate one leader from others through the exercise of this relatively small range of skills or competent
areas (Ohemeng et al,, 2018). EJI refers to the ‘degree to which one psychologically identifies with one’s
job, that is, a cognitive or belief state of psychological identification with a particular job’ (Kanungo,
1979, p. 342). EJI utilises the knowledge and skills of the employees to create efficient and dynamic
organisations, make employees more valued and committed to the organisation, minimise conflict at all
levels of the organisation thereby resulting in higher job satisfaction and lower staff turnover (Bayraktar
et al, 2017). Workplace spirituality is the fusion of spiritual principles and values such as community,
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connectedness, belonging, purpose, altruism, and virtue into the work (Kolodinsky et al., 2008), thereby
creating a spirituality climate.

Despite the substantial volume of research on leadership style and employee outcomes, such as
employee involvement (Nazem & Mozaiini, 2014), job satisfaction (Hilton et al., 2023), employee commit-
ment (Puni et al,, 2021), employee engagement and turnover intention (Suifan et al.,, 2020), and in-role
performance (Kia et al., 2019), there still remain much uncertainty about the relationship between lead-
ership style and EJI (Breevaart et al, 2014). Previous literature have described the relationship between
these two variables as positive, negative or neutral (Thamrin, 2012; Wan Omar & Hussin, 2013; Al-Sada
et al,, 2017). Aside the prevailing inconsistencies, majority of the studies are concentrated in the advanced
economies with relatively few from the developing context. This study therefore intends to investigate
the relationship between leadership styles (transformational and ethical) and EJI from a developing coun-
try perspective.

Additionally, due to the volatile nature of organisations environment which has affected employees’
commitment and well-being (Pawar, 2009), workplace spirituality is now receiving increasing attention as
one of the plausible variables that could influence the relationship between leadership style and
employee outcomes like job involvement. The argument is that workplace spirituality is said to inspire
employees to focus on the vision of the organisation and be loyal to the organisation since employees
experience psychologically a state of belonging and connectedness at the workplace (Rego & Cunha,
2008). However, empirical evidence on the mechanism by which workplace spirituality influences the
relationship between leadership styles and EJI is still evolving and limited in developing country context.
For this reason, it is important to expand the body of knowledge regarding workplace spirituality to gain
a more understanding of this phenomenon, and how it can enhance or obstruct the relationship between
transformational, ethical leadership and EJI.

Within the developing context of Africa, workplace spirituality is a relatively new concept which has
not yet been adequately investigated. Apart from some few works such as Van der Walt and De Klerk
(2014) which investigated workplace spirituality and job involvement using cross-sectional study of 412
employees chosen from two organisations in Welkom, South Africa, Acheampong and Agyapong (2015)
which examined workplace spirituality, job involvement and deviant behaviour, and Ajala (2013) which
studied the impact of workplace spirituality on employees’ well-being in the industrial sector of Nigeria,
we have observed that there is a paucity of research concerning workplace spirituality within the devel-
oping setting, particularly Ghana. Therefore, we assess the moderating effect of workplace spirituality on
the relationship between transformational, ethical leadership and EJI using cross-sectional data from
public and private universities’ employees in Ghana.

This study is germane since it is overlooked not just in Africa but other developing context. This study
also adds to existing knowledge by exposing the positive contributions of transformational and ethical
leadership toward making employees become psychologically identified with their jobs, as organisations
are exploring ways of leveraging on their human resource capabilities for competitive advantage, growth,
and sustainability (Wood, 2020). Furthermore, this study contributes to leadership literature by suggest-
ing that workplace spirituality climate serves as a psychological moderating mechanism that strengthens
the relationship between transformational, ethical leadership and EJI from a developing country perspec-
tive. The succeeding sections entail the literature and hypotheses development, methodology, results
and discussion, implication and conclusion.

2, Literature review and hypotheses development
2.1. Transformational leadership and employee job involvement

