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ABSTRACT 

This quantitative non-experimental study determines the best-fit structural model for the workplace well-being 

of workers in the contexts of self-efficacy at work, organizational citizenship behavior, and ethical leadership of 

supervisors. The study's respondents were four hundred employees selected through stratified random sampling 

from a mining company. They responded to a standardized 86-item, four-part survey questionnaire. The 

descriptive statistics show high levels of self-efficacy, organizational citizenship behavior, ethical leadership, 

and workplace well-being. SignificantCorrelation tests discovered a significant and positive relationship 

between the independent and dependent variables. Through the R2 and F-value, the regression analysis showed 

how well the explanatory variables predicted workplace well-being. The model showed that self-efficacy directly 

affected workplace well-being. Organizational citizenship behavior had an indirect impact on workplace well- 

being. Ethical leadership had both direct and indirect effects on workplace well-being. The structural equation 

model revealed the relevant independent variables and their respective indicators. These are latent variables and 

observed variables left in the model after SEM: social self-efficacy and occupational self-efficacy for self- 

efficacy at work, civic virtue, and helping behavior for organizational citizenship behavior, fairness, 

sustainability concerns, ethical guidance, and integrity for ethical leadership, and work satisfaction and respect 

for the employee for workplace well-being. This study's findings apply to workplace conditions in the mining 

industry. The administrators ought to use these results as yardsticks to achieve workplace well-being. 

Keywords: workplace well-being, self-efficacy at work, organizational leadership behavior, ethical leadership 

of supervisors, structural equation  model, mining industry, public administration, Philippines 

INTRODUCTION 

The neglect of well-being at work in the organization leads to issues like stress, burnout, demotivation, bullying, 

conflict, substance abuse, and mental disorders (ILO, 2009). In this pandemic, over 60 percent of companies 

expect a negative impact of COVID-19 on their business. Companies in the country are implementing various 

measures, including furloughs (20%), reducing the workforce (24%), delaying merit increases (23%), and 

freezing salaries (18%) (Willis Towers Watson, 2020). These company measures impact workers' well-being. 

There is a close association between workplace well-being and productivity (Adams, 2019); thus, companies 

ought to take it seriously. Research proved that workplace well-being promotes workers' better physical, mental, 

emotional, and physical health conditions that empower them to deliver optimum performance than those who 

are not (Davis, 2019; Mental Health Foundation of Australia, State of Victoria, 2018). 

Workplace well-being is not only the truancy of accidents or injuries at work. The overall condition of 

Occupational Safety and Health in the workplace boosts performance and productivity (Harvard Business 

Review Analytic Services, 2013; Institute for Health and Productivity Studies, Johns Hopkins Bloomberg School 

of Public Health, 2015). Parker and Hyett (2011) described the drivers of workplace well-being as work 

satisfaction, organizational respect for the employee, employer care, and intrusion of work into private life.  

Research consistently shows a strong link between ethical leadership and well-being, organizational citizenship 
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behavior, and self-efficacy. For instance, studies by Kelloway et al. (2013) and Gillet et al. (2018) have 

confirmed the positive influence of ethical leadership on employee well-being. Ethical leaders promote positive 

behaviors and contribute to high employee work satisfaction (Fu et al., 2020). Singh et al. (2019) found that 

organizational citizenship behavior, which refers to discretionary actions that benefit the organization, is 

positively associated with workplace well-being. Employees who engage in such behaviors experience high 

levels of well-being (Huang et al., 2021). Yurcu et al. (2015) have shown that self-efficacy, which denotes self- 

reliance to succeed, relates positively to workplace well-being. Employees with high levels of self-efficacy 

experience well-being in their work environments (Ashfaq et al., 2021). 

Research confirms a close association between ethical leadership and well-being at work (Kelloway et al., 2013; 

Gillet et al., 2018); organizational citizenship behavior and workplace well-being (Singh et al., 2019); and self- 

efficacy and workplace well-being (Yurcu et al., 2015). 

However, the researcher has not found a study that combined these four variables in one setting, specifically in 

the local mining industry. Therefore, a research gap exists in the mining industry area. Given this information, 

this study has now become urgent. The researcher feels that identifying the factors necessary for workplace well- 

being in the mining industry is crucial, considering the dangerous nature of work in mining. Employers will 

benefit from the results. Currently, companies are striving towards survival. Workers are the company's front 

liners whose well-being will influence the company's outcome. This study will offer them better ideas. 

This study aims to develop structural model of workplace well-being from the exogenous variables, namely, 

ethical leadership, organizational citizenship behavior, and self-efficacy at work. Moreover, this study wants to 

explore the following objectives: first, to assess the level of workplace well-being of workers in the mining 

industry in terms of work satisfaction, respect for the employees, employer care and the intrusion of work into 

private life; second, to assess the level of self-efficacy of workers in the mining industry in terms of social self- 

efficacy, emotional self-efficacy and occupational self-efficacy; third, to ascertaion the level of organizational 

citizenship behavior of workers in mining in terms of helping behavior, civic virtue and compliance; fourth, to 

describe the level of ethical leadership of supervisors in the mining industry in terms of people orientation, 

fairness, power-sharing, sustainability concerns, ethical guidance, role clarification and integrity; fifth, to 

determine the significance of the relationship between self-efficacy at work, organizational citizenship behavior, 

supervisors' ethical leadership, and workers' workplace well-being; sixth, to determine the significance of the 

independent latent variables' influence on workers' workplace well-being; The final step is to establish the best- 

fit structural model of workplace well-being of workers in the context of independent latent variables of the 

study. 

A significance level of 0.05 was used to assess the research hypothesis. First, no significant relationship exists 

between ethical leadership and workplace well-being, organizational citizenship behavior and workplace well- 

being, and self-efficacy at work and workplace well-being. Second, the exogenous variables have no significant 

influence on the endogenous variable in their singular or collective capacities. Third, the mining industry has no 

best-fit structural model of workplace well-being. 

The literature review wants to establish knowledge and understanding of the current research that would enable 

the researcher to determine the research already done in the field and the unknown elements. This literature 

review will help plan, develop, and refine this study. Ethical leadership involves employees to build relationships 

on respect and trust. Influential leaders believe that acting with compassion, justice, integrity, equity, honesty, 

and fairness results in sustainable success (Duggan, 2018). To many, ethical leadership equates to moral 

leadership or leading with a sense of extraordinary fairness. It means doing the right thing (Berghofer, 2019; 

Plante, 2009). Ethical leadership acts according to moral principles in everyday business life and decision- 

making (Blackman, 2018). 

Ethics is supposed to be the dogma of leadership. However, the challenge of moral leadership is enormous. 

Leaders and managers are often confronted with pressures on ethical work problems. Elvin and Howard (2019) 

noted that 63% of managers operate contrary to their moral code at some stage in their careers. Forty-three 

percent have violated their organization's values, and 9% have broken the law. In recent years, several high- 

profile ethical breaches have placed values and ethics firmly in the public eye. Thus, company decisions and 
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actions are increasingly subject to intensified customer, shareholder, and stakeholder attention (Elvin & Howard, 

2019). 

Studies on ethical leadership have increased in importance as unethical leadership behaviors have begun to 

surface—for example, analysts said that the shutdown of ABS-CBN by the Philippine solons was due to unfair 

labor practices and many other alleged violations (Gutierrez, 2020). 

In the international scene, high-profile corporate CEO scandals have shocked the world. These CEOs have 

gravely violated ethical leadership principles that brought them to prison: Kenneth Lay of Enron, Bernard Ebbers 

of WorldCom, Dennis Kozlowski and Scott Thompson of Tyco, and Conrad Black of Hollinger Inc. (Segal, 

2019). 

Researchers have investigated ethical leadership using various indicators. In this study, ethical leadership deals 

with ethical guidance, fairness, integrity, people orientation, powersharing, role clarification, and sustainability 

(Kalshoven, Den Hartog & De Hoogh, 2011). People orientation as an indicator of ethical leadership means 

emphasizing the team's involvement, respect, and development (Wilson, 2017). 

People-oriented leaders build strong relationships with their members. They are best known for motivating their 

subordinates. They coach, affiliate, and participate. Their purpose is to build relationships with workers in the 

operation processes of the organization (Leonard, 2020). People-oriented leadership is effective in operating 

team efforts. The leader executes a supporting role to subordinates to motivate them to become productive and 

friendly employees (Management Consultancy International, 2015). Workers want to be part of a fair 

organization. 

Fairness and justice are parallels. Justice is evident in the promotion of goodwill and harmony among workers. 

Fairness involves giving workers equal recognition opportunities and establishing acceptable standards for 

mutually effective outcomes (Legacy Business Cultures, 2016). Fair leaders earn the respect of subordinates as 

they play by the rules. These leaders put a premium on modeling workers' practices and expected behaviors. 

Workers under this leadership feel secure and at ease (Reh, 2019). 

Fairness makes the work environment worthwhile and meaningful (Lips-Wiersma, Haar & Wright, 2020). It 

makes for an effective manager and worker. Fair managers can motivate workers to engage in their work with 

conscious care and constancy. More than this, just leadership is significantly associated with effective leadership 

(Gutierrez, 2019). Power-sharing usually applies to government operations. It is a common practice in leadership 

and management today, and organizations use it in their management initiatives. The perspective is to share the 

power to let democracy operate in the organization (Agarin & McCulloch, 2020; Cardinali, 2019). 

One hindrance to power-sharing is the reluctance of senior workers to share their powers with the new workers 

because of distrust issues (Feenstra, Jordan, Walter & Stoker, 2020). Senior employees do not trust junior 

employees can do the job well enough, resulting in power instability and conflict (Feenstra et al., 2020). The 

idea of power-sharing is the inclusion of all workers. All employees, including junior employees, need 

recognition as part of the organization and are credited for their contributions. 

Organizations lacking power-sharing must review their policies to smooth the process (Agarin & McCulloch, 

2020; McCulloch, 2020). Ethical leadership concerns itself with sustainability in all aspects of the organization. 

Companies demonstrate this concern through Corporate Social Responsibility (CSR) (Ata Ujan, 2019). For 

example, in the mining industry, sustainability concerns involve taking care of the environment and the people 

directly and indirectly affected by the organization. 

The company's preservation requires conserving the environment upon which it stands. Some professions and 

organizations embed sustainability in their codes of ethics (Bowles, Boetto, Jones & McKinnon, 2018), resulting 

in responsible leadership and ethical decision-making for the sustainability of the organization and the 

employees as well (Breakey, 2017; Vihari & Rao, 2018). Issues of unethical practices threaten the existence of 

organizations, especially those with poor legal enforcement, regulations, and institutional frameworks (Gupta, 

2017; Shah & Alotaibi, 2018). Ethical guidance promotes integrity, professionalism, and respect for diversity.  
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Integrity makes decision-making transparent. 

Professionalism results in pride in teamwork and high standards of competencies. Respect for diversity destroys 

discrimination and promotes tolerance in the workplace (UNESCO, 2016). These guidance principles serve as 

guiding principles upon which all employees base their actions. Moreover, these ethical guidelines protect the 

employees and the organization (Pratt et al., 2017; Schick-Makaroff & Storch, 2019). 

