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ABSTRACT

The study explored how senior leaders within Christian non-profit organisations across Africa and Asia maintain
moral behaviour when confronted with conflicts between personal ethics and organisational ethics. Using a
qualitative phenomenological approach, the research examined the lived experiences of eight senior leaders
serving within Christian non-profit organisations across Africa and Asia.The study revealed eight elements a
leader applies in dealing with a personal and organizational ethical dilemma. The elements included making
moral decisions; showing compassion; reverting to spirituality and culture as the basis for moral and ethical
convictions; doing the right thing and explaining the reason; making extraordinary decisions in extraordinary
situations; considering what is at stake, helping stakeholders understand the rationale of choices, and making
decisions that honour God; and serving people. A recommendation for further investigation on the influence of
culture on personal and organizational ethics among Africans was made.
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INTRODUCTION

Ethical leadership remains a critical concern in contemporary organisations because leaders frequently encounter
situations in which personal moral convictions conflict with organisational policies and expectations. Such
conflicts are particularly complex within Christian non-profit organisations, where leaders are expected to
uphold organisational accountability while simultaneously demonstrating compassion, stewardship, and service
to others. Balancing these competing responsibilities often creates ethical dilemmas that require careful moral
judgment and contextual decision-making.

Personal ethics are shaped by culture, spirituality, values, and lived experiences, whereas organisational ethics
are expressed through formal policies, procedures, and codes of conduct that regulate behaviour within
institutions (Lozano, 2005; Matsuo et al., 2019). Ethical tensions may arise when organisational requirements
appear inconsistent with leaders’ moral convictions or when policies do not adequately address humanitarian
needs and contextual realities. Such tensions are particularly evident in multicultural environments where
organisational systems interact with diverse cultural values and ethical traditions.

Existing research has examined ethical leadership, organisational ethics, and ethical decision-making
extensively. However, limited scholarship has explored how Christian leaders operating across diverse African
and Asian contexts navigate conflicts between personal ethics and organisational ethics. Insufficient
understanding of these experiences limits both theoretical development and practical guidance for leaders facing
complex ethical challenges.

The purpose of this qualitative phenomenological study was to explore how senior leaders within Christian non-
profit organisations maintain moral behaviour when confronted with conflicts between personal ethics and
organisational ethics. The study examined the lived experiences of eight senior leaders from Zimbabwe, South
Africa, Zambia, Nigeria, Ghana, Cote d’Ivoire, the Philippines, and South Korea. Particular attention was given
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to the influence of spirituality, culture, humanitarian responsibility, and organisational accountability on ethical
decision-making.

Findings contribute to ethical leadership scholarship by demonstrating how leaders navigate competing moral
obligations through the integration of spiritual conviction, cultural values, contextual awareness, humanitarian
concern, and organisational stewardship. The study further advances the emerging Contextual Moral
Stewardship Perspective, which provides a framework for understanding ethical leadership within culturally
diverse and mission-driven organisational settings.

Background of the Study

Ethics has become an increasingly important area of inquiry within leadership and organisational studies because
leaders frequently make decisions that influence organisational performance, stakeholder relationships, and
institutional credibility. Ethical leadership requires leaders to balance organisational objectives with moral
responsibilities, particularly when decisions affect the welfare of individuals and communities. Challenges arise
when personal ethical convictions differ from organisational expectations, creating situations in which leaders
must navigate competing moral obligations.

Christian non-profit organisations present a unique context for examining ethical leadership because
organisational decision-making is influenced by both institutional policies and faith-based values. Leaders within
such organisations are often expected to demonstrate accountability, stewardship, compassion, and service while
adhering to organisational procedures and governance requirements. Tensions may emerge when organisational
policies appear insufficient to address humanitarian concerns or contextual realities facing employees,
beneficiaries, and communities.

Cultural context further shapes ethical decision-making. Leadership research has demonstrated that ethical
values and leadership expectations vary across societies, influencing how leaders interpret responsibility, justice,
accountability, and care (House et al., 2004; Weaver, 2001). African and Asian cultures often emphasise
relational responsibility, communal well-being, and collective accountability, whereas many organisational
systems reflect more individualistic assumptions. Interactions between these value systems may create ethical
dilemmas for leaders operating within multicultural environments.

Despite growing scholarship on ethical leadership, limited research has examined how Christian leaders across
Africa and Asia manage conflicts between personal ethics and organisational ethics in practice. Greater
understanding of these experiences is necessary because ethical decisions frequently involve competing demands
related to organisational accountability, humanitarian responsibility, cultural expectations, and spiritual
convictions. Examination of leaders’ lived experiences therefore provides valuable insight into how ethical
leadership is exercised within culturally diverse and mission-driven organisational settings.

Statement of the Problem

Organisations establish ethical policies, procedures, and codes of conduct to promote accountability,
consistency, and responsible decision-making (Lozano, 2005). Despite the presence of such frameworks, leaders
frequently encounter situations in which personal moral convictions conflict with organisational expectations.
These tensions are particularly evident within Christian non-profit organisations, where leaders are expected to
uphold organisational policies while simultaneously demonstrating compassion, stewardship, and care for
vulnerable individuals and communities.

Ethical dilemmas become increasingly complex in multicultural environments where organisational systems
interact with diverse cultural values and social realities. Humanitarian crises, economic challenges, staff welfare
concerns, and cultural expectations may require leaders to make decisions that challenge established
organisational procedures. Consequently, leaders are often required to balance competing obligations related to
organisational accountability, personal morality, spiritual conviction, and contextual responsibility.
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Although ethical leadership has received considerable scholarly attention, limited research has explored how
Christian non-profit leaders across Africa and Asia navigate conflicts between personal ethics and organisational
ethics. Insufficient understanding of these experiences limits knowledge regarding the factors that influence
ethical decision-making and the strategies leaders employ when confronted with competing moral demands.

The problem addressed in this study was the limited understanding of how senior leaders within Christian non-
profit organisations across Africa and Asia maintain moral behaviour and make ethical decisions when personal
ethical convictions conflict with organisational policies and expectations.

Research Purpose and Questions

The study explored how senior leaders within Christian non-profit organisations across Africa and Asia maintain
moral behaviour when confronted with conflicts between personal ethics and organisational ethics. Specifically,
the study examined:

1. How leaders navigate ethical conflicts between personal convictions and organisational expectations.
2. The influence of spirituality and culture on ethical decision-making.

3. The ethical dilemmas leaders encounter in practice.

4. Strategies used to reconcile competing moral obligations.

5. How leaders justify ethically contentious decisions.

6. The role of compassion and accountability in ethical leadership.

LITERATURE REVIEW

Ethical behaviour is fundamentally experiential and is shaped by the interaction between personal convictions,
cultural values, organisational expectations, and contextual realities. Exploration of ethical dilemmas therefore
requires an understanding of ethics from both individual and organisational perspectives. Leaders frequently
encounter situations in which competing moral obligations create tension between personal ethical convictions
and organisational requirements. Examination of the literature provides a foundation for understanding how such
tensions emerge and how leaders respond when confronted with complex ethical decisions.

Defining Ethics

Ethics refers to a system of moral principles that guides individual and organisational behaviour (French, 1995).
Hazels (2015) described ethics as a framework of rules and standards accepted by a society or group to regulate
conduct and encourage moral engagement. Moral awareness originates from an individual's understanding of
what is right and wrong and influences ethical conduct in both personal and professional contexts (Skubinn &
Herzog, 2016; Thayer, Johannesen, & Hardt, 1980).

Resnik (2011) conceptualised ethics as a set of norms that distinguish appropriate from inappropriate conduct
while promoting consistency in decision-making and problem-solving processes. Ethical behaviour extends
beyond compliance with prescribed rules and emerges through internalised moral attitudes, values, and
dispositions (Alfano, Rusch, & Uhl, 2018). Etymologically, the concept originates from the Greek term ethos,
which denotes the customs, character, and practices of a community or individual (Moriarty, 2012).

Demonstrations of ethical behaviour are commonly reflected through honesty, integrity, objectivity, humility,
openness, respect, care, and confidentiality (Johnson, 2018; Resnik, 2011). Ethical conduct therefore
encompasses both external behaviour and internal moral commitment, making ethics a multidimensional
construct relevant to leadership practice and organisational life.
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Personal Ethics

The concept of ethos also refers to the customs, norms, and values that regulate individual moral conduct
(Ambrose, Arnaud, & Schminke, 2007). Personal ethics emerge through the internalisation of moral values that
subsequently guide behaviour, decision-making, and problem-solving processes (Skubinn & Herzog, 2016). A
personal ethical framework serves as a foundation for self-leadership by influencing how individuals evaluate
alternatives, exercise judgment, and determine appropriate courses of action (Luxon, 2008).

Core dimensions of personal ethics include integrity, fairness, credibility, transparency, prudence, courage,
temperance, and justice (Johnson, 2018; Olson, 2013; Resnik, 2011). Ethical values shape personal choices
because individuals tend to evaluate actions according to deeply held beliefs regarding what ought to be done in
a particular situation (Abayomi, 2016; Skubinn & Herzog, 2016). Consequently, personal ethics contribute to
self-discipline, accountability, responsible conduct, and a commitment to minimising harm while promoting
fairness and human welfare (Miheli¢, Lipi¢nik, & Tekav¢ic, 2010; Skubinn & Herzog, 2016).

Gilligan’s (1982) Ethics of Care Theory provides additional insight into the relational dimensions of ethical
reasoning. Ethical judgments, according to Gilligan, frequently arise through relationships characterised by
compassion, empathy, responsiveness, and concern for vulnerable individuals. Unlike justice-oriented ethical
frameworks that prioritise rules and universal principles, the ethics of care perspective emphasises relational
responsibility and attentiveness to human needs. Relevance of the theory is particularly evident within
collectivist societies where moral legitimacy is often associated with humane orientation, communal support,
and protection of vulnerable members of society.

Organisational Ethics

Organisational ethics refers to the system of values, norms, principles, and behavioural expectations that govern
conduct within institutions (Lozano, 2005). Formal ethical frameworks generally include codes of conduct,
organisational policies, governance structures, and accountability mechanisms designed to guide decision-
making and regulate behaviour (Schwartz, 2002).