Transformational leadership portray leaders who use their charismatic personality and behaviours to
influence subordinates to focus on higher ideals such as the vision of the organisation (Stock & Schnarr,
2016). Transformational leadership stimulates followers’ values, beliefs and consciousness to achieve
extraordinary heights for superior collective interest (Hilton et al, 2023). Since transformational leader-
ship stands for mutual support for common purpose, Burns (1978) predicts that ‘transformational leader-
ship ultimately becomes moral in that it raises the level of human conduct and ethical aspiration of both
leader and led, and thus has a transforming effect on both'
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Transformational leadership comprise of four behavioural components: idealized influence, inspira-
tional motivation, intellectual stimulation, and individualised consideration. Idealized influence - is a
dimension of transformational leadership where the leader shares emotional connection with followers’
to the extent that followers’ emulates the noble ideals of the leader. Idealized transformational leadership
style produces respect, appreciation, and trust among followers (Rasheed et al., 2020). Inspirational moti-
vation — involves the formulation of inspiring vision, and the communication of the goals in various ways
to capture the emotions of followers’ without necessarily identifying with them physically (Molodchik
et al, 2020). Intellectual stimulation — is where the transformational leadership offer to followers’ intelli-
gent concepts with the view of stimulating in followers’ new ways of tackling organisational problem
(Cortes & Herrmann, 2019). The intellectual stimulation behaviour is accomplished by seeking ideas, opin-
ions and inputs from followers’ thereby promoting creativity, innovation, and experimentation in follow-
ers’ which bring out novelty problem solving skill to tackle organisational challenges. Individual
consideration - is concern with the personal development of the followers. Whereas the leader’s charisma
may attract followers to the mission and vision of the organization, the leader uses the individual con-
sideration to transform each follower individually. This transformational leader is able to accomplish goals
by actively heeding to and accommodating followers’ personal needs for growth, learning and recogni-
tion (Puni et al.,, 2021).

An aspect of employee outcomes that has attracted the attention of researchers is job involvement.
EJl is a situation where employees throughout an organization have authority to act and make decisions,
have the information and knowledge needed to use their power effectively, and are rewarded in doing
so (Wood, 2020). EJI is originally coined by Lodahl and Kejner (1965) as a protestant work ethic emanat-
ing from unwavering employee who sees the job as part of their self-concept as oppose to an employee
who is not job-involved, who is ‘living off the job’ and whose identity is determined by neither the type
nor the quality of his/her work. EJI is considered a multifaceted construct which is associated with organ-
isational outcomes such as absenteeism, employee turn-over and financial performance (Hettie & Robert,
2005; Wood, 2020). EJI research has become increasingly important because organisational policies and
practices in themselves do not translate into organisational outcomes unless such policies have been
converted in some way by employees into activities and actions. Hence, organisational researchers and
practitioners believe that leveraging on the competencies and skills of employees by making them
involved in various organisational tasks creates competitive advantage (Wood, 2020).

Theorists have long emphasised that transformational leadership affect EJI. Particularly, Bass (1985)
asserts that transformational leadership has the ability to inspire followers’ to focus on higher intrinsic
needs thereby translating into greater identification and employee involvement at both the work unit
and the organisational strategic levels. Shamir et al. (1993) also submit that the transforming effect of
the transformational leader inspire employees to surpass their own interest for the groups’ interest
thereby creating an involvement climate. The involvement climate energises employees to assume greater
identification with the work, which ultimately affect group objectives. Shamir et al. (2000) again contends
that transformational leadership creates an inspiring homogenous employee involvement climate across
organisation to the extent that the transforming effect is felt at the unit as well as the organisation level.
Under a transformational leader, the whole work environment assume an involving climate where the
leaders, followers, and the organisation as a whole work together to achieve goal congruence.

Empirically, studies (such as Cheng et al., 2012; Dwirosanti, 2017; Nazem & Mozaiini, 2014) indicate
that transformational leadership behaviour is associated with EJI. For instance, Cheng et al. (2012) inves-
tigated the moderating effect of emotional contagion, on the relationship between transformational
leadership and subordinates’ job involvement among 210 soldiers from eight companies of the Taiwanese
Army. They established that leaders with high emotional contagion had positive moderation effect on
relationship between transformational leadership and subordinates’ job involvement than leaders with
low emotional contagion. Again, using structural equation modelling in a sample of 167 work units,
Richardson and Vandenberg (2005) indicated that transformational leadership positively influence subor-
dinate involvement perceptions. Dwirosanti (2017) also reveals that transformational leadership has a
direct significant positive effect on job involvement, meaning that the practice of transformational lead-
ership dimensions is more likely to result in EJI. Assessing the relationship between transformational
leadership and EJI at a higher education institution, Nazem and Mozaiini (2014) employed multivariate
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linear regression to show that transformational leadership dimensions have significant relationship with
EJI. Based on the foregoing findings, we hypothesize that:

H1a: Transformational leadership (idealized influence) is significantly related to EJI
H1b: Transformational leadership (inspirational motivation) is significantly related to EJI
H1c: Transformational leadership (intellectual stimulation) is significantly related to EJI