Role clarification is vital in organizations to avoid overlapping functions and prevent stress and turnover of 

workers (Hassan, 2020). Role clarity promotes a clear job description for employees, resulting in orderliness in 

the workplace (Mañas et al., 2018; Shin, Hur, Park & Hwang, 2020). Role clarification ends perplexity and 

promotes collaboration among workers and teams (Hudson et al., 2017). Therefore, the administration must 

establish a clear employee job description to maintain order in the workplace. Without role clarification, workers 

will become emotionally exhausted, which may result in turnover (Shin et al., 2020). Integrity is vital in building 

ethical organizations (Huberts & van Montfort, 2020). Integrity is the exercise of truthfulness, whether in words 

or actions (Merriam-Webster, 2019). Integrity is always a hot topic, especially concerning government actions, 

because of questions on corruption and good governance (Huberts, 2018). 

 

Almost all organizations, private or public, have the concept of integrity in their mission statements, but not all 

can keep them in their actual operations (Du, Li, Lin & Wang, 2018). Many corporations failed to deliver truthful 

actions. Workers and customers look for reliable transactions to develop loyalty and genuine relationships 

(Sosik, Chun, Ete, Arenas & Scherer, 2019) and organizational trust (Nešić, Veljković, Meško & Bertoncel, 

2020). 

 

On the other hand, Smith, Organ, and Near (1983) were the first to introduce the organizational citizenship 

behavior (OCB) construct. They postulated altruism and general compliance as the two dimensions of OCB that 

can improve the effectiveness of organizations. The same authors introduced revisions, resulting in a five-factor 

model that included altruism, courtesy, conscientiousness, civic virtue, and sportsmanship. 

 

However, further investigations by other authors on OCB have developed psychometric properties of the 

organizational citizenship behavior scale within the Asian context, with three factors: helping, civic virtue, and 

compliance (Kumar & Shah, 2015). Helping behavior is workplace behavior of helping colleagues with their 

tasks at work. These behaviors are optional, depending on the desire of the worker to help. Employees can help 

each other, their leaders, and their clients (Organ, Podsakoff, & MacKenzie, 2006). Helping behavior is a 

prosocial behavior intended to help other people. A concern for other people's rights, feelings, and welfare 

characterizes these actions. Other examples are empathy and concern for others (Cherry, 2010). Civic virtue is 

a political philosophy centered on personal qualities associated with effectively functioning the civil and political 

order or preserving its values and principles. One example of civic virtue is paying taxes. Citizens must 

participate in society by performing activities supporting the state. 

 

Political theorists agree that the total of a person's well-being is a product of social cooperation, or civic virtue, 

taking part in ruling and being ruled (Banyan, 2021). In the organizational context, civic virtue denotes workers' 

positive involvement in the organization's sustainability and longevity (Law, Wong, & Chen, 2005; Organ et al., 

2006). Compliance behavior demands workers to follow the rules and end counterproductive work behaviors 

that damage employees and the organization (Organ et al., 2006). Compliance behavior in organizations 

leverages competition (Orr, Sackett, & Mercer, 1989; Organ, 1990, 1997). Cherry (2021) restricted behavioral 

compliance from obedience. Compliance does not rely upon being in a position of authority over others, but 

obedience does. Behavioral compliance is a relatively new way of thinking that tackles the ethics-driven 

transformation of corporate culture (Cherepanova, 2018). 

 

Self-efficacy determines how a person thinks, behaves, and feels about a situation. The person can produce what 

he wants based on his beliefs (Bandura, 1997; Bandura & Watts, 1996). It is the belief that a person can succeed 

despite the circumstances. This belief can elevate a person's determination to succeed (Cherry, 2020). Health 

institutions use self-efficacy as a health belief model to achieve or restore health conditions (LaMorte, 2019). 

Research shows that self-efficacy influences achieving positive workplace behavior (Loeb, Stempel & Isaksson, 
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2016). Accordingly, self-efficacy is domain-specific (Bandura, Freeman & Lightsey, 1999) and changes 

depending on the individual's exposure to different environments (Cherry, 2020). Thus, in the organizational 

context, leaders must monitor the working environment to correct it and influence desirable human behavior 

immediately. 

Moreover, Loeb (2016) has identified some determinants of self-efficacy, such as social efficacy, emotional self- 

efficacy, and occupational self-efficacy. Social self-efficacy denotes interpersonal relationships, particularly the 

individual's confidence in his capability for social tasks that initiate and sustain interpersonal relationships (Loeb, 

2016). A person with social self-efficacy can create social contacts based on his previous experiences, 

accomplishments, social persuasion, and psychological and emotional situations (Loeb, Stempel & Isaksson, 

2016). 

Emotional self-efficacy denotes beliefs in managing negative emotional states, especially when facing hardships 

or misfortune. High emotional self-efficacy makes a person an overcomer of negative emotions (Bandura et al., 

2003). A person with high emotional self-efficacy has less anxiety, worry, and depression (Muris, 2002; 

Tahmassian & Moghadam, 2011). In the context of the workers, their exposure to positive environments can 

help develop and boost their self-efficacy. With a high level of self-efficacy, workers become more connected 

to other people and are happier (Nowland & Qualter, 2020; Jin, Zhang, Wang & An, 2020). Occupational self- 

efficacy denotes individuals' perceived ability to perform their jobs positively and effectively (Hartman & 

Barber, 2020; Loeb, 2016). Occupational self-efficacy is related to professionalism, skills development, job 

engagement, and positive organizational attitudes (Hartman & Barber, 2020). 

Workplace well-being is a hot issue in mining industries because of the dangerous nature of work. Howden 

Group (2021) stated that 8% of all fatal accidents happened in the mining industry. Mine cave-ins, explosions, 

poor air quality, and extreme temperatures are just a few of the dangers that miners face daily. These significantly 

affect miners' work-life balance and well-being (Mathew & Natarajan, 2014). Suggestively, companies and 

organizations, not only mining industries, should concern themselves with workplace well-being to keep their 

workers and employees emotionally, economically, and physically healthy and motivated (Cerrone & Manna, 

2018; Martin, 2020; McGregor & Doshi, 2018). 

Fundamentally, workplace well-being includes employer care intrusion of work into private life questions, 

respect for the employee, and work satisfaction (Parker & Hyett, 2011). Workers experiencing these changes 

become happy and productive (Nielsen, Nielsen, Chidiebere, Marja, Evelina, & Isaksson, 2017). Work 

satisfaction is workers' contentedness with their job based on how they like it. Work satisfaction is a well- 

researched topic in human resource management as it impacts job performance (Eliyana, Sawitri & Bramantyo, 

2018). 

Besides affecting job performance, researchers also investigated the drivers of work satisfaction, and they found 

leadership as a driver of work satisfaction (Al-Asadi, Muhammed, Abidi & Dzenopoljac, 2019; Baptiste, 2019; 

Ilham, 2017; Saleem, 2015). Work satisfaction prevents worker turnover and, thus, produces longevity and 

success in the organization (Ahmed, 2018). Several factors influence work or job satisfaction, such as 

supervisor-subordinate relationship, adherence to the duty roster, and personal development opportunities of 

workers are the crucial drivers of work satisfaction (Heimerl, Haid, Benedikt & Scholl-Grissemann, 2020). Other 

drivers of work satisfaction are regular wages, employment, respect for the rights of employees, communication 

and relations with colleagues, and a fair work atmosphere (Janicijević, Kovacević & Petrović, 2015). 

Respect is one of the most important values in the workplace. It creates a better work environment that increases 

collaboration and productivity, a fair environment, and employee satisfaction (Khan, 2020; Villanova 

University, 2019). Respect does not discriminate (Villanova University, 2019). Despite the rank, all workers 

deserve the same respect (Glade, Koch, Zaandam, Simon, Manno, Rumril & Rosen, 2020). The government 

mandates employer care for employees. Employer care is a must for all organizations. For example, in the 

Philippines, Republic Act No. 8282, or the Social Security Law, mandates statutory contributions for all 

employees such as Phil. Health, Social Security System, and Pag-ibig contribution. 

Besides these, employees need other forms of care to uplift well-being, such as a positive work environment and 
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sound communication systems and channels to bring comfort, happiness, and understanding (Tober, 2019). The 

intrusion of work into private life questions- although this is a negative construct within the context of well- 

being, researchers investigated how much interference work and the workplace have on the worker's private life. 

Parker and Hyett (2011) enumerated the indicators for the intrusion of work into personal life questions: work 

eating into the intimate life of workers, feeling exhausted in organizing work time to meet demands, excessive 

pressure for meeting targets, finding it difficult to wind down, negative thoughts about work, and weak work 

attachment. Work-life balance is the essence of well-being; thus, it is imperative to watch the encroachment of 

work into the personal lives of workers to prevent irreparable damage in the physical, mental, emotional, 

familial, and social aspects that could affect well-being (Eldor et al., 2020; Fan, Mustard & Smith, 2019; Mathew 

et al., 2014; Cerrone et al., 2018; Martin et al., 2020; McGregor et al., 2018). 

 

Ethical leadership can augment the ethical behavior of employees through wielding role models and setting forth 

the reward punishment and mechanisms, laying the foundation of high-quality leader-member relationships, 

extending to employees support, care, trust, and resources, and lastly, urging employees to reward them with 

their positive attitudes and behaviors that based on the principle of reciprocity (Fu, Long, He & Liu, 2020). 

With this, employees who follow ethical leadership are anticipated to face higher expectations about their work 

engagement and organizational citizenship behavior (Bedi, Alpaslan, Green, 2016). 

 

Moreover, ethical leadership can influence the wellbeing of employees by providing a positive work climate 

(Kaffashpoor & Sadeghian, 2020). On the other hand, organizational citizenship behavior is positively related 

to psychological health (Kumar, Jauhari & Singh, 2016). Garg, Rastogi, and Kataria (2013) also found that OCB 

can cultivate a worthwhile life among workers. Furthermore, research indicated a positive relationship between 

workplace well-being and self-efficacy, with a stronger relationship among executives with sustainability 

practices and vice versa (Singh, Pradhan, Panigrahy & Jena, 2019). 

 

This study is anchored on the Workplace of Well-being (WoW) framework developed by Brand, Fleming and 

Wyatt (2015). The authors adopted complex adaptive system theory principles to explore the eight interrelated 

workplace characteristics that allow a workplace system to self-organize into more health-promoting behavior 

patterns. These characteristics are physical self-care, family and loved ones, social network, spirituality, 

community engagement, recreation and hobbies, work, and learning and self-development. 

 

This framework was an output of a study on Tailoring Healthy Workplace Interventions to Local Healthcare 

Settings: A Complexity Theory Informed Workplace of Well-being Framework. The WoW framework is also 

applicable in this study. The WoW framework proposes that system-level behavior change in a complex adaptive 

system is feasible when the system can delve into new ways of behaving. Encouraging the workplace's tendency 

to self-organize into new behaviors will help workers adapt to an evolving environment with new and suitable 

ways of behaving without becoming overwhelmed by change. This would directly lessen workers' stressors and 

give way to new and healthier workplace behavior patterns. 

 

Understanding this particular workplace enabler and the barriers to its self-organization would likely emerge 

and promote healthy behaviors that emphasize new ways of behaving in a particular workplace condition. 

Healthy workplace interventions must consider the actors that either limit or enable the work dynamics to 

function by putting into a new perspective of interacting updated dynamic properties with the current one, 

ensuring that it will be embodied in the workplace system. 