Development of organisational ethics is influenced by institutional culture, leadership values, strategic priorities,
and stakeholder expectations (Sekerka, Comer, & Godwin, 2014). Organisational ethical systems establish
standards for responsible behaviour and provide guidance regarding acceptable conduct within the workplace.
Effective ethical frameworks contribute to organisational citizenship, responsible leadership, accountability, and
trust among organisational members (McLeod, Tyge Payne, & Evert, 2016).

Alignment between organisational ethics and personal ethics often enhances organisational effectiveness,
whereas divergence between the two may generate ethical dilemmas requiring leaders to navigate competing
obligations and expectations. Leadership effectiveness therefore depends not only on policy compliance but also
on the ability to reconcile organisational requirements with broader moral responsibilities.

Ethical Leadership

Ethical Leadership Theory provides a useful framework for understanding leadership behaviour during ethical
conflict. Brown, Trevifio, and Harrison (2005) defined ethical leadership as the demonstration of normatively
appropriate conduct through personal actions, interpersonal relationships, communication, and reinforcement
processes. Ethical leaders influence followers by modelling fairness, integrity, accountability, and concern for
others.

Influence exerted by ethical leaders extends beyond enforcing organisational rules. Protection of stakeholder
welfare, promotion of ethical cultures, and preservation of organisational integrity constitute equally important
dimensions of ethical leadership. Moral credibility often emerges when leaders consistently align decisions with
ethical principles, even under conditions of uncertainty and risk.
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Complex organisational environments frequently require leaders to balance procedural requirements with
humanitarian concerns. Ethical Leadership Theory therefore provides a valuable lens through which to examine
leadership responses to situations characterised by competing ethical obligations and conflicting priorities.

Individual Morals and Organisational Ethics

Relationships between personal morality and organisational ethics remain a central concern within leadership
scholarship. Johnson (2018) argued that organisations must actively resist behaviours that undermine ethical
conduct, including deception, exclusion, bureaucratic indifference, and self-serving decision-making. Ethical
cultures emerge when leaders and organisational members collectively reinforce moral values and responsible
conduct.

Research suggests that organisational culture often represents the institutionalisation of personal values shared
by influential organisational actors (Carlson & Perrewe, 1995; Foote & Ruona, 2008; Koh & Boo, 2001; Sims,
1991). Ethical tensions may nevertheless arise when personal values differ from organisational expectations or
when organisational systems fail to address contextual realities adequately.

Kantian ethics highlights the complexity of such conflicts. Kant's moral philosophy emphasises treating
individuals as ends in themselves rather than as means to organisational objectives. Practical organisational
realities, however, often prioritise efficiency, performance outcomes, and institutional goals. Tensions between
human dignity and organisational interests therefore create ethical dilemmas requiring careful moral judgment
(Szkudlarek, 2009).

Ethical Perspectives
Utilitarianism

Utilitarianism advocates decision-making that maximises benefits for the greatest number of people (Sen,
Williams, & Williams, 1982). Ethical legitimacy is determined primarily by consequences rather than intentions.
Application of utilitarian reasoning frequently encourages leaders to evaluate potential outcomes and select
alternatives that generate the greatest collective good.

Limitations of utilitarianism emerge when individual interests are sacrificed for broader organisational or
societal benefits. Predicting consequences also remains inherently difficult, creating uncertainty regarding the
ethical appropriateness of decisions (Johnson, 2018; Williams & Smart, 1973). Ethical conflicts may therefore
arise when beneficial outcomes for the majority impose significant costs on vulnerable individuals.

Justice as Fairness

Justice as Fairness emphasises equitable treatment and impartiality in decision-making (Johnson, 2018). Ethical
legitimacy derives from consistency, fairness, and equal treatment of individuals facing similar circumstances.
Application of justice-based approaches within organisations may become challenging because individuals often
encounter vastly different circumstances, needs, and vulnerabilities. Uniform treatment may therefore fail to
achieve equitable outcomes, creating tension between procedural fairness and contextual responsiveness.

Pragmatism
Pragmatism emphasises transparent, evidence-based processes that facilitate effective decision-making

(Johnson, 2018). Dewey's pragmatic perspective advocates systematic inquiry and rational evaluation when
addressing complex problems.
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Exclusive reliance on procedural rationality, however, may neglect moral and relational dimensions of
leadership. Ethical challenges involving human suffering, vulnerability, or compassion frequently require leaders
to consider values that cannot be fully captured through technical or scientific approaches to decision-making.

Altruism

Altruism emphasises selfless concern for the welfare of others and encourages actions intended to benefit
individuals or communities, even at personal cost (Darlington & Macker, 1966). Leaders guided by altruistic
principles frequently prioritise service, care, and humanitarian responsibility. Potential tensions between
altruistic behaviour and organisational ethics may arise when compassionate actions conflict with established
policies or procedural requirements. Such tensions are particularly evident within collectivist cultures where
leaders are often expected to assume parental or protective responsibilities toward followers (Hoffman, 1975).

Kohlberg’s Moral Development Theory

Kohlberg’s Moral Development Theory provides an important framework for understanding ethical reasoning
among leaders. Moral development, according to Kohlberg (1981, 1984), progresses through successive stages
that move individuals from obedience-based morality toward principled ethical reasoning grounded in universal
values.

Higher levels of moral development involve decisions guided by justice, human dignity, and ethical principles
rather than unquestioning compliance with authority or institutional rules. Leaders operating at advanced stages
of moral reasoning demonstrate a greater capacity to navigate ethical complexity, evaluate competing
obligations, and make judgments that prioritise human welfare and moral integrity.

Application of Moral Development Theory within leadership studies helps explain why some leaders choose
humanitarian intervention or compassionate action even when organisational procedures discourage such
responses. Ethical decision-making therefore reflects not only organisational expectations but also the moral
maturity of the decision-maker.

Transformational Leadership Theory

Transformational Leadership Theory originated from the work of Burns (1978) and was later expanded by Bass
(1985). Central to the theory is the proposition that leaders inspire followers to pursue goals that transcend
personal interests and contribute to collective well-being. Transformational leaders exert influence through
idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration (Bass &
Riggio, 2000).

Moral dimensions occupy a prominent place within transformational leadership. Commitment to justice,
compassion, service, and responsibility encourages followers to embrace values that support both organisational
objectives and human development. Research indicates that transformational leadership contributes to
organisational citizenship behaviour, moral courage, and commitment to the common good (Avolio &
Yammarino, 2013). Relevance of the theory to ethical leadership becomes particularly evident when leaders
must balance competing ethical responsibilities while addressing complex organisational challenges.
Transformational leaders frequently seek solutions that uphold both moral principles and organisational
effectiveness.

Spiritual Leadership Theory

Spiritual Leadership Theory emphasises the role of meaning, purpose, faith, and service in leadership practice.
Fry (2003) argued that spiritual leadership fosters organisational commitment and ethical behaviour through the
cultivation of vision, hope, faith, altruistic love, stewardship, and service. Faith-based organisations frequently
draw upon spiritual values as foundational sources of ethical guidance.
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Accountability to God, stewardship of resources, service to humanity, and commitment to moral principles often
shape leadership decisions during periods of ethical uncertainty. Spiritual Leadership Theory therefore offers a
valuable framework for understanding ethical reasoning within Christian organisations.

Research has increasingly recognised spirituality as an influential factor in organisational effectiveness and
ethical behaviour (Ashmos & Duchon, 2000; Zsolnai, 2011). Blackaby and Blackaby (2011) further argued that
leadership behaviour is significantly influenced by spiritual convictions and perceptions of divine guidance.
Reave (2005) similarly identified spirituality as a source of personal moral principles that shape leadership
conduct. Empirical evidence suggests that spirituality contributes positively to individual well-being,
organisational commitment, and ethical behaviour (Nasir et al., 2014). Consequently, spiritual values often
function as higher-order moral frameworks that influence how leaders interpret ethical responsibilities and
evaluate competing organisational demands.

Cultural and Indigenous Perspectives on Ethical Leadership

Growing recognition of cultural influences on leadership has prompted increased scholarly attention to
indigenous and contextually grounded ethical frameworks. Studies conducted by Lu, Rose, and Blodgett (1999)
and Okpara (2014) demonstrated that cultural values significantly influence ethical perceptions and decision-
making processes. Ethical leadership therefore cannot be fully understood without considering the cultural
contexts within which leaders operate.

Cross-cultural leadership research indicates substantial differences between individualistic and collectivist
societies regarding leadership expectations, ethical priorities, and decision-making approaches (Aycan, 2008;
Dickson, Den Hartog, & Mitchelson, 2003; Weaver, 2001).

Leadership behaviours considered appropriate within Western contexts may not necessarily align with ethical
expectations in African or Asian societies. Ubuntu represents one of the most influential indigenous African
ethical frameworks. Principles associated with Ubuntu emphasise interconnectedness, communal responsibility,
dignity, reciprocity, and collective well-being (Mbigi & Maree, 1995; Tutu, 1999). Ethical legitimacy emerges
through service to others, preservation of relationships, and promotion of communal flourishing.

Comparable collectivist values are evident within many Asian societies. Concepts such as Kapwa in the
Philippines emphasise shared identity, mutual care, relational accountability, and communal responsibility
(Enriquez, 1992). Ethical decision-making within such contexts is frequently shaped by concern for relational
harmony and collective welfare rather than individual autonomy.

Cultural perspectives therefore challenge universal leadership models that prioritise procedural compliance and
individual rights while neglecting relational and communal dimensions of ethical responsibility. Understanding
ethical leadership within multicultural environments requires recognition of the cultural foundations that shape
moral reasoning, accountability, and leadership behaviour.
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The conceptual framework explains how leaders navigate ethical dilemmas within Christian non-profit
organizations. Integration of Ethical Leadership Theory, Transformational Leadership Theory, Moral
Development Theory, Spiritual Leadership Theory, and Cultural and Indigenous Leadership Perspectives
provides a comprehensive understanding of the factors influencing ethical decision-making.
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The framework begins with four key influences: cultural values, personal convictions, organizational context,
and contextual realities. Cultural values shape perceptions of responsibility, care, justice, and accountability.
Personal convictions include integrity, honesty, fairness, compassion, and moral reasoning. Organizational
context consists of policies, governance systems, accountability mechanisms, stakeholder expectations, and
organizational culture. Contextual realities include economic conditions, legal requirements, resource
constraints, crises, and environmental pressures that influence leadership decisions.