H1d: Transformational leadership (individualised consideration) is significantly related to EJI

2.2. Ethical leadership and employee job involvement

Ethical leadership is referred to as leadership embedded in the display of normatively proper behaviour
exhibited through individual actions and interactive relationship as well as the encouragement of such
behaviour among followers through two-way communication, support, and decision-making (Brown
et al, 2005). It follows that ethical leadership style stresses on ethics (morality) (Toor & Ofori, 2009).
Mainly, ethical leadership characteristics are founded on Aristotle’s philosophy of leadership, which argues
that ‘leadership is more than a skill, more than the knowledge of theories, and more than analytical
faculties. It is the ability to act purposively and ethically as the situation requires on the basis of the
knowledge of universals, experience, perception, and intuition. It is about understanding the world in a
richer and broader sense, neither with cold objectivity nor solipsistic subjectivity” (p. 464). Likely reasons
for the interest of morality in leadership are due to recent corporate scandals which are basically con-
nected to unethical and sometimes toxic leadership (Hilton & Arkorful, 2021; Trevifio & Brown, 2004).

Research demonstrates that ethical leadership predicts several work outcomes such as job satisfaction,
commitment and especially EJI (Brown et al., 2005). Brown et al. (2005) reveal that ethical leadership
associates with consideration behaviour, honesty, trust in the leader, interactional fairness, and socialized
charismatic leadership. Consistently, these attributes predict employee outcomes such as EJI and satisfac-
tion. Piccolo et al. (2010) also found that ethical leadership impacts employee job involvement charac-
teristics such as job autonomy and task significance which ultimately affect employee task outcome.
Sharif and Scandura (2014) submitted that subordinates who value the continuous ethical behaviour of
the leader reciprocate by being highly involved in the job. Subordinates are more involved in organisa-
tional task because they feel confident that the leaders will make legitimate decisions. Again, Mayer
et al. (2009) exposed that top management who are perceived to be ethical, positively affect group job
involvement of employee. We, therefore, hypothesize that:

H2: Ethical leadership style is significantly related to EJI.

2.3. Moderating effect of workplace spirituality

Workplace spirituality is an emerging concept in organisational management. Workplace spirituality
refers to the inclusion of spirituality principles (community, connectedness, belonging, purpose,
altruism, and virtue) into work activities (Pawar, 2009). The spiritual principles are intrinsic to an
individual and they reflect in the individual’s behaviour and work activities. Kolodinsky et al. (2008)
posit that workplace spirituality is in two levels: micro-level (i.e. the fusion of the individual spiritual
principles and values into the work), and macro-level (i.e. the totality of individual spirituality at the
workplace and how these spiritual value influence ethical-related and unethical-related issues to
determine the level of corporate spirituality and how it influence outcomes). Workplace spirituality
is more of a macro-level view of the organisation spirituality in the form of ‘spiritual climate’
(Parboteeah & Cullen, 2003). Whereas individual spirituality is the personal spiritual values employ-
ees bring to the workplace, workplace spirituality is the perception of the spiritual climate of the
organisation (Garcia-Zamor, 2003). Spirituality at the workplace is the expression of a sense of
belonging, community, wholeness at the individual level, which culminates into organisation spiritu-
ality (Krnjerski & Skrypnek, 2004).
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Workplace spirituality has gained recognition in contemporary times due to the over reliance of finan-
cial metrics in determining corporate success, coupled with the managerial greed of the 1980s (Lennick
& Kiel, 2005). These happenings have created job insecurity among employees and a non-humanistic
work environment where leaders do whatever it takes to keep up the pace and positively affect the
organizational bottom line without taking into consideration employee spiritual values. However, many
employees believe that work life is just an important existential requirement, but not an end in itself. A
significant relationship was found between workplace spirituality and EJI, suggesting that spirituality is a
significant predictor of job involvement among employees (Mahipalan & Sheena, 2019). Given that trans-
formational and ethical leadership styles influence EJI and workplace spirituality also affect job involve-
ment, we predict that workplace spirituality will moderate the relationship between transformational and
ethical leadership styles and EJI on the basis that leadership spirituality principles i.e. the sense of com-
munity, connectedness, belonging, purpose, altruism, and virtue creates a spirituality climate which influ-
ence EJI. Hence, we hypothesize that:

H3a: Workplace spirituality moderates the relationship between transformational leadership (idealized influ-
ence) and EJI

H3b: Workplace spirituality moderates the relationship between transformational leadership (inspirational moti-
vation) and EJI

H3c: Workplace spirituality moderates the relationship between transformational leadership (intellectual stim-
ulation) and EJI

H3d: Workplace spirituality moderates the relationship between transformational leadership (individualised
consideration) and EJI

H,: Workplace spirituality moderates the relationship between ethical leadership and EJI

The conceptual framework in Figure 1 illustrates the hypotheses.