 

Instilling a healthy workplace intervention will only ensure that sustainable behavior is changed if it can self- 

organize and consider new behavior patterns. In a workplace, an intervention should target on "us versus them" 

culture and provide feedback loops to support it, encouraging better quality and quantity of communication 

within parts of the system, addressing the physical environment issues such as limited time off, unease feeling 

of unheard and uncared by the organization, and finally, observing the social rules that create a current workplace 

behavior. In these ways, an intervention assures an enabling system of self-organization, which supports staff 

behavior to be changed at a system level and thus produces a conducive workplace environment that caters to 

healthy behavior as a result of an intervention. 
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Conceptual Framework 

 

Figure 1. Conceptual Framework of the Study 

Legend: 

Ethical Leadership Organizational 

Citizenship Behavior 

Self-efficacy at Work Workplace Wellbeing 

PEO-people orientation HEB-helping behavior SSE-social self- 

efficacy 

WOS-work satisfaction 

FAI-fairness CIV-civic virtue ESE-emotional self- 

efficacy 

RFE-respect for the 

employee 

POS-power-sharing COM-compliance OSE-occupational 

self-efficacy 

EMC-employer care 

SUC-sustainability 

concerns 

  IWL-intrusion of work 

into private life 

ETG-ethical guidance    

ROC-role clarification    

INT-integrity    

This study is socially valuable because it could enhance the well-being of workers within the mining industry. 

Improving worker well-being has positive ripple effects beyond the workplace, contributing to healthier 

communities and families. Notably, this study is significant to the following: First is for mining industry 

executives and managers. The results of this study are crucial to executives and managers in mining companies 

responsible for overseeing workforce management, safety protocols, and organizational culture. They can use 

the insights from the study to implement strategies that promote employee well-being, ethical leadership, and 
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organizational citizenship behavior within their organizations. The second is for supervisors and team leaders. 

Supervisors and team leaders play a crucial role in day-to-day operations within mining companies. They can 

benefit from understanding how their leadership style and behavior impact the well-being and performance of 

their teams. By fostering ethical leadership practices and promoting a supportive work environment, supervisors 

can contribute to a safer and more engaged workforce. The third is for supervisors and team leaders. Supervisors 

and team leaders play a crucial role in day-to-day operations within mining companies. They can benefit from 

understanding how their leadership style and behavior impact the well-being and performance of their teams. 

By fostering ethical leadership practices and promoting a supportive work environment, supervisors can 

contribute to a safer and more engaged workforce. 

Fourth is for human resources professionals. Human resources professionals are tasked with recruiting, training, 

and retaining talent within mining companies. They can leverage the findings of this study to design employee 

development programs, performance management systems, and wellness initiatives that address the factors 

influencing workplace well-being and organizational behavior. The Fifth is for government agencies and 

regulators. Government agencies and regulators overseeing the mining industry are vested in promoting worker 

safety, health, and ethical business practices. They can use the insights from this study to inform policy decisions, 

regulations, and enforcement efforts aimed at improving working conditions and reducing risks within the 

mining sector and lastly, the cademic researchers and scholars. Academic researchers and scholars in the fields 

of organizational psychology, management, and industrial-organizational psychology can draw upon the 

findings of this study to expand upon existing theories, develop new research questions, and impart knowledge 

to elevate in such areas. Future research can build upon the framework established by this study to explore 

additional variables, contexts, and outcomes corresponding to well-being within the workplace and its 

organizational behavior. 

METHODS 

Research Respondents 

The respondents in this study were 400 workers at AMCI. A stratified random sampling method was employed. 

Stratified random sampling divides a population into subgroups (Zhao et al., 2019). Random samples are taken 

in the same proportion to the population from each group or stratum. The members in each stratum must have 

similar characteristics and attributes (Rahman et al., 2022). Stratified random sampling occurs when a researcher 

selects a small group for the study (Iliyasu & Etikan, 2021). This subset represents the larger population. 

Organizing a population into groups with similar characteristics assists the researcher in saving time and money 

whenever the population being studied is too large to analyze individually. Stratified random sampling helps by 

allowing the researcher to organize the groups based on similar characteristics, whereby a random sampling is 

then taken from a stratum or group (Nickolas, 2021). In addition, the researcher used the natural division of the 

workers at the AMCI. Divisions are the existing departments in the company. The sample selection criterion 

was years of service. Those chosen worked in the company for three years, irrespective of their employment 

status. 

This study employed quantitative methods to explore the relationships between different variables. Moreover, 

the study uses descriptive statistics, such as mean and standard deviation, to provide an overview of the levels 

of the variables under investigation. Additionally, inferential statistics, including Pearson's correlation 

coefficient (Pearson r), were used to find out the significance of relationships between variables. Multiple 

regression analysis assessed the importance of predictor variables in the relationship (Ligan, 2022; Ligan, 2018; 

Poliquit, Ligan, & Bandiola, 2022). Furthermore, Structural Equation Modeling (SEM) was employed to develop 

the most suitable model for understanding workplace well-being. By utilizing SEM, the researcher aimed to 

capture the complex relationships and interactions among the variables, providing a comprehensive framework 

for understanding the factors influencing the workplace well-being of workers in the mining industry. The 

combined use of descriptive and inferential statistics and SEM ensured a robust analysis and enhanced the 

validity of the study's findings. 

Studies that aim to build structural models employ Structural Equation Modeling (SEM) as a suitable analytical 

approach (Manuel et al., 2022; Plaza-Saligumba et al., 2022). SEM enables examining relationships between the 
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observed and unobserved variables, generating meaningful, valid results (Gana & Broc, 2019; Martynova, 2018; 

Mueller & Hancock, 2018; Palma-Alicer et al., 2022). Furthermore, SEM facilitates the identification of factors 

that contribute to causal relationships between dependent and independent variables, utilizing mathematical 

models and relevant theories (Verma & Pearl, 2022). Researchers can achieve consistency in their research 

endeavors by employing SEM, ensuring a good fit between their theoretical framework and empirical data (Fan 

et al., 2019; Raposo & Barceló, 2021). This analytical approach enhances the reliability and robustness of the 

study's findings, offering valuable insights into the complex relationships and mechanisms that underpin the 

variables of interest. 

Moreover, regression analysis was conducted to determine workplace well-being predictors, considering the 

three independent variables: ethical climate, innovative work behavior, and work engagement. The analysis 

identified the variables that had the most substantial predictive power. In both Structural Equation Modeling 

(SEM) and regression analysis, the standard outer loading requirement, as outlined by Hair Jr et al. (2021) and 

Hair et al. (2021), dictates outer loading should exceed 0.70. This study adhered to this requirement to ensure 

the validity and reliability of the measurement models utilized. 

The locale of the study is Davao de Oro, particularly at the Apex Mining Company, Incorporated (AMCI), 

situated in Masara, Maco. AMCI is owned and run by Filipinos. The mining company is located at the 

municipalities of Maco and Mabini. The AMCI mines and mills the gold, silver, ores, metals, and minerals and 

has been conforming to ISO 14001:2015, ISO 9001, and OHSAS 18001. 

Material and Instrument 

Four instruments were used in this study: the ethical leadership questionnaire by Kalshoven et al. (2011), the 

organizational citizenship behavior questionnaire by Kumar et al. (2015), the self-efficacy questionnaire by Loeb 

(2016), and the workplace well-being by Parker & Hyett(2011). The ethical leadership questionnaire has 26 

questions, organizational citizenship behavior has 12, self-efficacy at work has 19, and workplace well-being 

has 29 questions. Overall, there were 86 questions. In answering the instrument, the respondents will respond 

using a five-point Likert scale: 5(strongly agree), 4(agree), 3(neither agree nor disagree), 2(disagree), and 

1(strongly disagree). Each variable has its interpretation of the descriptive data. 

With the assistance of knowledgeable validators, the questionnaire was created in a highly detailed manner to 

make it easy and comfortable for respondents to answer all of the questions and comprehend the purpose of the 

study. The pilot study outcomes, which involved calculating the Cronbach alpha coefficient to determine the 

accuracy of the scales, were 0.929 for organizational citizenship behavior, 0.965 for ethical leadership, and 0.953 

for workplace well-being. The Cronbach Alpha values demonstrated the instrument's validity and reliability for 

all three variables. 

A 5-point Likert scale assessed employees' ethical leadership, self-efficacy at work, organizational citizenship 

behavior, and workplace well-being. The results were broken down into the following categories: 4.20–5.00, or 

Very High, meaning that measures are always manifested; 3.40–4.19, or High, meaning that measures are often 

manifested; 2.60–3.39, or Moderate, indicating that measures can sometimes be manifested; 1.80–2.59, or Low, 

meaning that measures are seldom manifested; and 1.00–1.79, or Very Low, meaning that measures are never 

manifested. 

Design and Procedure 

The researcher followed the standards when conducting this survey. First, the researcher sought the Dean's 

endorsement of the Professional Schools to conduct this research. Then, the researcher wrote AMCI management 

and attached the endorsement from the Dean of the Professional Schools to seek permission to conduct the study. 

Once approved, the researcher sought the assistance of the human resource manager to determine and identify 

respondents. After this, the researcher sent notification letters to AMCI department heads, attaching approval 

from the head office and the list of names of those randomly selected employees. 

Although it was during the COVID-19 pandemic that the gathering of data happened, workers still reported to 
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their respective workplaces by skeletal scheduling. Therefore, the researcher was able to gather the data with 

much care and followed the company protocol. Since the movements and close contacts were limited, the 

researcher has attached the informed consent form (ICF) on the first page of the questionnaire. In that document, 

respondents could read the aim of the study and the purpose of their participation. The ICF emphasized the 

voluntary participation of respondents and that they could cancel their participation at any time without penalty. 

The moment the respondents signed the ICF, they could answer the questionnaire. Encoding, analysis, and 

interpretation followed. The data analysis used statistical tools to answer the study's objectives. Mean was used 

to measure levels of ethical leadership, organizational citizenship behavior, work self-efficacy, and workers' 

workplace well-being. Pearson Product Moment Correlation was used to determine the relationship between 

exogenous and endogenous variables. Multiple Regression was used to determine significant predictors of 

workplace well-being. Structural Equation Modeling was used to explore the best-fit model of workplace well- 

being. 

The researcher observed all the assessment points in the research ethical considerations stipulated by UMERC. 

The researcher sought consent from the department heads to conduct this research. Participation was voluntary, 

and respondents could choose to participate or withdraw their participation should they have changed their 

minds. No undue force or pressure was applied to make employees participate. Participation was a voluntary 

and free decision. The researcher informed the respondents fully about the process and overall nature of the 

study before starting the data collection. Respondents could withdraw from the study anytime they wished. 

Recruitment of respondents began once the researcher obtained the administration's approval. Respondents were 

asked to fill out the Informed Consent Form (ICF) as evidence of their consent before the data gathering. 

The informed consent outlined the purpose of the study, as well as the potential risks and benefits. However, the 

survey did not pose a risk to the respondents because the questions asked were not incriminatory. The 

questionnaire did not require the respondents' names or identifying data or profiles. This technique helped 

address confidentiality issues. The respondents did not receive any direct benefit from this study; however, they 

could benefit from its organizational changes. The researcher had no conflict of interest in conducting this study, 

except that it was required to complete a doctoral degree. The study did not have an outside sponsor that might 

influence the data and conclusions. The researcher ensured the readers of the study's originality by 

acknowledging all authors of related pieces of literature and adequately citing the results of studies. Additionally, 

the research office will test the similarity index of the final research output using the Turnitin plagiarism checker. 

Furthermore, the researcher will submit the study protocol to UMERC for further ethical evaluation of the paper. 

The researcher honestly disclosed the study's objectives to the respondents, and data were properly collected and 

analyzed. Additionally, the research office will thoroughly examine the paper for quality control. The researcher 

has acknowledged those who contributed to the success of the study. In publishing this paper, the researcher 

would be the primary author, and the adviser would be the secondary author. No one is allowed to publish this 

paper without the consent and inclusion of the author's name. 