Interaction among these factors activates the internal moral process, where leaders engage in moral awareness,
reflection, ethical reasoning, and evaluation of alternative actions. Ethical dilemmas emerge when personal
ethical convictions regarding what ought to be done conflict with organizational expectations regarding what is
required to be done.

Ethical Leadership Theory occupies the centre of the framework by explaining how leaders translate moral
reasoning into ethical behaviour through integrity, fairness, accountability, communication, and concern for
others (Brown et al., 2005). Ethical decision-making involves evaluating competing obligations, considering
stakeholder interests, assessing consequences, and selecting ethically responsible actions.

Transformational Leadership Theory explains how leaders respond with courage, sacrifice, and commitment to
higher purposes when ethical decisions involve risk or uncertainty (Bass & Riggio, 2006). Spiritual Leadership
Theory contributes stewardship, service, faith, and accountability to God, while Moral Development Theory
explains the moral reasoning process underlying ethical judgment.

The framework culminates in outcomes at individual, organizational, stakeholder, and societal levels. Mission
effectiveness and sustainable leadership represent the ultimate outcomes, reflecting an organization's ability to
achieve its purpose while maintaining ethical integrity, stakeholder trust, organizational legitimacy, and long-
term impact. Continuous ethical learning and development strengthen leadership effectiveness and ethical
decision-making over time.

RESEARCH METHODOLOGY

A qualitative phenomenological research design guided the investigation of ethical dilemmas experienced by
leaders serving within Christian non-profit organisations. Emphasis was placed on understanding how leaders
experienced tensions between personal ethical convictions and organisational expectations while making
decisions within complex and often uncertain environments. Exploration centred on the meanings participants
attributed to ethical conflict, moral reasoning, leadership responsibility, and decision-making processes
(Moustakas, 1994).

Phenomenology seeks to understand lived experiences from the perspectives of individuals who have directly
encountered a particular phenomenon. Ethical dilemmas involve subjective interpretation, contextual judgment,
spiritual reflection, emotional engagement, and relational considerations that are difficult to capture through
quantitative approaches. Adoption of a phenomenological design therefore enabled an in-depth exploration of
how leaders interpreted competing moral obligations, reconciled organisational requirements with personal
convictions, and responded to humanitarian, cultural, spiritual, and organisational challenges.

Ethical Leadership Theory (Brown et al., 2005), Transformational Leadership Theory (Bass & Riggio, 2006),
Spiritual Leadership Theory (Fry, 2003), and Moral Development Theory (Kohlberg, 1984) provided the
theoretical foundation for the study. Integration of these perspectives facilitated examination of ethical judgment,
leadership influence, moral reasoning, spirituality, and cultural interpretation within diverse organisational
contexts. The combined theoretical perspectives also informed the development of the emerging Contextual
Moral Stewardship Perspective proposed by the study.

Research Design

An interpretivist paradigm underpinned the research process. Interpretivism assumes that reality is socially
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constructed and that meaning emerges through human interaction, experience, and interpretation (Creswell &
Poth, 2018). Ethical dilemmas do not exist independently of context; rather, leaders interpret ethical situations
through personal values, spiritual beliefs, cultural norms, organisational expectations, and environmental
realities.

An interpretivist orientation was particularly appropriate because the study sought to understand how leaders
constructed meaning around ethical conflict and how those meanings influenced leadership behaviour. Focus on
subjective experience enabled a deeper understanding of ethical decision-making processes within complex
organisational settings characterised by competing moral obligations.

Population and Sample Selection

Senior leaders serving within Christian non-profit organisations across Africa and Asia constituted the target
population. Leadership responsibilities included organisational oversight, strategic decision-making, personnel
management, and regular engagement with ethical challenges. Eligibility criteria required participants to possess
direct experience with situations involving tensions between personal values and organisational expectations.

Purposive sampling was employed to identify information-rich participants capable of providing detailed
insights into the phenomenon under investigation (Patton, 2015). Selection focused on individuals with
substantial leadership experience and demonstrated exposure to ethical dilemmas involving organisational
policy, humanitarian concerns, spiritual conviction, and cultural expectations.

The final sample consisted of eight senior leaders representing Zimbabwe, South Africa, Zambia, Nigeria,
Ghana, Coéte d’Ivoire, the Philippines, and South Korea. Inclusion of participants from multiple countries
enhanced contextual diversity and facilitated cross-cultural examination of ethical leadership experiences.

Data Collection Methods

Semi-structured interviews served as the primary method of data collection. Use of semi-structured interviews
ensured consistency across participants while providing sufficient flexibility for respondents to describe
experiences, perceptions, and reflections in their own words (Kvale & Brinkmann, 2015). Open-ended
questioning encouraged detailed discussion of ethical dilemmas, decision-making processes, spiritual influences,
cultural considerations, accountability mechanisms, and organisational responses.

Yin (2018) emphasised the importance of asking focused and relevant questions when investigating complex
human experiences. Interview procedures therefore required flexibility, active listening, and the ability to pursue
emerging themes while maintaining alignment with the research objectives. Data collection focused on
understanding actions taken during ethical conflicts, factors influencing decision-making, and approaches
employed to reconcile personal ethics with organisational expectations.

Follow-up questions were used to clarify responses, explore emerging issues, and deepen understanding of
participant experiences. Data collection continued until sufficient richness and depth had been achieved to
address the research questions comprehensively. The following open-ended interview questions guided data
collection:

Table 1: Guiding questions interrogating data

Interview Questions Theoretical Framework

1) Have you made decisions conflicting organizational | Determining morals that govern an individual's
policies? values, and ascertain commitment to personal doctrine
or system of life (Abaymi, 2016).

Morality is considered intrinsically ingrained, learned
through the progression of consciousness of the desire
to do the right thing (Simpson, 2017).

2) What decisions have you made that conflicted with
organization policies?
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Ethical decision requires critical process, avoiding
reputational damage on self and organization (Foote

T : . o
3) What legal implications did the decision have? & Ruona, 2008)

Applying Kant’s categorical perspective, doing good
to everyone (Johnson, 2018).

4) How did your personal ethics conflict with the organizational

. . o
cthics, and why did you choose your decision? Choosing to do the right thing, regardless of the cost

(Johnson, 2018; Kim et al., 2015).

5) How would you place your morals when there is a conflict

: S . o
with the organizational requirement? Ethical decision making follows the process, applying

ethical codes to ensure fairness, and justice (Johnson,

6) What compromise do you take when the cons weigh more 2018; Wotruba, Chonko, & Loe, 2001).

than the pros?

Ethical actions require cognitive dissonance and
rationality (Kaptein, 2013).

7) How do you defend your actions when you make radical
decisions? Personal ethics and organizational ethics require
behavioral congruence (Elango et al., 2010).

8) How do you then re-align your ethics to organizational
ethics?

Ethical Considerations

Ethical principles guided all stages of the research process. Procedures adhered to established standards relating
to informed consent, voluntary participation, confidentiality, anonymity, and protection from harm (Israel &
Hay, 2006). Participants received detailed information regarding the purpose of the study, participation
requirements, potential benefits, potential risks, and their right to withdraw from the study at any stage without
consequence.

Protection of participant confidentiality remained a priority throughout data collection, analysis, and reporting.
Personal identifiers were removed from interview transcripts, and findings were reported using country
identifiers rather than individual names. Secure storage and management of research data minimised risks to
participants and safeguarded sensitive organisational information.

Respect for participant autonomy, dignity, and privacy informed all interactions throughout the research process.
Ethical conduct during data collection contributed to the credibility and integrity of the study while promoting
trust between the researcher and participants.

Data Analysis

Data analysis followed thematic analysis procedures informed by Saldafia’s (2021) coding framework. Interview
transcripts were reviewed repeatedly to facilitate familiarisation with the data and identify significant patterns.
The coding process followed a two-cycle qualitative analysis approach consistent with phenomenological
research (Saldafia, 2021). During the first cycle, open coding was employed to identify significant statements,
meanings, actions, values, and experiences reflected in participant narratives. Codes remained closely aligned
with participants’ language to preserve the authenticity of lived experiences. These included emergency medical
assistance, faith-informed decision-making, community obligation, acceptance of risk, and decision
documentation.

Page 8507
www.rsisinternational.org


http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue V May 2026

During the second cycle, focused coding was used to consolidate related codes into broader conceptual
categories. Categories such as Humanitarian Responsibility, Contextual Decision-Making, Relational
Accountability, Spiritual Stewardship, Cultural Ethical Frameworks, Moral Courage, and Organisational
Accountability emerged through constant comparison across participant accounts. These categories were
subsequently synthesised into eight overarching themes: Compassionate and Humanitarian Ethical Leadership;
Contextual and Crisis Ethical Decision-Making; Collectivist and Relational Ethical Leadership; Spiritual and
Moral Foundations of Leadership; Adaptive Leadership and Ethical Reintegration; Moral Courage and
Sacrificial Leadership; Ethical Tension Between Organisational Requirements and Humanitarian Responsibility;
and Cultural and Indigenous Ethical Frameworks. that addressed the research questions and informed the
conceptualisation of the Contextual Moral Stewardship Perspective (CMSP). The coding structure provided
a transparent audit trail linking participant narratives to thematic findings and theoretical interpretation, thereby
enhancing the credibility, dependability, and trustworthiness of the study (Lincoln & Guba, 1985; Saldafia,
2021).

Trustworthiness

To ensure the rigor and quality of the study, trustworthiness was established using the criteria of credibility,
dependability, confirmability and transferability proposed by Lincoln and Guba (1985). The criteria provide a
framework for evaluating the quality of qualitative research and ensuring that the findings accurately represent
participants’ lived experiences.

Credibility

Credibility refers to the extent to which the findings accurately reflect participants’ perspectives and experiences
(Lincoln & Guba, 1985). Several strategies were employed to enhance credibility. First, semi-structured
interviews enabled participants to provide detailed accounts of ethical dilemmas and leadership experiences
within their organisational contexts. Follow-up questions were used to clarify meanings and explore emerging
issues in greater depth. Second, interview transcripts were reviewed repeatedly during the analysis process to
ensure that interpretations remained grounded in participants’ narratives. Third, thematic patterns were compared
across participants from different countries and cultural contexts to identify areas of convergence and divergence.
Such cross-case comparisons strengthened confidence that the themes reflected shared experiences rather than
isolated viewpoints.