3. Research design
3.1. Study designs and approach

This study adopted descriptive and cross-sectional survey designs to examine the association between
the independent variables (transformational and ethical leadership) and the dependent variable (EJI),
moderated by workplace spirituality. A descriptive study describes a phenomenon and conclusions while
a cross-sectional study involves the collection of data at a single moment from the population of interest
(Zikmund et al, 2010). The cross-sectional survey design was employed because apart from enabling
data to be collected at a single moment from the population of interest (Zikmund et al, 2010);

Figure 1. Conceptual framework: Authors (2023).
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it facilitates the planning of data collection to achieve the research objectives (Altinay et al., 2015). In
investigating the relationship, the quantitative research approach, which is usually employed under sur-
vey design was adopted (Saunder et al.,, 2016). This approach is helpful to collect numeric data to test
the research hypotheses.

3.2. Population and sampling

The population of interest for this study was employees of private and public universities in Ghana. The
target population included operational level employees (non-teaching staff) of ten (10) selected univer-
sities (i.e. five each from private and public universities) within the Accra, Tema and Kumasi metropolises.
These metropolises constitute the main tertiary education hub of Ghana and virtually all the universities
have their main and/or satellite campuses located within these areas, making these metropolises a fair
representative of the tertiary education workers in Ghana.

The universities were purposively selected using the homogenous purposive sampling technique
while the respondents were conveniently selected in accordance with Patton’s (2002) sample size selec-
tion criterion (i.e. for non-probability study, the sample size depends on the objectives with a minimum
consideration not less than 100 participants), which has been widely applied in similar studies (such as
Hilton et al. 2021; Hilton et al., 2023; Martins, 2023; Puni et al., 2021, etc.). The sampling techniques
allowed the researchers to select respondents with rich information (i.e. have direct supervisors and have
been working consistently with the same supervisor or manager for not less than three academic years)
(Etikan et al., 2016). In all, 500 respondents were chosen from the ten (10) selected universities with fifty
(50) respondents from each selected university.

3.3. Instrumentation and data collection

Cross-sectional data were collected using a questionnaire. The questionnaire contained adapted items from
the Multifactor Leadership Questionnaire (MLQ) 5X short (Avolio & Bass, 2004), ethical leadership scale
(Brown et al., 2005), EJI scale (Kanungo, 1979; Fletcher, 1998) and workplace spirituality scale (Petchsawanga
& Duchon, 2012). A five-point likert scale ranging from strongly agree (5) to strongly disagree (1) was pro-
vided for the measuring items. The first section of the instrument collected demographic data from respon-
dents (i.e. gender, age, marital status, and educational level). The second section of the instrument collected
data on the dimensions of transformational leadership (idealized influence, inspirational motivation, intel-
lectual stimulation and individualized consideration). Sample items from the MLQ 5X short include the
following: Idealized Influence (e.g. ‘consider followers’ needs over his or her own needs’), Inspirational
Motivation (e.g. ‘arouses individual and team spirit’), Intellectual Stimulation (e.g. ‘approaches old situations
in new ways'), Individual Consideration (e.g. ‘pay attention to individual needs for achievement and growth’).
The third section of the instrument gathered data on the behaviours of ethical leadership. Sample item
from the ethical leadership scale is ‘my supervisor conducts his/her personal life in an ethical manner’ The
fourth section collected data on workplace spirituality. Sample item from the workplace spirituality scale is
‘employees can easily put themselves in other people’s shoes. The final section collected data on EJI, with
a sample item: ‘the most important things that happen to me involve my present job'

In order to ensure non-response bias, we employed the procedural strategies prescribed by Podsakoff
et al. (2003). We kept the surveys short and simple (it took 5-10minutes to complete a questionnaire),
separated the variables (i.e. independent, dependent and moderator), provided instructions on how to
respond to increase the probability of response accuracy, assured the respondents of confidentiality and
anonymity, developed a relationship with the respondents, and sent reminders to respond (Hair et al.,
2015; Podsakoff et al., 2012). At the end of the survey, which lasted for six weeks, 416 questionnaires
were validly retrieved. However, since the validly retrieved questionnaires constituted 83.2% of the sam-
ple size, we proceeded with the analysis as the sample size satisfied the Tabachnick et al. (2001) criteria
for determining adequate sample size.