RESULTS AND DISCUSSION 

The results of the analysis and interpretation of the data gathered are presented in this section. The order of 

presentation follows that of the study objectives. The independent latent variables are self-efficacy at work, 

organizational citizenship behavior, and ethical leadership of supervisors. In contrast, the latent dependent 

variable is workplace well-being. They are latent variables because their inference relies on the measured or 

observed variables. The observed variables are called indicators, manifest variables, or dummies that take a 

value that denotes a significant categorical effect, thus shifting the outcome. 

In addition, Tables 1 to 4 indicate the mean scores and standard deviations: the former describes the level of 

both latent and observed variables and the latter indicates the dispersion of data from the mean and quantifies 

the variability of the data. A lesser standard deviation denotes the clustering of data around the mean, while a 

high standard deviation signifies the dispersion of data away from the mean. For example, one S.D. indicates 

that 68% (value of one standard deviation) of the scores from the survey are within the normal (standard) curve 

(more of the responses in the survey were the expected answers). However, an S.D. larger than 1 indicates that 

the responses are much more varied than the expected answers. For example, an SD of 3 denotes that the scores 
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are three standard deviations from the mean. Therefore, a standard deviation (S.D.) precisely summarizes 

descriptive data. 

Meanwhile, the rest of the tables in this section display the results of the hypothesis testing: Correlation test 

results using the Pearson correlation coefficient, which measured the linear association between variables. The 

multiple regression analysis analyzed the connection between one dependent and several independent variables. 

Finally, structural equation modeling (SEM) analyzed structural relationships between latent constructs and the 

observed or measured variables using the combination of factor and multiple regression analyses. 

Self Efficacy at Work 

Presented in Table 1 is the data on the workers' self-efficacy in the mining industry. The overall mean score is 

3.94, with a standard deviation of 0.47, derived from the high mean scores of all three indicators: social self- 

efficacy (M=3.94; SD=0.56), emotional self-efficacy (M=3.84; SD=0.54), and occupational self-efficacy 

(M=4.04; SD=0.53). The results signify that respondents often manifest the behaviors stated in the survey 

regarding the variables measured. 

Table 1. Level of Self-Efficacy at Work of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Social Self-efficacy 0.56 3.94 High 

Emotional Self-efficacy 0.54 3.84 High 

Occupational Self-efficacy 0.53 4.04 High 

Overall 0.47 3.94 High 

For example, social self-efficacy involves behaviors or acts such as starting a conversation with an acquaintance, 

asking someone at work for help, getting people in to listen to opinions, cooperating with people at work with 

different perceptions of things, and managing conflict situations with people at work. On the other hand, 

emotional self-efficacy involves correctly identifying, examining and tackling the causes of negative emotions 

at work and getting into the mood that best suits the situation. Finally, occupational self-efficacy involves 

remaining calm amidst difficulties, confronting problems on the job, handling whatever comes on the job, 

meeting the goals set for the job, and feeling prepared for most of the job demands. Descriptive statistics show 

that the respondents often manifested these behaviors. 

Organizational Citizenship Behavior 

Presented in Table 2 is the data on the organizational citizenship behavior (OCB) of workers in the mining 

industry. Again, the overall mean score is high (M=4.15; SD=0.48), meaning the respondents often manifest the 

indicators under OCB. The standard deviation suggests that there is less variability in the sample. The table also 

shows that the indicator, helping behavior, has a Very High mean score of 4.39 and a standard deviation of 0.46. 

The result means the respondents always manifest the behaviors or values stated in the survey under that 

indicator. Also, the S.D. score shows that responses are more or less the same. The respondents always willingly 

help fellow professionals with work-related problems, are always willing to help newcomers get oriented toward 

their job and are always ready to lend a helping hand, always avoid creating. 

Table 2. Level of Organization Citizenship Behavior of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Helping Behavior 0.46 4.39 Very High 

Civic Virtue 0.74 3.88 High 
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Compliance behavior 0.56 4.18 High 

Overall 0.48 4.15 High 

Problems with coworkers include always being mindful of their behaviors and respecting others' rights. 

On the other hand, civic virtue has a mean score of 3.88 and an SD of 0.74. These values denote high civic 

virtue, with less variability in the responses. Civic virtue means keeping abreast of organizational changes, 

updating with organizational announcements and memos, and attending meetings that help the department even 

if attendance is not compulsory. 

On compliance behavior, the mean score is 4.18, with an SD of 0.56. Again, these values indicate the high 

compliance behavior of the respondents with less variability in their responses. This means that they demonstrate 

the behaviors stated in the survey. Compliance behavior means that respondents often obey organizational rules, 

do not take long breaks while on duty, and work attendance is above the norm. 

Ethical Leadership of Supervisors 

Table 3 presents the data on the ethical leadership of supervisors in the mining industry. The overall high mean 

score of 3.97 and an SD of 0.54 denote that the respondents have often observed their supervisors manifesting 

ethical behaviors at the workplace. These behaviors include ethical guidance, fairness, integrity, people 

orientation, power sharing, role clarification, and sustainability concerns. All of these indicators got high mean 

scores as well. 

Table 3. Level of Ethical Leadership of Supervisors in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

People Orientation 0.66 3.88 High 

Fairness 0.66 3.94 High 

Power-sharing 0.63 3.97 High 

Sustainability Concerns 0.62 4.04 High 

Ethical Guidance 0.63 3.99 High 

Role Clarification 0.61 3.99 High 

Integrity 0.69 3.98 High 

Overall 0.54 3.97 High 

Items in the survey for people orientation (M=3.88; SD=0.66) include the supervisor's genuine concern for the 

employee's development, interest in how an employee feels and work-related emotions, personal contact with 

employees, and attention to personal needs. On the other hand, items on fairness (M=.94; SD=0.66) include the 

supervisor's actions to hold employees accountable and responsible for problems over which employees are at 

fault or have control. 

Survey items on power-sharing (M=3.97; SD=0.63) include supervisors allowing subordinates to participate and 

influence critical decisions and seeking advice from subordinates concerning organizational strategies. As for 

concern for sustainability (M=4.04; SD=0.62), items include the supervisor's liking to work in a friendly 

environment, showing concerns about sustainability issues, and motivating subordinates to recycle items and 

materials. 

The items for ethical guidance (M=3.99; SD=0.63) are as follows: supervisors clearly explain integrity-related 
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codes of conduct, expectations from employees, and integrity guidelines, as well as consequences for unethical 

behaviors. As for role clarification (M=3.99; SD=0.61), the statements include each group member's expected 

performance and an explanation of each member's expectations. Finally, integrity (M=3.98; SD=0.69) has these 

statements in the survey: supervisors keep their promises, can be trusted to do things, and honor their words and 

commitments. 

Workplace Well-being 

Table 4 displays the data on the workplace well-being of workers in the mining industry. Like the other latent 

variables, workplace well-being obtained a high mean score of 3.72 and a standard deviation of 0.49. In addition, 

all four measured variables also got high mean scores. For example, work satisfaction has a mean score of 3.79 

with a standard deviation of 0.62. Statements under work satisfaction are the following: fulfilling salary, 

activities that give a sense of direction and meaning, work increases the sense of self-worth, freedom and 

independence to re-craft jobs according to needs, work that makes employees feel flourishing as a person, 

effectiveness at work daily, challenges at work that advance skills, and personal connections to the organizational 

values at work. 

Table 4. Level of Workplace Well-being of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Work Satisfaction 0.62 3.79 High 

Respect for the Employees 0.70 3.87 High 

Employer Care 0.65 3.94 High 

The Intrusion of Work into Private Life 0.78 3.27 High 

Overall 0.49 3.72 High 

Moreover, respect for the employees has a high mean score of 3.87 with a standard deviation of 0.70. The mean 

score means that the respondents often trust senior people, believe in the organization's principles, and are 

satisfied with how the employers respect their staff. In addition, employer care also got a high mean score 

(M=3.94; SD=0.65). The mean score signifies that respondents often feel their boss is caring and willing to hear 

them, is empathetic, understands employees’ work concerns, and believes their employer cares about staff 

wellbeing. 

On the other hand, the intrusion of work into private life has a high mean score of 3.27 and a standard deviation 

of 0.78. The mean score reveals that employees' work eats into their private lives, and they feel stressed meeting 

their work-time demands. In addition, they often feel excessively pressured to meet targets, so they find it 

difficult to wind down and think negatively about outside work hours. However, despite these circumstances in 

their work, they still felt they could separate easily from their work for a day's leave. 

Relationship between the Independent Latent variables and Workplace Well-being 

This study used Pearson’s correlation coefficient to determine the magnitude of the association, or correlation, 

and the direction of the relationship between two continuous variables. The Pearson r test limits or defines the 

degree of correlation. For example, there is a perfect correlation if the value is near ±1. In a perfect correlation, 

there is a lock-in relationship in that both variables increase with the pace (for positive relationships) or decrease 

(for negative relationships). Also, the degree of correlation is high or strong if the coefficient value is between 

±0.50 and ±1. In another case, there is a medium correlation between variables if the coefficient value is between 

±0.30 and ±0.49. A low or slight degree of correlation lies below +.29. Finally, there is no correlation for a zero 

value. Meanwhile, the two asterisks symbolize that the relationship is significant at p ≤ 0.01. 

Tables 5.1 to 5.3 display the results of correlation tests of the exogenous latent variables: self-efficacy at work, 
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organizational citizenship behavior, and ethical leadership of supervisors. The endogenous latent variable is 

workers’ workplace well-being. These are latent variables because they cannot be measured directly but are 

measured only through their manifest or observed variables. For example, the manifest/observed/measured 

variables of self-efficacy at work are social, emotional, and occupational self-efficacy. At the same time, the 

manifest/observed/measured variables for workplace wellbeing are employer care, intrusion of work into private 

life, respect for the employees, and work satisfaction. 

Table 5.1. Significant Relationship between Self-efficacy and Workplace Well-being 
 

 

 

Self-Efficacy 

Workplace Well-being 
 

Degree of 

Correlation Work 

Satisfaction 

Respect for 

Employees 

Employer 

Care 

The Intrusion 

of Work into 

Private Life 

 

Overall 

Social Self- 

efficacy 

.460** 

.000 

.418** 

.000 

.395** 

.000 

.128* 

.011 

.479** 

.000 

medium 

Emotional Self- 

efficacy 

.529** 

.000 

.578** 

.000 

.539** 

.000 

.252** 

.000 

.656** 

.000 

high 

Occupational 

Self-efficacy 

.568** 

.000 

.545** 

.000 

.551** 

.000 

.112* 

.026 

.604** 

.000 

high 

 

Overall 
.598** 

.000 

.591** 

.000 

.569** 

.000 

.189** 

.000 

.667** 

.000 

high 

The Table 5.1 data is the relationship between self-efficacy at work (SEW) and workers’ workplace well-being 

(WPWB). The correlation test yielded a linear relationship with a coefficient of .667 (66.7%) and a p-value of 

000 (p ≤ 0.01). The result means a high/strong relationship exists between SEW and workers’ WPWB. 

Therefore, the increase in SEW (66.7%) would lead to a proportional increase in workplace well-being. 