Dependability

Dependability concerns the consistency and stability of the research process over time (Lincoln & Guba, 1985).
An audit trail was maintained throughout the study to document methodological decisions, coding procedures,
theme development, and analytical reflections. Data analysis followed a systematic two-cycle coding process
informed by Saldafia (2021), beginning with open coding and progressing to focused coding and thematic
synthesis. Maintaining detailed records of analytical decisions enhanced transparency and enabled the
progression from raw data to final themes to be clearly traced. Consistent application of the interview protocol
across all participants further supported the dependability of the study.

Confirmability

Confirmability refers to the degree to which the findings are derived from participant data rather than researcher
assumptions or biases (Lincoln & Guba, 1985). To enhance confirmability, reflexive practices were employed
throughout the research process. The researcher maintained reflective notes documenting personal assumptions,
emerging interpretations, and potential sources of bias. These reflections helped distinguish participants’
perspectives from the researcher’s own views. In addition, coding and theme development were grounded in
verbatim interview data, ensuring that interpretations remained closely aligned with participants’ accounts. The
inclusion of representative quotations in the findings section further supports the transparency and confirmability
of the analysis.
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Transferability

Transferability refers to the extent to which the findings may be applicable to other contexts or settings (Lincoln
& Guba, 1985). Although qualitative research does not seek statistical generalisation, rich descriptions of
participants, organisational contexts, and cultural environments were provided to enable readers to determine
the relevance of the findings to their own settings. The inclusion of senior leaders from Christian non-profit
organisations across multiple countries in Africa and Asia provided diverse perspectives on ethical leadership
and enhanced the contextual breadth of the study. Detailed descriptions of the research setting, participant
experiences, and thematic findings support informed judgments regarding the potential transferability of the
results.

These strategies enhanced the trustworthiness of the study by ensuring that the findings were credible,
dependable, confirmable, and contextually meaningful. The systematic application of trustworthiness procedures
strengthened the integrity of the research process and increased confidence in the study’s conclusions regarding
ethical leadership within Christian non-profit organisations.

FINDINGS AND RESULTS

Analysis of the interview data generated 208 coded occurrences, which were consolidated into eight interrelated
themes explaining how senior leaders within Christian non-profit organisations maintain moral behaviour when
confronted with conflicts between personal ethics and organisational ethics. Frequency counts were used to
indicate the relative prominence of themes across participant responses rather than to establish statistical
significance. Collectively, the findings demonstrate that ethical leadership is shaped by the interaction of
humanitarian concern, contextual realities, relational responsibility, spirituality, culture, organisational
accountability, and moral courage.

Compassionate and Humanitarian Ethical Leadership (34 occurrences; 16.3%)

Compassionate and Humanitarian Ethical Leadership emerged as the most prominent theme, accounting for 34
coded occurrences (16.3%). Participants consistently prioritised the protection of life, care for vulnerable
individuals, staff welfare, family support, and humanitarian intervention when organisational policies appeared
insufficient to address urgent needs. Preservation of human dignity frequently served as the primary justification
for decisions that diverged from established procedures. Ethical legitimacy was therefore closely associated with
responsiveness to human suffering and commitment to serving others. Findings suggest that humanitarian
concern represents the dominant influence on ethical leadership behaviour across diverse cultural and
organisational contexts.

Contextual and Crisis Ethical Decision-Making (31 occurrences; 14.9%)

Contextual and Crisis Ethical Decision-Making generated 31 coded occurrences (14.9%), making it the second
most prominent theme. Economic instability, political uncertainty, humanitarian crises, organisational
constraints, and social vulnerability frequently influenced leadership decisions. Participants emphasised that
organisational policies were often developed without fully accounting for local realities, requiring leaders to
exercise contextual judgment and adaptive decision-making. Ethical leadership therefore involved balancing
organisational expectations with rapidly changing circumstances and practical realities. Findings indicate that
context significantly influences how ethical dilemmas are interpreted and resolved.

Collectivist and Relational Ethical Leadership (29 occurrences; 13.9%)

Collectivist and Relational Ethical Leadership accounted for 29 coded occurrences (13.9%). Participants
consistently emphasised communal responsibility, relational accountability, family welfare, partnership
preservation, and collective well-being when describing ethical decisions. African leaders highlighted communal
obligations and social responsibility, whereas Asian leaders emphasised relational harmony, shared
responsibility, and group cohesion. Ethical decision-making was frequently evaluated according to its impact on
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relationships and communities rather than solely on procedural compliance. The prominence of this theme
demonstrates the importance of relational ethics within both African and Asian leadership contexts.

Spiritual and Moral Foundations of Leadership (24 occurrences; 11.5%)

Spiritual and Moral Foundations of Leadership generated 24 coded occurrences (11.5%). References to faith,
stewardship, accountability before God, service, conscience, and spiritual conviction appeared consistently
across participant responses. Ethical leadership was commonly described as a spiritual responsibility rather than
merely an administrative role. Spiritual values provided a moral framework through which leaders interpreted
ethical dilemmas and justified decisions that involved organisational risk. Findings suggest that spirituality
serves as a foundational source of ethical guidance within Christian non-profit organisations.

Cultural and Indigenous Ethical Frameworks (24 occurrences; 11.5%)

Cultural and Indigenous Ethical Frameworks also accounted for 24 coded occurrences (11.5%). Participants
frequently referred to culturally embedded values that shaped perceptions of justice, accountability,
responsibility, and care. African respondents described ethical obligations consistent with Ubuntu, including
interconnectedness, communal support, and mutual responsibility. Participants from Asian contexts emphasised
relational harmony, collective responsibility, and concepts similar to Kapwa. Ethical reasoning was therefore
strongly influenced by cultural worldviews that shaped leaders’ understanding of moral responsibility and
organisational expectations.

Adaptive Leadership and Ethical Reintegration (23 occurrences; 11.1%)

Adaptive Leadership and Ethical Reintegration generated 23 coded occurrences (11.1%). Participants rarely
viewed ethical conflict as a basis for rejecting organisational accountability. Instead, leaders described efforts to
reconcile controversial decisions with organisational structures through transparency, consultation, reporting,
policy review, and stakeholder engagement. Ethical leadership involved adapting to extraordinary circumstances
while maintaining commitment to organisational stewardship and institutional trust. Findings suggest that ethical
conflicts often became opportunities for organisational learning and ethical reflection.

Moral Courage and Sacrificial Leadership (22 occurrences; 10.6%)

Moral Courage and Sacrificial Leadership accounted for 22 coded occurrences (10.6%). Participants frequently
described accepting personal, professional, and organisational risks when they believed humanitarian
intervention or moral responsibility required action. Several leaders reported experiences involving audits,
disciplinary reviews, organisational scrutiny, or criticism following controversial decisions. Commitment to
ethical principles often required personal sacrifice and willingness to endure consequences associated with
decisions perceived as morally necessary. Findings highlight the importance of courage in navigating complex
ethical environments.

Ethical Tension Between Organisational Requirements and Humanitarian Responsibility (21
occurrences; 10.1%)

Ethical Tension Between Organisational Requirements and Humanitarian Responsibility generated 21 coded
occurrences (10.1%), making it the least frequent yet conceptually significant theme. Participants repeatedly
described situations in which organisational policies, financial controls, donor restrictions, welfare procedures,
or reporting requirements conflicted with urgent humanitarian needs. Ethical dilemmas emerged when leaders
were required to balance compliance with perceived responsibilities toward vulnerable individuals and
communities. Such tensions illustrate the complexity of ethical leadership within mission-driven organisations
where multiple legitimate obligations compete for priority.
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Integrated Interpretation of the Findings

Frequency analysis reveals a clear pattern regarding the factors that most strongly influenced ethical leadership.
Compassionate and Humanitarian Ethical Leadership, Contextual and Crisis Ethical Decision-Making, and
Collectivist and Relational Ethical Leadership collectively accounted for 94 coded occurrences (45.1%) of the
dataset, indicating that humanitarian concern, contextual realities, and relational responsibility were the
dominant influences on ethical decision-making.

When Spiritual and Moral Foundations of Leadership and Cultural and Indigenous Ethical Frameworks are
included, the cumulative total increases to 142 coded occurrences (68.3%). Such concentration demonstrates
that ethical leadership within Christian non-profit organisations is primarily shaped by compassion, spirituality,
culture, contextual awareness, and relational accountability rather than by procedural compliance alone.

The remaining themes—Adaptive Leadership and Ethical Reintegration, Moral Courage and Sacrificial
Leadership, and Ethical Tension Between Organisational Requirements and Humanitarian Responsibility—
accounted for 66 coded occurrences (31.8%). These themes illuminate how leaders managed organisational
consequences, justified ethically contentious decisions, maintained accountability, and reconciled competing
obligations following ethical conflict.

Overall, the findings indicate that ethical leadership is a dynamic process of balancing multiple legitimate
responsibilities rather than choosing between ethical and unethical alternatives. Participants consistently
navigated tensions among humanitarian needs, spiritual convictions, cultural expectations, organisational
accountability, and contextual realities. Ethical leadership therefore emerged as an integrative practice grounded
in moral responsibility, relational stewardship, contextual judgment, and commitment to human dignity. These
findings provide strong support for the emerging Contextual Moral Stewardship Perspective, which
conceptualises ethical leadership as the integration of humanitarian concern, spiritual conviction, cultural values,
contextual awareness, moral courage, relational accountability, and organisational stewardship.