Although the items were adapted from existing instruments, the researchers carried out validity and
reliability tests to verify whether there were invalid items in the scales and to ensure that the instrument
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validly measures the research objectives (Dawson, 2009). Inter-construct correlation analysis was then
conducted and the results in Table 3 show that the scales are predictively valid. Furthermore, Cronbach
alpha was calculated to confirm the internal consistency of the instrument (i.e. the reliability). The results
in Table 3 indicate that the scales in the instrument are strongly reliable as the Cronbach’s alpha coeffi-
cients exceeded the 0.7 prescribed threshold by Field (2015), meaning that the instruments are valid and
reliable for the study.

3.4. Data analysis

We analysed the data using descriptive statistics, Pearson correlation and Cohen et als (2003) hierarchical
regression model. Before we carried out the regression analysis, we first conducted a normality test to
confirm that the data was normally distributed to proceed with a parametric analysis. This was done
using the skewness and kurtosis as recommended by Tabachnick et al. (2001), supported by Fields (2009),
and applied by scholars such as Hilton et al. (2023), Hilton et al. (2021), Puni et al. (2021), etc. The
descriptive statistics analysis reported the mean, standard deviations, skewness, and kurtosis. The correla-
tion matrix analysis presented the inter-construct correlation. The hierarchical regression analysis estab-
lished the following: (1) predictive effect of the transformational and ethical leadership on EJI; (2)
controlling effect of workplace spirituality; and (3) moderating effect of workplace spirituality on the
relationship between the transformational, ethical leadership and EJI. Finally, Hayes’ (2018) Process was
employed to draw scatter plots for the interaction effects.

4. Empirical findings

Table 1 presents the demographic characteristics of the respondents. The table indicates that the sample
had more males (51%) than females (49%). In a descending order, 40% of the respondents were aged
between 31and 40years, 26% of respondents were aged between 21 and 30years, 25% of respondent
were aged between 41 and 50years, and 9% of respondents were aged between 51 and 60years.
Regarding marital status, more than half of the respondents were married (60%). In terms of educational
background, majority of the respondents hold first degree (44%); followed by holders of masters’ degree
(33%), with the least holding HND/Diploma certificate (11%).

Table 2 presents the means, standard deviations, skewness, and kurtosis of the study variables. First,
the mean results show that all the dimensions of transformational leadership are practiced in the selected
universities, with idealized influence being the dominant dimension. Furthermore, the mean score for
ethical leadership indicates that it is also practiced by supervisors or managers in the selected universi-
ties. Comparing the means of the two leadership constructs, it can be concluded that all the dimensions
of transformational leadership are practiced more than ethical leadership. The result suggests that
because universities want to remain centres of innovation, transformational leadership behaviours are

Table 1. Demographic characteristics of respondents.

Variables Frequency (n=416) Percent
Gender

Male 212 51
Female 204 49
Age

21-30 108 26
31-40 167 40
41-50 104 25
51-60 37 9
Marital status

Single 125 30
Married 250 60
Divorced 41 10
Educational level

HND/Diploma 46 1
First degree 183 44
Masters 137 33

Professional certificate 50 12
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Table 2. Descriptive statistics for study variables.

Variables Min Max Mean SD Skewness Kurtosis
Inspirational motivation 1.00 5.00 3.56 0.93 —-0.87 0.64
Intellectual stimulation 1.00 5.00 3.50 0.88 —-0.70 0.22
Individualized consideration 1.00 5.00 3.57 0.87 -0.87 0.55
Idealized influence 1.00 5.00 3.61 0.81 -0.97 0.33
Ethical leadership 1.00 5.00 343 0.89 -0.63 -0.21
Workplace spirituality 1.00 5.00 335 0.82 -0.28 0.45
Job involvement 1.00 5.00 3.61 0.76 -0.74 0.86

Table 3. Correlation matrix and Cronbach’s alpha.