Furthermore, examining the specific relationships between the manifest or observed variables, the data show 

positive and significant relationships between all variables. For example, the relationship between social self- 

efficacy and all the manifest variables of workplace well-being yielded a correlation coefficient of .479, 

significant at p ≤ 0.01. The degree of relationship is medium or moderate, which means the 47.9% increase in 

workers’ social self-efficacy at work can also increase their well-being by 47.9%. Likewise, the relationship of 

emotional self-efficacy at work and workplace well-being is high (r=.656; p ≤ 0.01). The same applies to 

occupational self-efficacy and workplace well-being (r=.604; p ≤ 0.01). Therefore, increasing self-efficacy 

would lead to a proportional increase in workplace well-being. 

The results imply that social, emotional, and occupational types of self-efficacy have linear relationships with 

workplace well-being. This relationship does not state any cause and effect (because correlation tests do not 

measure cause and effect), but the two variables, self-efficacy and workplace well-being, move in tandem and 

change together at a constant rate. 

Table 5.2 displays the correlation data between organizational citizenship behavior (OCB) and workplace well- 

being (WPWB). Again, the data show a high-level relationship between the two variables (r=.587; p= ≤ 0.01). 

This means that WPBP will also increase by 58.7% because the increase in OCB is 58.7%, and their relationship 

is linear and proportional. 
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Table 5.2. Significant Relationship between Organizational Citizenship Behavior and Workplace Well-being 
 

Organizational 

Citizenship 

Behavior 

Workplace Well-being Degree of 

Correlation 
Work 

Satisfaction 

Respect for 

Employees 

Employer 

Care 

The 

Intrusion 

of Work 

into 

Private 

Life 

Overall 

Helping Behavior .431** 

.000 

.374** 

.000 

.452** 

.000 

.002 

.966 

.423** 

.000 

medium 

Civic Virtue .502** 

.000 

.484** 

.000 

.476** 

.000 

.047 

.347 

.511** 

.000 

high 

Compliance .460** 

.000 

.382** 

.000 

.455** 

.000 

.101* 

.043 

.476** 

.000 

medium 

Overall .578** 

.000 

.520** 

.000 

.570** 

.000 

.064 

.198 

.587** 

.000 

high 

The specific manifest variables of OCB are helping behavior (H.B.), civic virtue (CV), and compliance (C). In 

contrast, the manifest variables of workplace well-being (WPWB) are work satisfaction (W.S.), respect for 

employees (RE), employer care (E.C.), and the intrusion of work into private life (IWPL). 

Data show medium correlations between helping behavior and WPWB at r=.423, p= ≤ 0.01, and compliance and 

WPWB (r=.476; p= ≤ 0.01). However, the relationship between civic virtue and WPWB is high (r=511; p= ≤ 

0.01). 

Table 5.3 shows the correlation between supervisors' ethical leadership and workplace well-being. The table 

shows that all the relationships between the manifest variables of ethical leadership of supervisors and workplace 

well-being are high. The test yielded an overall result of r=.752; p= ≤ 0.01, which means that the ethical 

leadership of supervisors is strongly associated with workers' workplace well-being. This means that an increase 

of 75.2% in the ethical leadership of supervisors will result in a proportional increase of 75.2% in workers' 

workplace well-being. 

Table 5.3. Significant Relationship between Ethical Leadership of Supervisors and Workplace Well-being 
 

Ethical 

Leadership 

Workplace Well-being Degree of 

Correlation 

Work 

Satisfaction 

Respect for 

the 

Employees 

Employer 

Care 

The Intrusion 

of Work into 

Private Life 

Overall  

People 

Orientation 
.489** 

.000 

.661** 

.000 

.626** 

.000 

.126* 

.011 

.652** 

.000 

high 

Fairness .562** 

.000 

.572** 

.000 

.656** 

.000 

.084 

.095 

.636** 

.000 

high 
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Power 

Sharing 

.612** 

.000 

.556** 

.000 

.602** 

.000 

.053 

.290 

.616** 

.000 

high 

Sustainability 

Concerns 
.556** 

.000 

.603** 

.000 

.701** 

.000 

.069 

.171 

.654** 

.000 

high 

Ethical 

Guidance 
.601** 

.000 

.607** 

.000 

.640** 

.000 

.041 

.408 

.639** 

.000 

high 

Role 

Clarification 
.620** 

.000 

.516** 

.000 

.636** 

.000 

.068 

.178 

.622** 

.000 

high 

Integrity .535** 

.000 

.570** 

.000 

.658** 

.000 

.046 

.360 

.613** 

.000 

high 

Overall .673** 

.000 

.694** 

.000 

.767** 

.000 

.083 

.097 

.752** 

.000 

high 

These results have implications for institutional leadership. In this study, respondents are sensitive to their 

supervisors being people-oriented, fair, share power, concerned with sustainability, guided by ethics, clear role, 

and integrity. 

Influence of the Exogenous Latent Variables on Workplace Well-being 

Table 6 presents multiple regression analysis results. Multiple regression analysis aims to model the relationship 

of several independent (regressor) variables and a single dependent (response) variable. Moreover, the objective 

is to use the values of independent variables to predict the value of the only dependent variable. The coefficients' 

size and sign show how much each predictor variable contributes to the variance in the dependent variable after 

the statistical removal of all the effects of other predictor variables in the model. The standardized form (β) 

signifies the relative importance of each predictor variable. Both unstandardized and standardized coefficients 

convey that for each one-unit increase in the predictor or explanatory variable, the response or criterion variable 

will be one unit higher. For example, in Table 6, the unstandardized coefficient for self-efficacy at work is 

B=.278. This means that for every .278 unit increase in self-efficacy at work (SEW), workers will report a .278 

unit increase in workplace well-being (WPWB). 

Table 6. Influence of the Independent Latent Variables on Workplace Well-being 
 

Workplace Well-being (Dependent Latent or Criterion Variable) 

Independent Latent Variables 

(Explanatory Variables) 
B β t Sig. 

Constant .419  2.917 .004 

Self-efficacy at Work .278 .269 5.983 .000 

Organizational Citizenship Behavior .079 .077 1.767 .078 

Ethical Leadership of Supervisors .472 .524 11.723 .000 

R .787     

R2 .619     
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∆R .616     

F 214.377     

ρ .000     

Similarly, for every .079 unit increase in organizational citizenship behavior (OCB), workers will report a .079 

unit increase in workplace well-being (WPWB). Moreover, .472 units increase in ethical leadership of 

supervisors; workers will report .472 units higher in workplace well-being. 

The t-test determines the significance of the linear (direct) relationship between the predictor and the response 

variables. Of the three predictors in this study, the linear (direct) relationship between self-efficacy at work and 

workplace well-being (t=5.983; p=.000) and ethical leadership of supervisors and workplace well-being 

(t=11.723; p=.000) are statistically significant. However, the linear relationship between organizational 

citizenship behavior (OCB) and WPWB is nonsignificant. In other words, if taken per predictor variable, only 

self-efficacy at work and ethical leadership of supervisors are predictors of workplace well-being in the mining 

industry. 

Nevertheless, the goodness-of-fit statistics (coefficient of determination or R2 [R-squared]) revealed that each 

independent (explanatory or exogenous) variable (SEW, OCB, and ELS) could predict workplace well-being by 

61.9% (R2=.619). Data in the table implies that the influence of the combined exogenous latent variables is 

61.6% (∆R=.616). The R-square is necessary because the model has three independent variables. The more 

variables in the model, the more the value of the r-squared will be adjusted. The adjusted R2 (∆R) is always 

equal to or lesser than the R2 value. Essentially, the F-statistic (F=214.377), which is significant at p= ≤ 0.01, 

shows the predictive capacity of the combined predictor variables on workplace well-being. 

The Best Fit Structural Model of Workplace Well-being 

Five models were generated in this study. Among the generated models of five, Model 5, designated as Figure 

3, is the best-fit model for workplace well-being. Table 7 presents the summary of the measures of goodness of 

fit of the five generated models. These are the criteria for the basis of the best-fit model: P-value (>0.05), Chi- 

Square/ Degrees of Freedom(CMIN/DF, 0<value<2), Goodness of FitIndex(GFI, >0.95), Comparative Fit Index 

(CFI, >0.95), Normed FitIndex(NFI, >0.95), Tucker-Lewis Index (TLI, >0.95), Root Mean Square of Error 

Approximation(RMSEA, <0.05), and P-close(>0.05). 

The values of each model are seen in the table. Models 1 to 4 did not meet the criteria because their values were 

too big or too small. So far, only Model 5 met the measures of goodness of fit with a p-value greater than 0.05 

(p=.077), a CMIN/DF <2 (1.320), GFI >0.95 (.978), CFI >0.95 (.994), NFI >0.95 (.979), TLI >0.95 (.991), 

RMSEA <0.05 (.031), and P-close >0.05 (.950). 

Table 7. Summary of Goodness of Fit Measures of the Five Generated Models 
 

Model P-value 

(>0.05) 

CMIN / DF 

(0<value<2) 

GFI 

(>0.95) 

CFI 

(>0.95) 

NFI 

(>0.95) 

TLI 

(>0.95) 

RMSEA 

(<0.05) 

P-close 

(>0.05) 

1 .000 8.577 .782 .808 .789 .775 .138 .000 

2 .000 6.239 .845 .870 .849 .845 .115 .000 

3 .000 5.015 .845 .899 .878 .881 .100 .000 

4 .000 4.200 .875 .920 .899 .905 .090 .000 

5 .062 1.380 .978 .994 .979 .991 .031 .950 
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Figure 2. Best Fit Structural Model of Workplace Well-being 

Legend: 

SSE-social self-efficacy FAI-fairness INT-integrity 

OSE-occupational  self-efficacy POS-power-sharing WOS-work satisfaction 

HEB-helping behavior SUC-sustainability concerns RFE-respect for the employee 

CIV-civic virtue ETG-ethical guidance IWL-intrusion of work into 

private life 

Below are the standard criterion indices used to determine the model's goodness of fit. 

Chi-square large value 

P value > 0.05 

Chi-Square/Degrees of Freedom (CMIN/DF) < 0.05 

Normative Fit Index > 0.95 

Comparative Fit Index > 0.95 

Goodness of Fit Index > 0.95 

Tucker-Lewis Index > 0.95 

Root Mean Square Error of Approximation (RMSEA) < 0.05 

P close > 0.05 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1613 
www.rsisinternational.org 

 

 

 
 

Table 8 is showing both direct and indirect effects of the independent latent variables on workplace well-being. 

Looking at Figure 3 as the reference, Table 9 shows that work self-efficacy directly affects workplace well-being 

by .49.5 or 49.5%. In addition, organizational citizenship behavior indirectly affects .558, or 55.8% of workplace 

well-being. Finally, supervisors' ethical leadership, directly and indirectly, affects workplace well-being. The 

total effect is .719 or 71.9% (derived from its direct effect of .489 or 48.9% and indirect effect of .230 or 23%. 

Looking at this data, the ethical leadership of supervisors has the most influence on workplace well-being. The 

findings imply the importance of supervisors being mindful in dealing with the workers because their leadership 

significantly affects workers’ well-being. 

Table 8. Direct and Indirect Effects of the Independent Latent Variables on Workers’ Workplace Well-being in 

the Best Fit Model 
 

Variables Direct Effect Indirect Effect Total Effect on Workers' 

Workplace Well-being 

Self-efficacy at work .495 - .495 

Organizational Citizenship 

Behavior 
- .558 .558 

Ethical Leadership of 

Supervisors 

.489 .230 .719 

Table 9 presents the estimates, standard errors(S.E.), beta coefficients (B), critical ratios(C.R.), and p-values for 

the confirmatory structural analysis (CFA). The CFA is a multivariate statistical procedure that identifies the 

measured variables related to the specific latent variable and specifies the required number of factors. For 

example, the critical ratio (-.254) and the p-value (.799) in path analysis from supervisors' ethical leadership to 

self-efficacy are nonsignificant. Also, intrusion of work into private life (IWL) is not a significant measured 

variable for workplace well-being (p-value=.076). However, the rest of the estimated parameters are statistically 

significant. 