Table 1: Summary of Findings

Broad Theme Representative Codes Codes | Freq | % Research  Question
Addressed

Compassionate and | Ethics of care, compassionate | 8 34 16.3 | RQ1, RQ2, RQ4

Humanitarian Ethical | intervention, humanitarian response,

Leadership protection of life, family welfare,

communal  support,  humanitarian
rescue, dignity preservation

Contextual and Crisis | Contextual leadership, adaptive | 9 31 14.9 | RQ1, RQ2, RQ6
Ethical Decision-Making | leadership, situational ethics, crisis
intervention, rapid response, operational
flexibility, = contextual  adaptation,
strategic ~ ethics,  outcome-oriented

leadership
Collectivist and | Communal responsibility, relational | 8 29 13.9 | RQ2, RQ4, RQ6
Relational Ethical | integrity, relational harmony, collective
Leadership care, family preservation, partnership

ethics, relational loyalty, communal

obligation
Spiritual and  Moral | Spiritual accountability, faith-guided | 7 24 11.5 | RQ2, RQ3
Foundations of | ethics, conscience-led leadership,
Leadership ministry responsibility, accountability to

God, spiritual conviction, servant

leadership
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Cultural and Indigenous | Ubuntu, Kapwa, communal obligation, | 8 24 11.5 | RQ2, RQ6
Ethical Frameworks traditional morality, cultural adaptation,

collective endurance, indigenous ethics,

relational morality
Adaptive Leadership and | Leadership  adaptation, transparent | 7 23 11.1 | RQS5, RQ6
Ethical Reintegration reporting, accountability systems, policy

adaptation, organizational reintegration,

Leadership reform, financial

reconciliation
Moral  Courage and | Moral courage, sacrificial leadership, | 7 22 10.6 | RQ4, RQ6
Sacrificial Leadership leadership accountability, collective

sacrifice, mission commitment,

courageous  leadership, risk-taking

leadership
Ethical Tension Between | Organizational tension, Leadership | 7 21 10.1 | RQ1, RQ5
Organizational scrutiny, compliance conflict,
Requirements and | institutional rigidity, audit conflict,
Humanitarian policy resistance, legalistic ethics
Responsibility
Total 61 208 100

Compassionate and Humanitarian Ethical Leadership (Frequency = 34; 16.3%)

Compassionate and Humanitarian Ethical Leadership emerged as the most prominent theme, generating 34
coded occurrences and representing 16.3% of all coded responses. The theme appeared most strongly in Research
Questions 1, 2, and 4, which explored ethical conflicts, influences on ethical decision-making, and justification
of controversial decisions. Participants consistently prioritized the protection of life, care for vulnerable
individuals, staff welfare, and support for struggling families when confronted with ethical dilemmas.

Respondents described situations involving emergency medical assistance, humanitarian intervention, staff
support, and financial assistance that required deviation from organizational procedures. Humanitarian concern
frequently outweighed procedural considerations when participants perceived immediate threats to human well-
being. Findings suggest that preservation of human dignity served as a primary ethical consideration influencing
leadership behavior across all respondents.

Contextual and Crisis Ethical Decision-Making (Frequency = 31; 14.9%)

Contextual and Crisis Ethical Decision-Making generated 31 coded occurrences, representing 14.9% of the data.
The theme contributed primarily to Research Questions 1, 2, and 6. Participants repeatedly emphasized that
economic instability, political unrest, conflict, inflation, and social vulnerability influenced ethical judgment and
leadership responses.

Leaders frequently operated in environments where existing policies failed to address local realities. Ethical
decisions therefore required adaptation to rapidly changing circumstances. Findings indicate that contextual
awareness played a critical role in leadership decision-making, particularly when urgent situations demanded
immediate action beyond established organizational procedures.

Collectivist and Relational Ethical Leadership (Frequency = 29; 13.9%)

Collectivist and Relational Ethical Leadership accounted for 29 coded occurrences (13.9%) and contributed
significantly to Research Questions 2, 4, and 6. Participants consistently emphasized communal responsibility,
relational accountability, family welfare, team cohesion, and partnership preservation when explaining ethical
decisions.
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African respondents highlighted communal obligations, collective well-being, and social responsibility, while
Asian respondents emphasized relational harmony, family commitments, and group cohesion. Ethical decisions
frequently reflected concern for relationships and communities rather than individual interests. Findings suggest
that ethical leadership operates through a relational framework in which responsibility extends beyond
organizational boundaries.

Spiritual and Moral Foundations of Leadership (Frequency = 24; 11.5%)

Spiritual and Moral Foundations of Leadership generated 24 coded occurrences, representing 11.5% of the data.
The theme contributed primarily to Research Questions 2 and 3, which explored factors influencing ethical
decision-making and the role of spirituality in leadership.

Participants frequently referred to stewardship, accountability to God, compassion, service, faith, and moral
responsibility when describing ethical decisions. Spiritual convictions shaped interpretation of ethical dilemmas
and provided guidance during situations where organizational procedures appeared insufficient. Findings
demonstrate that spirituality functioned as an important source of ethical direction across all participating
countries.

Cultural and Indigenous Ethical Frameworks (Frequency = 24; 11.5%)

Cultural and Indigenous Ethical Frameworks also generated 24 coded occurrences (11.5%) and contributed
primarily to Research Questions 2 and 6. Cultural values influenced perceptions of accountability, justice,
responsibility, and care across both African and Asian contexts.

African participants frequently referred to communal solidarity, mutual care, and collective responsibility,
reflecting principles associated with Ubuntu. Asian participants emphasized relational harmony, Kapwa,
collective responsibility, and family obligations. Findings indicate that ethical reasoning is deeply embedded
within cultural frameworks that shape how leaders interpret ethical responsibilities and organizational
expectations.

Adaptive Leadership and Ethical Reintegration (Frequency = 23; 11.1%)

Adaptive Leadership and Ethical Reintegration generated 23 coded occurrences, accounting for 11.1% of all
codes. The theme contributed primarily to Research Questions 5 and 6, which explored ethical realignment and
management of organizational risk.

Participants rarely rejected organizational accountability after controversial decisions. Instead, respondents
sought transparency, reporting, consultation, policy adaptation, and reconciliation with leadership structures.
Findings suggest that leaders viewed ethical conflicts as situations requiring organizational learning, adaptation,
and reintegration rather than separation from organizational systems.

Moral Courage and Sacrificial Leadership (Frequency = 22; 10.6%)

Moral Courage and Sacrificial Leadership generated 22 coded occurrences, representing 10.6% of the dataset.
The theme appeared most strongly in Research Questions 4 and 6. Participants frequently accepted personal,
professional, and organizational risks when they believed humanitarian intervention or ministry effectiveness
required action.

Several respondents reported audits, disciplinary reviews, compliance investigations, and leadership scrutiny
following controversial decisions. Despite such consequences, participants remained committed to decisions
they believed served a greater moral purpose. Findings indicate that ethical leadership often required courage to
act despite potential organizational repercussions.
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Ethical Tension Between Organizational Requirements and Humanitarian Responsibility (Frequency =
21;10.1%)

Ethical Tension Between Organizational Requirements and Humanitarian Responsibility generated 21 coded
occurrences, representing 10.1% of all coded responses. The theme contributed primarily to Research Questions
1 and 5. Participants repeatedly described situations where organizational policies conflicted with urgent
humanitarian needs, staff welfare concerns, or community crises.

Tensions frequently involved donor restrictions, procurement requirements, financial controls, welfare policies,
and reporting obligations. Leaders often balanced accountability to organizational systems against perceived
responsibility toward vulnerable individuals and communities. Findings suggest that ethical dilemmas emerged
most frequently when humanitarian needs and organizational requirements competed for priority.

Summary of Findings

Frequency analysis and thematic analysis reveal that Compassionate and Humanitarian Ethical Leadership (34
occurrences), Contextual and Crisis Ethical Decision-Making (31 occurrences), and Collectivist and Relational
Ethical Leadership (29 occurrences) were the most dominant themes, accounting for 94 coded occurrences
(45.1%) of the total dataset. Together with Spiritual and Moral Foundations of Leadership and Cultural and
Indigenous Ethical Frameworks, these themes accounted for 142 coded occurrences (68.3%), indicating that
ethical leadership was primarily shaped by humanitarian concern, contextual realities, relational responsibility,
spirituality, and culture.

Integration of the themes across the six research questions demonstrates that ethical dilemmas rarely involved
choices between ethical and unethical behaviour. Participants instead navigated competing moral obligations
involving human welfare, organizational accountability, spiritual convictions, cultural expectations, and
leadership responsibility. Ethical leadership therefore emerged as a process of balancing multiple legitimate
responsibilities while seeking outcomes that preserved human dignity, organizational integrity, and mission
effectiveness.

Integrated Interpretation

The ranking analysis confirms that ethical leadership within the study is fundamentally humanitarian and
relational in nature. Compassionate and Humanitarian Ethical Leadership, Contextual and Crisis Ethical
Decision-Making, Collectivist and Relational Ethical Leadership, and Spiritual and Moral Foundations of
Leadership collectively account for 142 CODED OCCURRENCES (68.3%). These findings demonstrate that
respondents primarily grounded ethical decision-making in compassion, contextual awareness, relational
responsibility, and spiritual conviction.

The remaining themes illustrate how leaders managed the organizational consequences of such decisions.
Adaptive Leadership and Ethical Reintegration, Moral Courage and Sacrificial Leadership, and Ethical Tension
Between Leadership and Humanitarian Responsibility reveal the mechanisms through which leaders balanced
personal ethics with institutional accountability. Cultural and Indigenous Ethical Frameworks provided the moral
context shaping ethical interpretation across all national settings.

Overall, the frequency ranking reinforces the qualitative findings that ethical leadership in Christian non-profit
organizations functions primarily through humanitarian responsiveness, contextual adaptation, relational
stewardship, and spiritual accountability, while Leadership structures remain important but secondary
considerations when leaders confront urgent human needs.

DISCUSSIONS

Analysis revealed that ethical leadership within Christian non-profit organisations is shaped by the interaction
of humanitarian concern, contextual realities, relational responsibility, spirituality, culture, organisational
accountability, and moral courage. The eight themes collectively address the six research questions and provide
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insight into how leaders navigate conflicts between personal ethics and organisational ethics across diverse
cultural contexts.

Compassionate and Humanitarian Ethical Leadership (RQ1, RQ4, and RQ6)

Compassionate and Humanitarian Ethical Leadership emerged as the most prominent theme, accounting for
16.3% of all coded occurrences. Participant accounts revealed that preservation of human dignity, protection of
life, staff welfare, and support for vulnerable individuals frequently influenced ethical decision-making.
Humanitarian concern often became the primary consideration when organisational policies appeared
insufficient to address urgent needs.

The theme directly addresses RESEARCH QUESTION 1, which examined how leaders maintain moral
behaviour when confronted with conflicts between personal ethics and organisational ethics. Participants
maintained moral behaviour by prioritising compassion, care, and responsibility toward individuals affected by
their decisions. Humanitarian responsiveness therefore served as a practical expression of ethical leadership.