Variables a 1 2 3 4 5 6 7
1. Inspirational 95 1
motivation
2. Intellectual 92 0.738** 1
stimulation
3. Individualized 93 0.651** 0.733** 1
consideration
4, |dealized influence 88 0.590** 0.661** 0.709** 1
5. Ethical leadership 96 0.329** 0.389** 0.399** 0.357** 1
6. Workplace 88 0.102* 0.209** 0.196** 0.216** 0.605** 1
spirituality
7. Job involvement 93 0.326** 0.291** 0.316** 0.327** 0.263** 0.255** 1

Note: **p <0.01 and *p <0.05.

encourage and practiced by leaders of the selected universities. This empirical result supports prior argu-
ment by Northouse (2016) that transformational leadership is more frequently practiced than the other
leadership styles. Generally, the standard deviation values indicate that there are relative variations in the
responses obtained. Applying the criterion of Tabachnick et al. (2001) on normality, it is concluded that
the data is parametric (i.e. normally distributed) since the Skewness and Kurtosis are between -1 and
+1, meaning that a regression analysis can be carried out.

Table 3 depicts the correlation matrix and the Cronbach alpha (a) coefficients. The correlation results
are significant at 1 and 5% level of significance. Table 3 indicates that all the dimensions transformational
leadership are positively and significantly related to the other variables (ethical leadership, workplace
spirituality, and EJI). More importantly, both independent variables (transformational and ethical leader-
ship) and moderating variable (workplace spirituality) have significant positive correlations with the
dependent variable (EJI). These results imply that both independent and moderating variable could sig-
nificantly predict EJI. Hence, a formal augmentation analysis was carried. Additionally, an interactive
effect analysis was also done to establish the moderating effect of workplace spirituality on relationship
between the leadership constructs and EJI.

Table 4 reports the summary of the hierarchical regression analysis. The table contained five blocks
where block 1 to block 4 relate to the transformational leadership dimensions and block 5 relates to
ethical leadership. Each block contained three steps where step 1 relates to the individual entry of the
transformational leadership dimensions and ethical leadership; step 2 relates to the entry of both lead-
ership constructs as independent variables and workplace spirituality as controlling variable; and step 3
relates to the inclusion of the interactive term of the leadership construct and workplace spirituality. The
three-step procedure was followed to test the following: the effect of the leadership constructs on EJI
(step 1), the augmentation effect of workplace spirituality (step 2), and the moderating effect of work-
place spirituality on relationships between the leadership constructs and EJI (step 3). The unstandardized
beta coefficients and t-statistics have been presented in three models: model 1 relates to step 1, model
2 relates to step 2, and model 3 relates to step 3. The R-square, adjusted R-square and F-statistics are all
significant, meaning that the leadership constructs and workplace spirituality contribute significantly to
change in EJI.

From Table 4, the unstandardized beta coefficients in model 1 for all the dimensions of transforma-
tional and ethical leadership are significant, indicating that the dimensions of transformational leader-
ship and ethical leadership have significant relationship with EJI. Hence, Hl1a, H1b, H1c, H1d and H2 are
supported. Specifically, idealized influence has the highest effect (with coefficient of 0.305), followed by
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Table 4. Regression results for employee job involvement.
Unstandardized betas

Model 1 Model 2 Model 3
Block Step Predictors B t B t B t R? AR? F p
1 1 Inspirational 0.265 6.93%* 0.246 6.57%* 0.245 6.53** 0.106** 0.104**  48.02 0.000
motivation (IM)
2 Workplace 0.204 4.83** 0.202 4.79** 0.155%* 0.151**  37.00 0.000
spirituality (SW)
3 IM x SW —0.043 0.95 0.157** 0.150**  24.96 0.000
2 1 Intellectual 0251  6.11**  0.214  5.20** 0.213 5.14**  0.084** 0.082** 3736  0.000
stimulation (IS)
2 Workplace 0.185  4.22%* 0.183 417%*  0.123** 0.119** 2837  0.000
spirituality (SW)
3 ISx SW -0.018 -0.39 0.124%* 0.117** 1892  0.000
3 1 Individualize 0.274 6.69%* 0.240 5.86%* 0.239 5.76%* 0.100** 0.097**  44.78 0.000
consideration
(10)
2 Workplace 0.183  4.22%* 0.183 4.22%*  (,138** 0.133** 3223 0.000
spirituality (SW)
3 ICx SW —-0.004 -0.07 0.138** 0.131** 2144  0.000
4 1 Idealized influence  0.305 6.97%* 0.266 6.05%* 0.248 5.61** 0.107** 0.105**  48.62 0.000
(In
2 Workplace 0.176 4,06%* 0.183 4.23** 0.142%* 0.138**  33.46 0.000
spirituality (SW)
3 IIx SW —0.105 —2.37%* 0.154** 0.148**  24.44 0.000
5 1 Ethical leadership ~ 0.222  5.17**  0.145  2.88** 0.157 3.13**  0.069** 0.067**  30.44  0.000
(ED)
2 Workplace 0.139  2.53* 0.169 3.00%*  0.084** 0.079**  18.62  0.000
spirituality (SW)
3 ELxSW 0.083 2.08* 0.093** 0.087** 1396  0.000