The data in Table 10 confirms the interrelationships of latent variables and the measured variables belonging to 

each latent construct. For example, significant relationships between the latent variables are as follows: ethical 

leadership of supervisors and organizational citizenship behavior, ethical leadership and workplace well-being, 

organizational citizenship behavior and self-efficacy at work, and self-efficacy at work and workplace well- 

being. 

Table 9. Estimates of Variable Regression Weights in Generated Best Fit 
 

   Estimate S.E. Beta C.R. P-value 

Organizational_Citize 

nship_Behavior 
<--- Ethical_Leadership_of_ 

Supervisors 
.430 .036 .765 11.937 *** 

SelfEfficacy_at_Work <--- Organizational_Citizen 

ship_Behavior 

1.128 .187 .939 6.032 *** 

SelfEfficacy_at_Work <--- Ethical_Leadership -.021 .081 -.031 -.254 .799 

Workplace_Well- 

Being 
<--- SelfEfficacy_at_Work .495 .084 .392 5.893 *** 

Workplace_Well- 

Being 

<--- Ethical_Leadership_of_ 

Supervisors 

.489 .056 .573 8.743 *** 
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SSE <--- SelfEfficacy_at_Work 1.000  .692   

OSE <--- SelfEfficacy_at_Work 1.210 .085 .888 14.182 *** 

HEB <--- Organizational_Citizen 

ship_Behavior 
1.000  .706   

CIV <--- Organizational_Citizen 

ship_Behavior 

1.629 .129 .716 12.651 *** 

INT <--- Ethical_Leadership_of_ 

Supervisors 

1.000  .841   

ETG <--- Ethical_Leadership_of_ 

Supervisors 
.973 .043 .891 22.834 *** 

SUC <--- Ethical_Leadership_of_ 

Supervisors 
.940 .043 .879 21.982 *** 

FAI <--- Ethical_Leadership_of_ 

Supervisors 
.895 .049 .784 18.211 *** 

WOS <--- Workplace_Well-Being 1.000  .798   

RFE <--- Workplace_Well-Being 1.138 .070 .801 16.230 *** 

IWL <--- Workplace_Well-Being .156 .088 .098 1.773 .076 

Legend: 
 

SSE-social self-efficacy FAI-fairness INT-integrity 

OSE-occupational  self-efficacy SUC-sustainability concerns WOS-work satisfaction 

HEB-helping behavior ETG-ethical guidance RFE-respect for the employee 

CIV-civic virtue   

On the other hand, the latent variables have the following measured variables: self-efficacy at work (social self- 

efficacy and occupational self-efficacy), organizational citizenship behavior (helping behavior and civic virtue), 

ethical leadership of supervisors (integrity, ethical guidance, sustainability concerns, and fairness), and in 

workplace well-being (work satisfaction, and respect for the employee). 

Self-efficacy at Work, Organizational Citizenship Behavior, Ethical Leadership of Supervisors and 

Workplace Well-being of Workers in the Mining Industry 

The study's results showed that all latent variables had high mean scores. The results indicate that the miners in 

the sample frequently exhibited self-efficacy and organizational citizenship behavior at work. Additionally, the 

miners reported that their supervisors often demonstrated ethical leadership, contributing to high workplace well- 

being. The study results imply that workers in the mining industry who have high self-efficacy and engage in 

organizational citizenship behavior are anticipated to be more committed to the organization and have a higher 

level of job satisfaction. Additionally, the positive impact of ethical leadership on employee engagement 

suggests that supervisors who demonstrate ethical behavior can cultivate a positive work environment and 

promote well-being among workers. However, it is essential to note that this study was conducted in the mining 
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industry and may not necessarily be generalizable to other industries or contexts (Liu, 2019; Kumar Pradhan, 

2021; Na-Nan, 2021; Sarwar, 2020). 

Individuals with high self-efficacy strongly believe in their ability to succeed in various areas of life. They are 

more likely to realize the positive result described by these authors. Bandura (1997) and Bandura & Watts (1996) 

explain that self-efficacy is the belief that a person can succeed despite challenging circumstances. This belief 

can influence a person’s thoughts, behaviors, and feelings about a situation and increase their determination to 

succeed (Cherry, 2020). LaMorte (2019) claimed that self-efficacy positively affects restoring health. Loeb, 

Stempel, and Isaksson (2016) noticed positive behaviors of workers with high self-efficacy. Self-efficacy is 

domain-specific (Bandura, Freeman & Lightsey, 1999) and can change depending on an individual’s exposure 

to different environments (Cherry, 2020). So, leaders in organizations must monitor the working environment 

to influence desirable human behavior. There are several determinants of self-efficacy, emotional self-efficacy, 

occupational self-efficacy, and social efficacy (Loeb, 2016). 

Social self-efficacy can help initiate and sustain interpersonal relationships. A person with high social self- 

efficacy can create social contacts based on their previous experiences, accomplishments, social persuasion, and 

psychological and emotional states (Loeb et al., 2016). Emotional self-efficacy can help manage negative 

emotional states when facing hardships or misfortunes. A person with high emotional self-efficacy can better 

overcome negative emotions (Bandura et al., 2003) and experience less anxiety, worry, and depression (Muris, 

2002; Tahmassian & Moghadam, 2011). On the other hand, occupational self-efficacy can help workers perform 

their jobs effectively and positively. It is associated with professionalism, skills development, job engagement, 

and positive organizational attitudes (Hartman & Barber, 2020). People with high self-efficacy can be more 

successful compared to those without it. 

On the other hand, the typical characterization of people with high OCB is being selfless, courteous, and 

conscientious (Verlinden, 2020). They tend to go above and beyond expectations in their job roles. They are 

often motivated to contribute to the organization's success (Florea, 2015). However, it is essential to note that 

the characteristics of people with high OCB may vary depending on the organization's context and the job roles. 

Alternatively, supervisors' high-level ethical leadership can positively impact employees and the working 

environment. Supervisors who lead ethically set a positive example for their employees, increasing trust, respect, 

and job satisfaction. Ethical leadership can also promote a culture of fairness and accountability, which can help 

reduce conflicts and unethical behavior in the workplace, and employees tend to engage more in their work 

(Schaubroeck et al., 2023). Ethical leadership can lead to a more positive and productive work environment 

(Adıgüzel et al., 2021; Páez Gabriunas, 2017). 

Finally, workplace well-being can positively impact workers. Studies have found that workplace well-being is 

critical to employee engagement, job satisfaction, and overall organizational success. Organizations with a 

strong focus on employee well-being had higher employee retention and productivity, suggesting that 

prioritizing employee well-being will give organizations favorable returns (Aryanti et al., 2020; Kooij et al., 

2013). 

Relationship between the Independent Latent Variables and Workplace Well-being 

This study shows a high degree of correlation between self-efficacy and well-being. This result is congruent 

with the other results by different authors. For instance, research has shown that self-efficacy can influence 

positive behavior in the workplace (Loeb, Stempel & Isaksson, 2016). Specifically, occupational self-efficacy 

refers to an individual's ability to perform their job effectively and positively and directly affects organizational 

commitment (Hartman & Barber, 2020; Loeb, 2016). Workers with high self-efficacy exhibit positive workplace 

behavior with a solid dedication to the organization, resulting in improved work performance, increased 

motivation, and greater job satisfaction (Guarnaccia et al., 2018; Na-Nan et al., 2021; Wang et al., 2021). 

Similarly, organizational citizenship behavior also has a high correlation with workplace well-being. Duan et al. 

(2019) found that helping behavior in the workplace is not a one-dimensional concept but has two dimensions: 

proactive and reactive. Proactive helping behavior is when an employee takes the initiative to help others before 
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being asked. In contrast, reactive helping behavior is when an employee helps others respond to a request or 

need (Belleville et al., 2020). The study also found that these two dimensions of helping behavior affect 

employees' well-being differently. Specifically, proactive helping behavior was more strongly related to positive 

well-being outcomes like job satisfaction and engagement. In contrast, reactive helping behavior was more 

strongly related to negative well-being outcomes such as emotional exhaustion. The study's authors 

demonstrated that these two dimensions of helping behavior are distinct and have unique relationships with 

employees' well-being, which supports the idea of discriminatory validity. 

Conversely, despite both being high, Abun et al. (2021) found no relationship between Organizational 

Citizenship Behavior (OCB) and workplace well-being. This finding offers a different perspective on the 

dynamics within organizations. This result implies several key considerations. It suggests that OCB and 

workplace well-being can exist independently of each other. If both OCB and well-being are high, a ceiling 

effect might be at play, where the benefits of increased OCB do not significantly impact well-being because it 

is already at a high level. This research by Abun et al. (2021) highlights the complexity of the relationship 

between OCB and workplace well-being. It underscores the importance of considering various factors when 

examining workplace dynamics. 

Lastly, this study found a high relationship between ethical leadership and workplace well-being. This study is 

also congruent with the study of Fu et al. (2020), who found a positive correlation between ethical leadership 

and employee well-being at work. Fu et al. (2020) pointed out that ethical leadership, characterized by fairness, 

integrity, and concern for employees, strongly correlates with employee well-being. This suggests that leaders 

acting ethically create a good working environment where employees feel respected, supported, and valued, 

thereby enhancing their overall well-being. Ethical leaders likely create an organizational culture that supports 

employee well-being through direct actions and setting standards for behavior throughout the organization. This 

creates a ripple effect where ethical practices become ingrained in the organizational fabric, benefiting employee 

well-being (Ashfaq et al., 2021; Yousaf et al., 2019). 

Influence of the Exogenous Latent Variables on Workplace Well-being 

This study found a significant influence of Self-efficacy, ethical leadership, and OCB on workplace well-being. 

Indeed, the interplay between these variables can significantly influence workplace well-being. Each of these 

elements contributes uniquely, and their combination can create a particularly effective environment for 

enhancing employee well-being. 

Self-efficacy's role in the workplace, particularly its influence on stress management, job satisfaction, and overall 

well-being, is particularly important in organizational psychology and management studies. As highlighted in 

recent research, including Kondratowicz et al.(2022), Singh et al.(2019), Chudzicka-Czupała et al.(2020), and 

Marshall et al.(2020), self-efficacy is not merely a personal trait but a pivotal factor influencing various 

dimensions of employee performance and workplace dynamics. 

The concept of self-efficacy, originally proposed by Bandura (1977), centers on believing in individual ability 

to accomplish and attain tasks. This belief fundamentally shapes how employees perceive and respond to 

stressors in the workplace. Individuals with high self-efficacy have different perspectives on tasks and define 

them as good opportunities that must be avoided. This perspective is crucial in stress management, as it 

influences employees' coping strategies and resilience in work-related stress. Furthermore, high self-efficacy 

can mitigate the effects of job demands, as individuals with a strong belief in their capabilities are more likely 

to employ effective problem-solving strategies and seek support when needed, thereby reducing the 

psychological strain associated with workplace challenges (Kondratowicz et al., 2022; Singh et al., 2019). 