The theme also contributes to RESEARCH QUESTION 4, concerning strategies used to balance personal ethics
and organisational ethics. Several participants described situations in which humanitarian considerations
influenced decisions that deviated from established procedures. Rather than rejecting organisational
accountability, leaders sought to balance policy requirements with concern for human welfare.

In addition, the theme addresses RESEARCH QUESTION 6, which explored the role of compassion and
accountability in ethical leadership behaviour. Compassion emerged as a foundational influence on ethical
judgment and frequently guided participants’ responses to ethical dilemmas.

The results support Gilligan’s (1982) Ethics of Care perspective, which emphasises empathy, relationships, and
responsiveness to human vulnerability. Evidence from the study further extends Ethical Leadership Theory by
demonstrating that ethical legitimacy is derived not only from policy compliance but also from responsiveness
to human need (Brown et al., 2005).

Contextual and Crisis Ethical Decision-Making (RQ1, RQ2, and RQ6)

Contextual and Crisis Ethical Decision-Making emerged as the second most prominent theme, accounting for
14.9% of coded occurrences. Participants frequently described ethical challenges arising from economic
instability, political uncertainty, humanitarian crises, organisational constraints, and social vulnerability.

The theme contributes directly to RESEARCH QUESTION 1 by demonstrating that leaders maintain moral
behaviour through contextual awareness and adaptive judgment. Ethical decisions were rarely made in abstract
situations; instead, leaders evaluated ethical dilemmas within the realities of their operational environments.

The theme also addresses RESEARCH QUESTION 2, which explored factors influencing ethical decision-
making. Participant narratives revealed that contextual realities often shaped ethical reasoning alongside
personal values, spirituality, and organisational expectations.

Furthermore, the theme contributes to RESEARCH QUESTION 6 by illustrating how accountability and
compassion were balanced within crisis situations. Participants frequently sought solutions that addressed
humanitarian needs while preserving organisational integrity.

These observations support leadership scholarship emphasising the importance of adaptive responses to
changing organisational and environmental conditions (Bass & Riggio, 2006; House et al., 2004).

Collectivist and Relational Ethical Leadership (RQ2, RQ4, and RQ6)

Collectivist and Relational Ethical Leadership accounted for 13.9% of coded occurrences and highlighted the
significance of relationships in ethical decision-making. Participants consistently considered the impact of
decisions on families, communities, ministry teams, and organisational stakeholders.
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The theme addresses RESEARCH QUESTION 2 by demonstrating how cultural values influenced ethical
reasoning. African participants emphasised communal responsibility and collective well-being, while Asian
participants highlighted relational harmony, shared responsibility, and group cohesion.

The theme also contributes to RESEARCH QUESTION 4 because relational considerations frequently informed
strategies used to reconcile personal ethical convictions with organisational requirements. Decisions were often
evaluated according to their effects on relationships and communities rather than solely through procedural
criteria.

In relation to RESEARCH QUESTION 6, relational accountability emerged as an important dimension of ethical
leadership. Participants viewed ethical responsibility as extending beyond organisational obligations to include
obligations toward communities and stakeholders.

Patterns emerging from the interviews align with research on collectivist cultures and relational leadership
(House et al., 2004; Mbigi & Maree, 1995; Tutu, 1999).

Spiritual and Moral Foundations of Leadership (RQ2 and RQ3)

Spiritual and Moral Foundations of Leadership accounted for 11.5% of coded occurrences and emerged
consistently across all interviews. References to faith, stewardship, accountability before God, conscience, and
service shaped participants’ descriptions of ethical decision-making.

The theme directly addresses RESEARCH QUESTION 2 by demonstrating the influence of spirituality on
ethical leadership behaviour. Participants frequently described spiritual convictions as guiding ethical choices
when organisational policies appeared insufficient to address humanitarian concerns.

The theme also contributes to RESEARCH QUESTION 3, which examined ethical dilemmas arising from
conflicts between organisational policies and personal moral values. Spiritual beliefs frequently informed
participants’ understanding of moral responsibility and influenced decisions involving competing ethical
obligations. Analysis of participant narratives supports Spiritual Leadership Theory, which emphasises faith,
stewardship, purpose, and service as foundations of ethical leadership (Fry, 2003; Reave, 2005).

Cultural and Indigenous Ethical Frameworks (RQ2 and RQ6)

Cultural and Indigenous Ethical Frameworks also accounted for 11.5% of coded occurrences. Participants
frequently interpreted ethical responsibilities through culturally embedded understandings of justice,
accountability, care, and stewardship.

The theme addresses RESEARCH QUESTION 2 by demonstrating the influence of culture on ethical reasoning.
African respondents described ethical perspectives consistent with Ubuntu, whereas Asian respondents
highlighted values associated with relational harmony and collective responsibility.

The theme further contributes to RESEARCH QUESTION 6, illustrating how cultural values shaped
interpretations of compassion, accountability, and ethical responsibility.

Evidence from diverse national contexts supports cross-cultural leadership research demonstrating that societal
culture influences ethical behaviour and leadership expectations (House et al., 2004; Weaver, 2001; Okpara,
2014).

Adaptive Leadership and Ethical Reintegration (RQS5 and RQ6)

Adaptive Leadership and Ethical Reintegration accounted for 11.1% of coded occurrences. Participants rarely
viewed ethical conflict as a justification for rejecting organisational accountability. Instead, leaders sought to
explain their actions, engage stakeholders, document decisions, and pursue reconciliation with organisational
structures.
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The theme directly addresses RESEARCH QUESTION 5, which explored how leaders justify and defend
decisions that conflict with organisational expectations. Transparency, consultation, and reporting emerged as

important mechanisms through which leaders explained controversial decisions.

The theme also contributes to RESEARCH QUESTION 6 because accountability remained a central
consideration throughout the decision-making process. Participants consistently emphasised the importance of
preserving organisational trust while responding to humanitarian concerns.

Such behaviour reinforces organisational ethics literature emphasising transparency, accountability, and ethical
communication (Foote & Ruona, 2008; Sims, 1991).

Moral Courage and Sacrificial Leadership (RQ4, RQS, and RQ6)

Moral Courage and Sacrificial Leadership accounted for 10.6% of coded occurrences. Participants frequently
described accepting personal, professional, and organisational risks when they believed ethical intervention was
necessary.

The theme contributes to RESEARCH QUESTION 4 by illustrating how leaders balanced personal ethics and
organisational ethics through principled action. Moral courage enabled leaders to act according to deeply held
ethical convictions despite potential consequences.

The theme also addresses RESEARCH QUESTION 5, as participants frequently justified controversial decisions
through reference to humanitarian outcomes, moral responsibility, and protection of vulnerable individuals.

In relation to RESEARCH QUESTION 6, willingness to accept personal sacrifice demonstrated the interplay
between accountability and moral commitment. Participants consistently accepted responsibility for the
consequences of their decisions.

The data provide support for Kohlberg’s (1984) Moral Development Theory and research linking ethical
leadership with moral courage and principled action (Bass & Steidlmeier, 1999; Johnson, 2018).

Ethical Tension Between Organisational Requirements and Humanitarian Responsibility (RQ1, RQ3, and

RQ5)

Ethical Tension Between Organisational Requirements and Humanitarian Responsibility accounted for 10.1%
of coded occurrences and represented the central challenge underlying many participant experiences.

The theme directly addresses RESEARCH QUESTION 3, which explored ethical dilemmas arising from
conflicts between organisational policies and personal moral values. Participants described tensions involving
donor restrictions, financial controls, welfare policies, reporting requirements, and humanitarian emergencies.

The theme also contributes to RESEARCH QUESTION 1, demonstrating how leaders maintained moral
behaviour while navigating competing obligations. Ethical leadership involved balancing organisational
accountability with responsibility toward vulnerable individuals and communities.

In relation to RESEARCH QUESTION 35, participants justified controversial decisions by emphasising
humanitarian necessity, contextual realities, and moral responsibility.

Analysis indicates that ethical dilemmas emerged not because participants rejected organisational ethics but
because multiple legitimate obligations competed for priority. Such evidence aligns with scholarship suggesting
that ethical leadership frequently involves navigating competing moral claims rather than choosing between
ethical and unethical alternatives (Johnson, 2018; Resnik, 2011).
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Theoretical Implications: Toward a Contextual Moral Stewardship Perspective

Collectively, the eight themes provide comprehensive responses to the six research questions and demonstrate
that ethical leadership is shaped by the integration of humanitarian responsibility, contextual awareness,
relational accountability, spirituality, culture, organisational stewardship, adaptive leadership, and moral
courage. Ethical Leadership Theory (Brown et al., 2005), Moral Development Theory (Kohlberg, 1984),
Spiritual Leadership Theory (Fry, 2003), and cross-cultural leadership scholarship (House et al., 2004) each
explain important dimensions of the phenomenon. However, participant experiences suggest that ethical
leadership emerges through the interaction of these influences rather than through any single theoretical lens.

The proposed CONTEXTUAL MORAL STEWARDSHIP PERSPECTIVE therefore conceptualises ethical
leadership as the process through which leaders balance humanitarian concern, spiritual conviction, cultural
values, contextual realities, relational responsibility, organisational accountability, and moral courage when
confronted with competing ethical obligations. Such a framework offers a more holistic understanding of ethical
leadership within Christian non-profit organisations and other mission-driven institutions operating across
culturally diverse environments.

Cultural and Spiritual Interpretations

Cultural and spiritual interpretations of ethical leadership revealed how participants’ ethical reasoning was
shaped by socially embedded values and faith-based moral commitments. Participant accounts indicated that
ethical decisions were not guided solely by organisational policies; instead, leaders interpreted accountability,
justice, compassion, stewardship, and service through cultural and spiritual frameworks. Empirical cross-cultural
leadership research supports this interpretation, showing that societal culture significantly influences leadership
expectations, ethical reasoning, and organisational behaviour (House et al., 2004; Dickson et al., 2003; Weaver,
2001).

The theme directly addresses Research Question 2, which examined how spirituality and culture influence
leaders’ ethical decision-making. African participants described ethical responsibilities in ways consistent with
Ubuntu, particularly communal care, human dignity, reciprocity, and collective responsibility. Empirical work
on Ubuntu leadership has shown that African leadership practices are often grounded in relational accountability,
humaneness, and communal obligation rather than individualistic autonomy (Mangaliso, 2001; Ncube, 2010).
Such evidence supports the interpretation that ethical leadership in African contexts extends beyond rule
compliance to include responsibility for the well-being of others.