Note: **p <0.01 and *p <0.05; initial entry of workplace spirituality: beta = 0.23 and p-value = 0.000.

individualized consideration (0.274 coefficient) and inspirational motivation (0.265 coefficient), with
intellectual stimulation being the least (0.251 coefficient). However, the transformational leadership
dimensions have stronger effect on EJI compared to the effect of ethical leadership (0.222 coefficients).
These results suggest that improvement in these leadership constructs will likely lead to corresponding
significant improvement in EJI by the magnitudes of their various coefficients.

The findings above confirm prior literature by Cheng et al. (2012) which established positive relation-
ship between transformational leadership and subordinates’ job involvement among 210 soldiers from
eight companies of the Taiwanese Army. Again, the current findings are consistent with Dwirosanti’s
(2017) work that showed significant relationship between transformational leadership dimensions and
job involvement. Similarly, our findings supports the findings of Nazem and Mozaiini (2014) that trans-
formational leadership dimensions have significant relationship with EJI. Though these studies are not
conducted in the same jurisdictions, the similarity in methodology may account for the consistency in
the findings. It follows that the practice of transformational leadership is critical in improving EJI in both
developed and developing economies. Despite the similarities in the findings aforementioned with the
current study, none of the prior studies controlled the relationship or tested for a possible moderator on
the relationship. The inclusion of an intervening variable may change the results since it is impracticable
that other organizational factors may not enhance or impede the direct relationship between transfor-
mational leadership and EJI. This is because workplace climate cannot be overlooked when assess the
determinants of organizational outcomes. Literature shows that workplace climate influences job involve-
ment (Wood, 2020). As such, earlier studies could have assessed whether this assertion hold true across
different jurisdictions given the importance of transformational leadership in predicting organizational
outcomes. This study, therefore, augments existing literature by testing whether workplace spirituality
increases or decreases the effect of transformational leadership on EJI.

Furthermore, our findings are consistent with Piccolo et al. (2010) which established that ethical lead-
ership influences EJI characteristics such as job autonomy and task significance which ultimately affect
employee task outcome. Similarly, this study supports Sharif and Scandura (2014) who revealed that sub-
ordinates who value the continuous ethical behaviour of the leader reciprocate by being highly involved
in the job. Our findings suggest that leaders who are ethical have positive effect on their employees’ job
involvement as underscored by Mayer et al. (2009) that top management who uphold ethical principles
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positively affect job involvement of employees. Nonetheless, this study illustrates that other relevant lead-
ership styles like transformational leadership could be considered alongside ethical leadership. Additionally,
this study demonstrates the possible interference of the relationship between ethical leadership and EJI
by workplace spirituality as an emerging concept in Africa where there is dearth of literature.

Under model 2, the controlling effect of workplace spirituality in step 2 is significant, indicating that
workplace spirituality contributes to explaining the variance in EJI. Again, the initial entry of workplace
spirituality as a predictor indicates unstandardized beta coefficient of 0.23 [see note to Table 4]. Comparing
this to the coefficients in model 1, it can be concluded that workplace spirituality could augment ethical
leadership. On the contrary, workplace spirituality could not augment all the dimensions of transforma-
tional leadership.

Moderation effect of workplace spirituality

Similar to prior studies on moderating analysis (Aiken et al, 1991), we tested the moderation effect by
creating multiplicative interaction terms. The variables were centred on a mean of 0 to reduce the cor-
relation between the interactive term and the variables comprising the interaction to prevent the possi-
bility of high multicollinearity. From Table 4, the results in model 3 show that the analysis of the
interaction effect reveal significant effect for idealized influence and ethical leadership. This means that
idealized influence dimension of transformational leadership and ethical leadership are significantly mod-
erated by workplace spirituality. Hence, only H3a and H4 are supported. This result implies that increas-
ing the moderator (workplace spirituality) would increase the effect of the idealized influence and ethical
leadership on EJI. However, workplace spirituality could not moderate inspirational motivation, intellec-
tual stimulation and individualized consideration, since the results in model 3 for these dimensions are
not significant. Since workplace spirituality is an effective moderator of ethical leadership, H4 is therefore
accepted.