The link on self-efficacy and job satisfaction is well-established in the literature. High self-efficacy employees 

often have a more positive outlook on their job roles and responsibilities. They are more confident in meeting 

job demands and less likely to feel overwhelmed by job-related challenges. This confidence translates into a 

greater sense of job control and autonomy, key factors in job satisfaction. It also fosters a sense of 

accomplishment and fulfillment, as employees are more likely to set and achieve challenging goals, further 

enhancing well-being and job satisfaction (Chudzicka-Czupała et al., 2020; Marshall et al., 2020). 
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Ethical leadership, as a construct, plays a transformative role in shaping organizational culture and employee 

behavior. Such leadership's impact extends beyond compliance with ethical standards; it fundamentally alters 

how employees perceive their work environment and their roles. Sharma et al. (2019) emphasize this by 

highlighting how ethical leadership fosters trust, fairness, and respect, which are crucial elements in creating a 

positive work environment. When leaders exhibit ethical behaviors, they set standards and expectations for the 

entire organization. This standard permeates through various levels, influencing how decisions are made, how 

conflicts are resolved, and how success is defined and achieved. Stress and workplace conflict are often 

minimized in environments where employees feel valued and treated fairly, leading to enhanced well-being. The 

trust engendered by ethical leadership also encourages open communication and collaboration, which are vital 

for a healthy workplace dynamic. 

Furthermore, the influence of ethical leadership extends to promoting and reinforcing Organizational Citizenship 

Behaviors (OCB). Sarwar et al. (2020) and Shafique et al. (2020) provide insight into how ethical leaders inspire 

and cultivate ethical behaviors and OCB among employees. This occurs as employees observe and internalize 

the ethical practices modeled by their leaders, heading to a heightened sense of moral responsibility and 

commitment to the organization. Such a culture encourages employees to go beyond their formal job 

responsibilities, engaging in behaviors that support their colleagues and the organization. These behaviors, in 

turn, contribute to a cooperative and supportive work environment, enhancing overall organizational 

effectiveness. Importantly, this dynamic creates a virtuous cycle: as ethical leadership promotes OCB, the 

resulting positive work environment further reinforces the value of ethical conduct, benefiting both individual 

well-being and organizational performance. 

OCB involves discretionary behaviors that are not part of formal job requirements but help create a positive 

social and working environment. This can include helping colleagues, volunteering for additional tasks, or 

supporting organizational initiatives (Belleville et al., 2020; Na-Nan et al., 2021). OCB involves discretionary 

behaviors that are not part of formal job requirements but help create a positive social and working environment. 

This can include helping colleagues, volunteering for additional tasks, or supporting organizational initiatives. 

Positive OCB can improve morale and better team dynamics, key components of workplace well-being 

(Verlinden, 2020). 

Combining self-efficacy, ethical leadership, and OCB creates a synergistic effect that can significantly enhance 

workplace well-being. Each component contributes to creating an environment where employees feel capable, 

motivated, and supported to contribute positively, leading to a healthier, more productive, and satisfying work 

experience. 

The Best Fit Structural Model of Workplace Well-being 

There is a model of workplace well-being, as prove by the Analysis of Moment Structures (AMOS). The 

structural equation modeling using AMOS rejected the null hypothesis that there is no model for workplace well- 

being. This current study proved that workers' self-efficacy, organizational citizenship behavior, and ethical 

leadership are predictors of workplace well-being. 

The proposed model in Structural Equation Modeling (SEM) involves observed variables related to self-efficacy 

(Social Self-Efficacy - SSE, Occupational Self-Efficacy - OSE), ethical leadership (Fairness - FAI, Integrity - 

INT, Power-sharing - POS, Sustainability Concerns - SUC, Respect for the Employee - RFE, Ethical Guidance 

- ETG), and Organizational Citizenship Behavior (OCB) (Helping Behavior - HEB, Civic Virtue - CIV) with 

work satisfaction (WOS) and the intrusion of work into private life (IWL) as outcome variables, presents a 

comprehensive framework to understand the interplay between these constructs in an organizational context. 

These represent the belief in one's ability to function effectively in social settings and occupational tasks. High 

levels of SSE and OSE have been linked to increased job satisfaction and lower work-life conflict. Research by 

Judge, Erez, Bono, and Thoresen (2002) emphasizes the relationship between self-efficacy and job satisfaction, 

while Bandura (1977) highlights the role of self-efficacy in effective workplace functioning (Gerbino, 2020). 

Variables such as Fairness (FAI), Integrity (INT), Power-Sharing (POS), Sustainability Concerns (SUC), 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1618 
www.rsisinternational.org 

 

 

 
 

Respect for the Employee (RFE), and Ethical Guidance (ETG) underpin the construct of ethical leadership. 

Ethical leadership has been positively correlated with increased employee satisfaction and engagement. Studies 

by Brown, Treviño, & Harrison(2005), and Mayer, Kuenzi, Greenbaum, Bardes, and Salvador(2009) highlight 

the importance of ethical leadership in fostering positive workplace outcomes, including reduced work-life 

conflict and enhanced job satisfaction. 

 

OCB, as represented by Helping Behavior (HEB) and Civic Virtue (CIV), refers to discretionary behaviors that 

are not formally recognized by the formal reward system but contribute to organizational effectiveness. 

Podsakoff, Whiting, Podsakoff, and Blume (2009) discuss how OCB contributes to better team dynamics and 

overall job satisfaction. 

 

The SEM model suggests a complex relationship where self-efficacy and ethical leadership could, directly and 

indirectly, influence work satisfaction (WOS) and the intrusion of work into private life (IWL). High self- 

efficacy can lead to better job performance and satisfaction, while ethical leadership likely enhances employee 

morale and reduces work-life conflict. OCB, encouraged by these factors, further contributes to job satisfaction 

and potentially mitigates negative aspects of work intruding into personal life. 

 

WOS is a direct indicator of employee morale and productivity. The variables in the model, particularly ethical 

leadership and self-efficacy, are expected to impact WOS positively. On the other hand, IWL is an indicator of 

work-life balance, and the model could provide insights into how self-efficacy and ethical leadership might help 

reduce the negative intrusion of work into personal life. 

 

Therefore, the SEM model provides a holistic view of how self-efficacy, ethical leadership, and OCB interact 

and influence key workplace outcomes. Understanding these relationships is crucial for organizational leaders 

and HR professionals to foster environments that enhance employee satisfaction and work-life balance. Further 

empirical research, particularly in diverse organizational settings, would be valuable in validating and refining 

this model. 

 

CONCLUSION AND RECOMMENDATIONS 

The following are the conclusions of the study. 

 

First, on high levels of self-efficacy, OCB, ethical leadership, and workplace well-being in the mining industry 

point towards a positive and supportive work environment. This environment promotes employee well-being 

and job satisfaction and contributes to the organization's effectiveness and success. It highlights the importance 

of ethical leadership and a supportive work culture, especially in industries with challenging work conditions. 

 

Second, a positive and strong correlation between self-efficacy, OCB, ethical leadership, and workplace well- 

being in the mining industry indicates a robust and healthy organizational environment. This environment not 

only supports the individual growth and satisfaction of employees but also contributes to the overall 

effectiveness, safety, as well as the success of the organization. It underscores the importance of nurturing these 

interrelated factors to foster a positive and productive workplace, especially in industries with challenging 

working conditions. 

 

Third, the model demonstrates a strong and statistically significant relationship between self-efficacy at work, 

organizational citizenship behavior, ethical leadership, and workplace well-being. The high R-squared value 

indicates that these factors can explain a significant portion of the variability in workplace well-being. The 

proximity of the adjusted R-squared to the R-squared value reaffirms the importance of each of these predictors 

in explaining workplace well-being. Overall, the results suggest that interventions or strategies aimed at 

enhancing self-efficacy, promoting OCB, and cultivating ethical leadership within organizations are likely to 

have a significant positive impact on workplace well-being, especially in settings similar to the context of this 

study. 

 

The study will contribute to the mining industry and government agencies that issue mining permits, like the 
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MGB or Mines and Geosciences Bureau, by identifying the drivers of the workplace well-being of workers. The 

study also addresses the organizations' shortage in recognizing well-being at work, which gives rise to issues 

such as stress, burnout, alcohol and drug abuse. 

 

Lastly, the study confirms the anchor theory to the findings due to its social and organizational relevance to the 

researcher. This research benefits the respondents of this study as the findings will shed light on workplace 

conditions in the mining industry vis-à-vis leadership, organizational citizenship behavior, self-efficacy at work, 

and workplace well-being. Second, the organization will also benefit from this study. They may use the findings 

of this study to enhance or improve the company's workplace conditions, including the human resource policies 

for the betterment of workers. Policymakers may also use this as a guide in crafting a policy on the mining 

industry. 

 

Based on the conclusion that Self-Efficacy at Work (SEW), Organizational Citizenship Behavior (OCB), and 

Ethical Leadership of Supervisors (ELS) significantly predict workplace well-being, several recommendations 

can be made to enhance these factors in organizational settings: 

 

Strengthening Self-Efficacy at Work. Implement targeted training and development programs that build 

individual competencies and confidence in job-related tasks. Encourage a positive feedback and recognition 

culture, where employees' achievements and efforts are acknowledged, thus reinforcing their sense of self- 

efficacy. 

 

Promoting Organizational Citizenship Behavior. Foster a workplace environment that values and recognizes 

OCB. This can be achieved through reward systems that acknowledge individual achievements and contributions 

toward team support and organizational well-being. Create opportunities for employees to engage in voluntary, 

extra-role activities that benefit the organization or their colleagues, enhancing their engagement and sense of 

belonging. 

 

Cultivating Ethical Leadership. Develop leadership training programs that emphasize ethical decision-making, 

integrity, and moral leadership. This includes training on handling ethical dilemmas and fostering an ethical 

work culture. Ensure that organizational policies and practices align with ethical standards and values. Leaders 

should model these values consistently to set a precedent for the rest of the entire organization. 

 

Creating Supportive Work Environment. Encourage open communication and transparency within the 

organization. Employees must be comfortable in voicing concerns and ideas without fear. Implement well-being 

programs that address both physical and mental health aspects, recognizing that employee well-being is 

multifaceted. 

 

Regular Monitoring and Feedback. Regular surveys and assessments should gauge employee well-being, self- 

efficacy, and leadership and citizenship behavior perceptions. Use the feedback to make informed decisions and 

continuously improve organizational practices and policies. 

 

Leadership Accountability. Hold leaders accountable for fostering ethical practices and supporting employee 

well-being. Leadership performance evaluations should include metrics related to ethical behavior and 

promoting a positive work culture. 

 

Future researchers. Future research in this area has the potential to significantly contribute to both academic 

knowledge and practical applications in organizational settings. By expanding the scope, methodology, and 

depth of research, scholars can provide valuable insights that help organizations foster environments where 

employee well-being and organizational effectiveness are synergistically enhanced. 

 

These recommendations can help organizations enhance workplace well-being by focusing on key predictive 

factors. Strengthening self-efficacy, encouraging OCB, and cultivating ethical leadership is integral to creating 

a productive, satisfying, and ethically sound work environment. These strategies will benefit employees 

individually and contribute to the organization's success and reputation. 
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APPENDICES 

APPENDIX A 

Appointment of Adviser 
 

 

APPENDIX B 

Survey Questionnaire 

Questionnaire on 

STRUCTURAL EQUATION MODEL ON WORKPLACE WELLBEING OF WORKERS IN THE 

CONTEXTS OF SELF-EFFICACY AT WORK, ORGANIZATIONAL CITIZENSHIP BEHAVIOR, 

AND ETHICAL 

LEADERSHIP OF SUPERVISORS 

Instructions: Kindly circle the number that corresponds to your agreement or disagreement of each statement. 