Participants from Asian contexts similarly emphasised relational harmony, collective responsibility, and group
cohesion. Such perspectives align with empirical studies on collectivist cultures, which demonstrate that ethical
decision-making is often shaped by concern for relationships, social harmony, and obligations to the group
(House et al., 2004; Lu et al., 1999). Filipino cultural values associated with Kapwa further support this
interpretation, as Kapwa emphasises shared identity, mutual respect, and relational responsibility (Enriquez,
1992; Pe-Pua & Protacio-Marcelino, 2000).

Spirituality also emerged as a central influence on ethical interpretation. Participants referred to faith,
stewardship, accountability before God, prayer, service, and moral conviction as guides for decision-making.
Empirical studies have linked spirituality in leadership with ethical behaviour, integrity, humility, compassion,
and concern for others (Reave, 2005; Fry, 2003; Benefiel et al., 2014). Within Christian non-profit organisations,
spiritual accountability therefore functioned as a moral compass through which leaders evaluated organisational
policies and humanitarian responsibilities.

The theme also addresses Research Question 6, which explored how compassion and accountability influence
ethical leadership behaviour. Participant accounts suggested that accountability was not understood only as
compliance with organisational systems; accountability also involved responsibility to God, communities, staff,
beneficiaries, and vulnerable stakeholders. Compassion was similarly understood not merely as personal
kindness but as a culturally and spiritually grounded moral duty. Empirical research supports the connection
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between ethical leadership, care for stakeholders, and moral role modelling (Brown et al., 2005; Trevifio &
Brown, 2004).

Overall, the evidence suggests that ethical leadership in Christian non-profit organisations is culturally and
spiritually embedded. Organisational policies remain important, but leaders interpret and apply them through
cultural values, spiritual convictions, relational expectations, and humanitarian responsibilities. Such
interpretation strengthens the emerging Contextual Moral Stewardship Perspective, which views ethical
leadership as the integration of organisational accountability, cultural responsibility, spiritual conviction,
compassion, and stewardship within complex leadership contexts.

Theoretical Contribution

The study contributes to ethical leadership scholarship by demonstrating that ethical decision-making within
Christian non-profit organisations is shaped by the interaction of humanitarian responsibility, spirituality,
culture, relational accountability, organisational expectations, and contextual realities. Participant experiences
suggest that existing theories explain important aspects of ethical leadership but do not fully capture the
complexity of ethical dilemmas encountered in culturally diverse and mission-driven environments.

Evidence supports Ethical Leadership Theory by highlighting the importance of integrity, accountability, and
concern for others (Brown et al., 2005). Participant accounts further suggest that ethical leadership extends
beyond organisational compliance to include responsiveness to human need and the preservation of human
dignity. Results further support Spiritual Leadership Theory, which emphasises faith, stewardship, and service
as influences on ethical behaviour (Fry, 2003), and reinforce cross-cultural leadership research demonstrating
the influence of cultural values on ethical reasoning and leadership practice (House et al., 2004).

The principal theoretical contribution is the conceptualisation of the Contextual Moral Stewardship
Perspective (CMSP). The perspective proposes that ethical leadership involves balancing competing legitimate
obligations arising from humanitarian concerns, spiritual convictions, cultural values, relational responsibilities,
organisational accountability, and contextual realities. Rather than viewing ethical dilemmas as choices between
right and wrong, CMSP conceptualises ethical leadership as a process of navigating multiple moral
responsibilities while maintaining both organisational integrity and human dignity.

By integrating insights from Ethical Leadership Theory (Brown et al., 2005), Moral Development Theory
(Kohlberg, 1984), Spiritual Leadership Theory (Fry, 2003), Ethics of Care Theory (Gilligan, 1982), and cross-
cultural leadership scholarship (House et al., 2004), the study offers a more contextually grounded framework
for understanding ethical leadership in culturally diverse and faith-based organisational settings.

CONCLUSION

The interaction between individual ethics and organizational ethics remains an important field requiring deeper
scholarly exploration. The findings from this case study demonstrated that ethical leadership is far more complex
than adherence to organizational policies and formal ethical codes. Leaders operate within dynamic
environments shaped by spirituality, culture, organizational expectations, humanitarian realities, and personal
moral convictions. As demonstrated in this study, ethical dilemmas emerge when organizational ethics appear
insufficient to address urgent human needs, forcing leaders to balance procedural accountability with moral
responsibility and compassion.

The study revealed that spirituality and African collectivist culture significantly influence ethical decision-
making. The participant consistently grounded leadership behaviour in accountability to God, service to
humanity, compassion, and communal responsibility. These values at times conflicted with organizational
systems influenced by Western individualistic approaches to ethics and accountability. The findings therefore
suggest that ethical leadership cannot be fully understood outside the cultural and spiritual context within which
leaders operate.
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The study further demonstrated that ethical dilemmas often arise in extraordinary circumstances such as medical
emergencies, financial hardship, and humanitarian crises where organizational policies may not adequately
address contextual realities. In such situations, leaders rely on situational judgment, moral courage, and personal
convictions in making decisions. Ethical leadership therefore becomes a process of negotiating competing moral
systems rather than merely enforcing organizational rules.

The GLOBE studies provided important insights into the relationship between culture and leadership behaviour
across societies (House et al., 2002; House et al., 2004). Similarly, Rashid and Ibrahim (2008) highlighted the
influence of culture and religiosity on ethical behaviour. However, limited research has specifically examined
how African leaders manage ethical conflict between personal morality and organizational ethics within practical
organizational settings. African leadership contexts are strongly influenced by humane orientation, collectivism,
spirituality, and relational responsibility, factors which may produce ethical responses different from those
emphasized in Western ethical frameworks.

The evidence in this study therefore contribute to leadership and ethics literature by highlighting the importance
of contextual and culturally grounded ethical analysis. Ethical systems developed primarily from Western
perspectives may not always adequately address African communal realities and spiritual worldviews.
Organizations operating within African contexts may therefore need to reconsider how ethical frameworks can
balance accountability, compassion, cultural sensitivity, and humanitarian responsibility.

Practical Implications

Findings from this study highlight the need for organizations to move beyond compliance-based ethics programs
and develop leaders who can navigate complex moral dilemmas. Ethical leadership training should incorporate
moral reasoning, contextual judgment, cultural intelligence, spiritual formation, and humanitarian decision-
making. Leaders require practical tools that enable them to balance organizational accountability with
compassion, human dignity, and mission priorities.

Organizations should establish ethical decision-making frameworks that guide leaders when organizational
policies and humanitarian responsibilities conflict. Such frameworks should provide clear processes for
consultation, documentation, accountability, and ethical review during extraordinary circumstances. Structured
decision-making processes can reduce uncertainty while maintaining organizational integrity.

Leadership development programs should utilize case studies, simulations, and reflective learning based on real
ethical dilemmas. Exposure to complex scenarios can strengthen leaders' ability to exercise moral courage,
manage competing priorities, and communicate ethical decisions effectively. Development initiatives should
focus not only on what leaders decide but also on how leaders justify, explain, and implement ethical decisions.

Findings further suggest that organizations operating across Africa and Asia should adapt leadership practices
to local cultural realities. Communal responsibility, relational accountability, collective well-being, and cultural
understandings of care significantly influence ethical decision-making. Leadership systems that recognize these
cultural dynamics are more likely to gain trust, strengthen organizational commitment, and improve decision
quality.

Spiritual formation should remain an integral component of leadership development within Christian
organizations. Faith, stewardship, service, and accountability to God shaped ethical decision-making across
respondents. Organizations should therefore create environments that encourage ethical reflection, spiritual
maturity, and values-based leadership.

Practical application of these findings can strengthen organizational trust, improve ethical consistency, enhance
leadership effectiveness, and increase an organization's capacity to respond responsibly to humanitarian and
organizational challenges. Ethical leadership therefore requires organizations to develop leaders who possess
both strong moral convictions and the practical skills necessary to navigate ethical complexity.
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Future Research

The study revealed several areas requiring further investigation. First, future studies should examine the
influence of African collectivist culture on ethical leadership and organizational ethics across different
organizational contexts. Comparative studies between African and Western leadership environments may
provide deeper understanding of how culture shapes ethical decision-making.

Second, future researchers should explore the relationship between spirituality and ethical leadership behaviour
in non-profit organizations. Quantitative studies may help determine the extent to which spirituality influences
moral judgment, accountability, and organizational commitment.

Third, further research should investigate how leaders manage ethical dilemmas during humanitarian crises,
emergencies, and resource limitations. Such studies may contribute to the development of ethical leadership
models suitable for complex and unpredictable environments.

Fourth, future studies may explore how organizations can develop ethical frameworks that balance policy
compliance with compassion and humane leadership practices. Research may also examine how organizational
ethics can be contextualized within African cultural realities without compromising accountability and
Leadership standards.

Finally, broader empirical studies involving multiple participants, organizations, and countries would strengthen
understanding of the interaction between personal ethics, organizational ethics, spirituality, and culture in
leadership practice.

REFERENCES

1. Abaymi, O, S. (2016). Personal ethics and fraudster motivation: The missing link in fraud triangle and
fraud diamond theories. International Journal of Academic Research in Business and Social Sciences,
6(2). https://doi.org/10.6007/IJARBSS/v6-12/2020

2. Alfano, M., Rusch, H., & Uhl, M. (2018). Ethics, morality, and game theory. Games, 9(2), 20.
https://doi.org/10.3390/g9020020

3. Ambrose, M. L., Arnaud, A., & Schminke, M. (2007). Individual moral development and ethical climate:
The influence of person-organization fit on job attitudes. Journal of Business Ethics, 77(3).
https://doi.org/10.1007/s10551-007-9352-1

4. Ardichvili, A. (2013). The role of HRD in CSR, sustainability, and ethics: A relational model. Human
Resource Development Review, 12(4). https://doi.org/10.1177/1534484313478421

5. Ashmos, D. P., & Duchon, D. (2000). Spirituality at work: A conceptualization and measure. Journal of
Management Inquiry, 9(2). https://doi.org/10.1177/105649260092008

6. Aycan, Z. (2008). Cross-cultural approaches to leadership. In P. Smith, M. Peterson, & D. Thomas (Eds.),
The Handbook of Cross-Cultural Management Research (pp. 219-238). Thousand Oaks, CA: Sage
Publications. https://doi.org/10.4135/9781412982764.n13

7. Basit, T. N. (2003). Manual or electronic? The role of coding in qualitative data analysis. Educational
Research, 45(2), 143—154. https://doi.org/10.1080/0013188032000133548

8. Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational leadership
behavior. The Leadership Quarterly, 10(2), 181-217. https://doi.org/10.1016/S1048-9843(99)00016-8

9. Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Lawrence Erlbaum
Associates.