Furthermore, the significant interaction effects are plotted on a scatter graph in Figures 2 and 3 using
Hayes (2018) PROCESS procedure for SPSS version 3.4.1. The values used to graph the interactions are
the mean and +/-SD from the mean generated from the conditional effect of the moderator (workplace
spirituality). The slopes of the scatter plot indicates that ethical leadership and idealized influence have
less positive effect under low level of the moderator compared to the high level of the moderator. Thus,
for universities that have high workplace spirituality environment, ethical leadership and idealized influ-
ence have a stronger effect on EJI than environment of low workplace spirituality.

Even though this finding is without precedence, it provides empirical justification of how effective
idealized influence and ethical leadership could impact EJI through an interaction effect of workplace
spirituality. This finding also affirms that workplace spirituality is a significant predictor of EJI as earlier

Figure 2. Idealized influence x workplace spirituality.
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Figure 3. Ethical leadership xworkplace spirituality.

ascertained by Mahipalan and Sheena (2019). It follows that once employees feel a sense of belonging,
community, wholeness at the individual level, which culminates into organisation spirituality (Kinjerski &
Skrypnek, 2004), idealized influence and ethical leadership will be enhanced to effectively impact EJI.
This finding further clarifies that not all the dimensions of transformational leadership requires workplace
climate like spirituality to more significantly influence EJI. Hence, this study makes a pioneer contribution
to extant literature from a developing context (Figures 2 and 3).

5. Conclusion

We examine the moderating effect of workplace spirituality on the relationship between transforma-
tional, ethical leadership and EJI. We discover that the four dimensions of transformational leadership
and ethical leadership are practiced by registrars, administrators, heads of departments and deans in
Ghanaian universities with idealized influence being the dominant dimension. We further establish that
the four dimensions of transformational leadership and ethical leadership have significant positive asso-
ciation with EJI. Again, this study reveals that workplace spirituality can augment ethical leadership but
not the dimensions of transformational leadership. Lastly, whereas workplace spirituality moderates eth-
ical leadership and EJI, it only moderates the relationship between idealized influence behaviour of trans-
formational leadership and EJI. Our findings have proven that the assessment of transformational
leadership style without emphasis on the dimensions will not show its true effect on organizational
outcomes like EJI. It is further instructive to note that a leader may exhibit one or all of the dimensions
of transformational leadership. Given the presence of workplace spirituality, only transformational leaders
who exhibit idealized influence behaviour will show an enhanced effect on EJI.

The practical implications of our findings include the following. First, since the mean values of
responses were on the average, registrars, deans and heads of departments of the various universities
have to encourage transformational and ethical leadership styles through training and seminars to
increase EJI. Secondly, the dimensions of transformational leadership and ethical leadership were found
to have significant positive influence on EJI. Therefore, the human resource directorates of various
universities should organise leadership workshops for registrars, deans, heads of departments and
administrators to enhance these leadership styles for a corresponding improvement in EJI. Lastly, work-
place spirituality is an effective moderator of ethical leadership and idealized influence behaviour of
transformational leadership, thus deliberate work culture (such as inclusion and diversity) should be
inculcated into university management practices to enhance EJI. There must be deliberate attempt to
encourage spirituality principles such as connectedness, belonging, purpose, altruism, and virtue in
work activities.
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Theoretically, our findings suggest that it is inappropriate to generalize the effect of transformational
leadership on organizational outcomes or work-related activities without recourse to the specific dimen-
sions. Although transformational leadership is regarded as the most exhibited leadership style across
different set of organizations (Adnan & Haider, 2010; Men & Stacks, 2013), the focus on the specific
dimensions in this study showed that only idealized influence could influence EJI and be moderated by
workplace spirituality. Hence, as a construct, transformational leadership could be better explained rela-
tive to organizational outcomes by focusing on the dimensions rather the overall construct which may
provide bias estimates and misleading findings. Again, contributing to theoretical assertions, this study
demonstrates that workplace spirituality has strong interaction effect with ethical leadership which was
unexplored in the past. Therefore, this study provides empirical basis to propose a link between ethical
leadership and workplace spirituality constructs.

Our study is limited in the following ways. We focused on only two leadership constructs could not
give a comprehensive view of how leadership styles may influence EJI. Hence, the generalization of these
findings may not be appropriate in institutions where transformational and ethical leadership styles are
not predominantly practiced. Again, while this study may be useful in different sectors or countries, the
application of the findings in decision making must be done cautiously because of the possible
cross-country cultural difference or industry-specific requirements. Therefore, future research may con-
sider addressing any of the limitations above, especially with regards to testing other leadership styles,
workplace spirituality and EJI in other sectors and jurisdictions.
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