Rating Scale for answering the instruments: 

RATING SCALE AND DESCRIPTION: 

5 STRONGLY AGREE (The statement is always true) 

4 AGREE (The statement is often true) 

3 MODERATELY AGREE (The statement is sometimes true) 

2 DISAGREE (The statement is seldom true) 

1 STRONGLY DISAGREE (The statement is almost never true) 
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Part 1. SELF-EFFICACY AT WORK 
 

  

 

 

Statements 

Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

A. Social Self-efficacy 

1. I start a conversation at work with someone I don't 

even know very well. 
5 4 3 2 1 

2. I ask someone at work for help when I need it. 5 4 3 2 1 

3. I get people in my work group to listen to my 

opinion. 
5 4 3 2 1 

4. I cooperate with people at work who see things 

differently than me. 
5 4 3 2 1 

5. I manage a conflict situation with people at work. 5 4 3 2 1 

B. Emotional Self-Efficacy 

1. I correctly identify my own negative emotions at 

work. 
5 4 3 2 1 

2. I know what causes you to feel a negative emotion 

at work. 
5 4 3 2 1 

3. I tackle my negative emotions at work. 5 4 3 2 1 

4. I get into the mood that best suits the situation at 

work. 
5 4 3 2 1 

5. I correctly identify when other people are feeling 

negative emotions at work. 
5 4 3 2 1 

6. I realize what causes other people to feel negative 

emotions at work. 
5 4 3 2 1 

7. I help other people at work tackle their negative 

emotions. 
5 4 3 2 1 

8. I help other people at work get into the mood that 

best suit the situation. 
5 4 3 2 1 

C. Occupational Self-Efficacy 

1. I can remain calm when facing difficulties in my job 

because I can rely on my abilities. 
5 4 3 2 1 

2. When I am confronted with a problem in my job, I 

can usually find several solutions. 
5 4 3 2 1 
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3. Whatever comes my way in my job, I can usually 

handle it. 
5 4 3 2 1 

4. My past experiences in my job have prepared me 

well for my occupational future. 
5 4 3 2 1 

5. I meet the goals that I set for myself in my job. 5 4 3 2 1 

6. I feel prepared for most of the demands in my job. 5 4 3 2 1 

Part 2. ORGANIZATIONAL CITIZENSHIP BEHAVIOR 
 

  

 

 

Statements 

Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

A. Helping Behavior 

1. I willingly help fellow professionals when they have 

work-related problems. 

5 4 3 2 1 

2. I willingly help newcomers to get oriented towards 

job. 

5 4 3 2 1 

3. I am ready to lend a helping hand to those around 

me. 

5 4 3 2 1 

4. I avoid creating problems for co-workers. 5 4 3 2 1 

5. I am mindful of how my behavior affects other 

people’s jobs. 

5 4 3 2 1 

6. I don’t abuse the rights of others. 5 4 3 2 1 

B. Civic Virtue 

1 I always keep myself abreast of changes in the 

organization. 
5 4 3 2 1 

2 I keep myself updated with organizational 

announcements and memos. 
5 4 3 2 1 

3 I attend meetings that aren’t compulsory but help my 

department anyway. 

5 4 3 2 1 

C. Compliance 

1 I obey organizational rules even when no one is 

watching. 
5 4 3 2 1 

2 I don’t take extra or long breaks while on duty. 5 4 3 2 1 

3 My attendance at work is above the norm. 5 4 3 2 1 
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Part 3. ETHICAL LEADERSHIP 
 

  

 

Statements 

Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

A. People Orientation 

1. 
My supervisor Is interested in how I feel and how I 

am doing. 
5 4 3 2 1 

2. My supervisor takes time for personal contact. 5 4 3 2 1 

3. My supervisor pays attention to my personal needs. 5 4 3 2 1 

4. 
My supervisor takes time to talk about work-related 

emotions. 
5 4 3 2 1 

5. 
My supervisor is genuinely concerned about my 

personal development. 
5 4 3 2 1 

B. Fairness 

1. 
My supervisor holds me accountable for problems 

over which I have control. 
5 4 3 2 1 

2. 
My supervisor holds me responsible for work that I 

have control over. 
5 4 3 2 1 

3. 
My supervisor holds me responsible for things that 

are my fault. 
5 4 3 2 1 

C. Power Sharing 

1. 
My supervisor allows subordinates to influence 

critical decisions. 
5 4 3 2 1 

2. 
My supervisor others to participate in decision 

making. 
5 4 3 2 1 

3. 
My supervisor seeks advice from subordinates 

concerning organizational strategy. 
5 4 3 2 1 

D. Concern for sustainability 

1. 
My supervisor would like to work in an 

environmentally friendly manner. 
5 4 3 2 1 

2. 
My supervisor shows concern for sustainability 

issues. 
5 4 3 2 1 

3. 
My supervisor stimulates the recycling of items and 

materials in our department. 
5 4 3 2 1 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1630 
www.rsisinternational.org 

 

 

E. Ethical Guidance 

1. 
My supervisor clearly explains integrity-related 

codes of conduct. 
5 4 3 2 1 

2. 
My supervisor explains what is expected from 

employees in terms of behaving with integrity. 
5 4 3 2 1 

3. My supervisor clarifies integrity guidelines. 5 4 3 2 1 

4. 
My supervisor ensures that employees follow codes 

of integrity. 
5 4 3 2 1 

5. 

My supervisor clarifies the likely consequences of 

possible unethical behavior by myself and my 

colleagues. 

5 4 3 2 1 

F. Role Clarification 

1. 
My supervisor indicates what the performance 

expectations of each group member are. 
5 4 3 2 1 

2. 
My supervisor explains what is expected of each 

group member. 
5 4 3 2 1 

3. 
My supervisor explains what is expected of me and 

my colleagues. 
5 4 3 2 1 

G. Integrity 

1. My supervisor keeps his/her promises. 5 4 3 2 1 

2. 
My supervisor can be trusted to do the things he/she 

says. 
5 4 3 2 1 

3. 
My supervisor can be relied on to honor his/her 

commitments. 
5 4 3 2 1 

4. My supervisor always keeps his/her words. 5 4 3 2 1 

Part 4. WORKPLACE WELL-BEING 
 

  

 

Statements 

Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

A. Work Satisfaction 

1. My salary is fulfilling. 5 4 3 2 1 

2. 
My daily work activities give me a sense of 

direction and meaning 
5 4 3 2 1 

3. My work brings a sense of satisfaction. 5 4 3 2 1 
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4. My work increases my sense of self-worth. 5 4 3 2 1 

5. 
My job allows me to re-craft my job to suit my 

needs. 
5 4 3 2 1 

6. 
My work makes me feel that, as a person, I am 

flourishing. 
5 4 3 2 1 

7. 
I feel capable and effective in my work on a day- 

to-day basis. 
5 4 3 2 1 

8. My work offers challenges to advance my skills. 5 4 3 2 1 

9. I feel I have some level of independence at work. 5 4 3 2 1 

10. 
I feel personally connected to my organization’s 

values. 
5 4 3 2 1 

B. Organizational Respect for the Employee 

1. 
In general terms, I trust the senior people in my 

organization. 
5 4 3 2 1 

2. 
I believe in the principles by which my employer 

operates. 
5 4 3 2 1 

3. 
I feel content with the way my employer treats its 

employees. 
5 4 3 2 1 

4. I feel that my employer respects staff. 5 4 3 2 1 

5. I am satisfied with my work’s value system. 5 4 3 2 1 

6. 
People at work believe in the worth of the 

organization. 
5 4 3 2 1 

C. Employer Care 

1. 
At a difficult time, my boss would be willing to 

lend an ear. 
5 4 3 2 1 

2. My boss is caring. 5 4 3 2 1 

3. 
I feel that my boss is empathic and understanding 

about my work concerns. 
5 4 3 2 1 

4. My boss treats me as I would like to be treated. 5 4 3 2 1 

5. 
My boss shoulders some of my worries about 

work. 
5 4 3 2 1 

6. 
My transactions with my boss are generally 

positive. 
5 4 3 2 1 

7. 
I believe that my employer cares about their staff’s 

wellbeing. 
5 4 3 2 1 
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D. Intrusion of Work into Private Life questions 

1. My work eats into my private life. 5 4 3 2 1 

2. 
I feel stressed in organizing my work time to meet 

demands. 
5 4 3 2 1 

3. 
I feel excessively pressured at work to meet 

targets. 
5 4 3 2 1 

4. After work, I find it hard to wind down. 5 4 3 2 1 

5. 
I find myself thinking negatively about work 

outside work hours. 
5 4 3 2 1 

6. 
I feel that I can separate myself easily from my 

work when I leave for the day. 
5 4 3 2 1 

-End of Questionnaire- 

APPENDIX C 

Letters to the Validators 

 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1633 
www.rsisinternational.org 

 

 

 

 

 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1634 
www.rsisinternational.org 

 

 

 

 

 

https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue XI November 2024 

Page 1635 
www.rsisinternational.org 

 

 

 

 

 

APPENDIX D 

Validation Sheets 
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APPENDIX E 

Cronbach’s Alpha/Pilot Testing Result 

Part I - SELF-EFFICACY AT WORK 
 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.944 .944 19 

Part II - ORGANIZATIONAL CITIZENSHIP BEHAVIOR 
 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.929 .926 12 

Part III - ETHICAL LEADERSHIP 
 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.965 .965 26 

Part IV-WORKPLACE WELL-BEING 
 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.953 .960 29 
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APPENDIX K 

Grammarly Report 
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APPENDIX L 

Certificate of Publication 

APPENDIX M 

Specific Item per indicator in Table 1,2,3,4 and 6 

Table 1. Level of Self-Efficacy at Work of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Social Self-efficacy 0.56 3.94 High 

Emotional Self-efficacy 0.54 3.84 High 

Occupational Self-efficacy 0.53 4.04 High 

Overall 0.47 3.94 High 

Table 2. Level of Organization Citizenship Behavior of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Helping Behavior 0.46 4.39 Very High 

Civic Virtue 0.74 3.88 High 

Compliance behavior 0.56 4.18 High 

Overall 0.48 4.15 High 

Table 3. Level of Ethical Leadership of Supervisors in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

People Orientation 0.66 3.88 High 

Fairness 0.66 3.94 High 

Power-sharing 0.63 3.97 High 

Sustainability Concerns 0.62 4.04 High 

Ethical Guidance 0.63 3.99 High 

Role Clarification 0.61 3.99 High 

Integrity 0.69 3.98 High 

Overall 0.54 3.97 High 

Table 4. Level of Workplace Well-being of Workers in the Mining Industry 
 

Indicator SD Mean Descriptive Level 

Work Satisfaction 0.62 3.79 High 
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Respect for the Employees 0.70 3.87 High 

Employer Care 0.65 3.94 High 

The Intrusion of Work into Private Life 0.78 3.27 High 

Overall 0.49 3.72 High 

Table 5. Influence of the Independent Latent Variables on Workplace Well-being 
 

Workplace Well-being (Dependent Latent or Criterion Variable) 

Independent Latent Variables 

(Explanatory Variables) 

B β t Sig. 

Constant .419  2.917 .004 

Self-efficacy at Work .278 .269 5.983 .000 

Organizational Citizenship Behavior .079 .077 1.767 .078 

Ethical Leadership of Supervisors .472 .524 11.723 .000 

     

R .787     

R2 .619     

∆R .616     

F 214.377     

ρ .000     
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