10. Bright, B. (2002). Come help change the world. Orlando: New Life Publications.

11. Brown, M. E., Trevifio, L. K., & Harrison, D. A. (2005). Ethical leadership: A social learning perspective
for construct development and testing. Organizational Behavior and Human Decision Processes, 97(2),
117-134. https://doi.org/10.1016/j.0bhdp.2005.03.002

12. Buller, P. F., Kohls, J. J., & Anderson, K. S. (2000). Managing conflicts across cultures. Organizational
Dynamics, 28(4), 52—66.

Page 8521
www.rsisinternational.org


http://www.rsisinternational.org/
https://doi.org/10.1016/S1048-9843(99)00016-8
https://doi.org/10.1016/j.obhdp.2005.03.002

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue V May 2026

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.
31.

32.

33.

.Carlson, D. S., & Perrewe, P. L. (1995). Institutionalization of organizational ethics through

transformational leadership. Journal of Business Ethics, 14(10), 829-838.
https://doi.org/10.1007/BF00872349

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry and research design: Choosing among five
approaches (4th ed.). Sage Publications.

Darlington, R. B., & Macker, C. E. (1966). Displacement of guilt-produced altruistic behavior. Journal
of Personality and Social Psychology, 4(4), 442—443. https://doi.org/10.1037/h0023743

Davis, J. H., Schoorman, F. D., & Donaldson, L. (1997). Toward a stewardship theory of management.
Academy of Management Review, 22(1), 20—47. https://doi.org/10.5465/amr.1997.9707180258

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A., Dorfman, P. W., Abdalla, I, . . .
Zhou, J. (1999). Culture specific and cross-culturally generalizable implicit leadership theories: Are
attributes of charismatic/transformational leadership universally endorsed? The Leadership Quarterly,
10(2), 219-256. Retrieved from https://www.sciencedirect.com/science/article/pii/S1048984399000181
Dickson, M. W., Den Hartog, D. N., & Mitchelson, J. K. (2003). Research on leadership in a cross-
cultural context: Making progress, and raising new questions. Leadership Quarterly, 14(6), 729-768.
https://doi.org/10.1016/j.leaqua.2003.09.002

Enriquez, V. G. (1992). From colonial to liberation psychology: The Philippine experience. University
of the Philippines Press.

Elango, B., Paul, K., Kundu, S. K., & Paudel, S. K. (2010). Organizational ethics, individual ethics, and
ethical intentions in international decision-making. Journal of Business Ethics, 97, 543-561.
https://doi.org/10.1007/s10551-010-0524-z

Ferguson, E. (Ed.). (1993). Christian life: Ethics, morality, and discipline in the early church. New York,
NY: Garland.

Foote, M. F., & Ruona, W. E. A. (2008). Institutionalizing ethics: A synthesis of frameworks and the
implications for HRD. Human Resource Development Review, 7(3), 292-308.
https://doi.org/10.1177/1534484308321844

French, P. (1995). Corporate ethics. Retrieved from http://pdftransitional.info/corporate-ethics-few-
paragraphs-peter-a-french.pdf

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly, 14(6), 693—727.
https://doi.org/10.1016/j.leaqua.2003.09.001

Gocen, A., & Ozgan, H. (2019). Spirituality and ethics: A literature review. Gaziantep University Journal
of Social Sciences, 17, 58—65. https://doi.org/10.21547/jss.452152

Hazels, T. (2015). Ethics and morality: What should be taught in business law? Academy of Educational
Leadership Journal, 19.

Hoffman, M. L. (1975). Altruistic behavior and the parent-child relationship. Journal of Personality and
Social Psychology, 31(5), 937. Retrieved from https://psycnet.apa.org/record/1975-27238-001

House, R. J., Javidan, M., Hanges, P., & Dorfman, P. (2002). Understanding cultures and implicit
leadership theories across the globe: An introduction to project GLOBE. Journal of World Business,
37(1), 3-10. https://doi.org/10.1016/S1090-9516(01)00069-4

House, R. J., Hanges, P., Javidan, M., & Dorfman, P. (2004). Culture, leadership, and organizations: The
GLOBE study of 62 societies. Retrieved from
https://books.google.com/books?hl=en&lr=&id=4MByAwAAQBAJ&oi=fnd&pg=PA1&dq=globe+stu
dies+2004&ots=7hkEIrg68G&sig=ZxX7c6Wem0B1qADSAk2VziOUaiQ

Israel, M., & Hay, I. (2006). Research ethics for social scientists. Sage Publications.

Johnson, E, C. (2018). Meeting the ethical challenges of leadership. Thousand Oaks, CA: SAGE
Publications Inc.

Johnson, E. N., Kidwell, L. A., Lowe, D. J., & Reckers, P. M. J. (2019). Who follows the unethical
leader? The association between followers’ personal characteristics and intentions to comply in
committing  organizational = fraud. @ Journal = of  Business  Ethics, 154, 181-193.
https://doi.org/10.1007/s10551-017-3457-y

Kaptein, M. (2013). Workplace Morality: Behavioral Ethics in Organizations. Bingley, UK: Emerald
Group Publishing.

Page 8522

www.rsisinternational.org


http://www.rsisinternational.org/
https://doi.org/10.1007/BF00872349
https://doi.org/10.1037/h0023743
https://doi.org/10.5465/amr.1997.9707180258
https://doi.org/10.1016/j.leaqua.2003.09.002
http://pdftransitional.info/corporate-ethics-few-paragraphs-peter-a-french.pdf
http://pdftransitional.info/corporate-ethics-few-paragraphs-peter-a-french.pdf
https://doi.org/10.1016/j.leaqua.2003.09.001
https://books.google.com/books?hl=en&lr=&id=4MByAwAAQBAJ&oi=fnd&pg=PA1&dq=globe+studies+2004&ots=7hkEIrg68G&sig=ZxX7c6Wem0B1qADSAk2VziOUaiQ
https://books.google.com/books?hl=en&lr=&id=4MByAwAAQBAJ&oi=fnd&pg=PA1&dq=globe+studies+2004&ots=7hkEIrg68G&sig=ZxX7c6Wem0B1qADSAk2VziOUaiQ
https://doi.org/10.1007/s10551-017-3457-y

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue V May 2026

34.

35.

36.

37.

38.
39.
40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.
53.

54.

55.

Kim, D. M., Ko, J. W., & Kim, S. J. (2015, April 3). Exploring the ethical aspects of leadership: From a
Korean perspective. Asian Philosophy, 25(2), 113—-131.
https://doi.org/10.1080/09552367.2015.1013732

Koh, H. C., & Boo, E. H. Y. (2001). The link between organizational ethics and job satisfaction: A study
of  managers in  Singapore.  Journal = of  Business  Ethics, 29(4), 309-324.
https://doi.org/10.1023/A:1010741519818

Kohlberg, L. (1984). Essays on moral development: Vol. 2. The psychology of moral development.
Harper & Row.

Kvale, S., & Brinkmann, S. (2015). InterViews: Learning the craft of qualitative research interviewing
(3rd ed.). Sage Publications.

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Sage Publications.

Lozano, J. M. (2005). An approach to organizational ethics. Ethical Perspectives, 10(1), 46—65.
https://doi.org/10.2143/ep.10.1.503870

Lu, L. C., Rose, G. M., & Blodgett, J. G. (1999). The effects of cultural dimensions on ethical decision
making in marketing: An exploratory study. Journal of Business Ethics, 18, 91-105.
https://doi.org/10.1023/A:1006038012256

Luxon, N. (2008). Ethics and subjectivity: Practices of self-Leadership in the late lectures of Michel
Foucault. Political Theory, 36(3), 377—402. https://doi.org/10.1177/0090591708315143

Matsuo, A., Brown, C. M., Norasakkunkit, V., & Karasawa, M. (2019). How can I become a member of
my culture?: Shared representations of community-related moral violation in Japan and the U.S. Culture
and Brain. https://doi.org/10.1007/s40167-019-00084-z

Mbigi, L., & Maree, J. (1995). Ubuntu: The spirit of African transformation management. Knowledge
Resources.

Mcleod, M. S., Tyge Payne, G., & Evert, R. E. (2016). Organizational ethics research: A systematic
review of methods and analytical techniques. Journal of Business Ethics, 134(3), 430-433.
https://doi.org/10.1007/s10551-014-2436-9

Miheli¢, K. K., Lipi¢nik, B., & Tekavcic, M. (2010). Ethical Leadership. International Journal of
Management & Information Systems (IJIMIS), 14(5). https://doi.org/10.19030/ijmis.v14i5.11

Moriarty, G. (2012). Ethics, ethos and the professions. Professional Ethics, A Multidisciplinary Journal,
4(1), 75-93. https://doi.org/10.5840/profethics 1995413

Moustakas, C. (1994). Phenomenological research methods. Retrieved from
https://books.google.com/books?hl=en&lr=&id=MZAS5SDQAAQBAJ&oi=fnd&pg=PP1&dgq=moustaka
stphenomenology&ots=Yile-ISbw4&sig=C2WwMj;2Dd6W;VSkhCPr5-H-ZM9o

Nasir, H. M., Nordin, R., Akma, S., Seman, A., & Rahmat, A. (2014). The relationship of leadership
styles and organizational performance among IPTA academic leaders in Klang Valley Area, Malaysia.
Business & Entrepreneurship Journal, 3.

Olson, D. S. (2013). Shaping an Ethical Work Cu.ture. Retrieved August 22, 2020, from Society for
Human Resources Management website: https://www.shrm.org/hr-today/trends-and-forecasting/special-
reports-and-expert-views/Documents/Ethical-Workplace-Culture.pdf

Okpara, J. O. (2014). The effects of national culture on managers’ attitudes toward business ethics:
Implications for organizational change. Journal of Accounting and Organizational Change, 10(2), 174—
189. https://doi.org/10.1108/JAOC-07-2012-0046

Paige, R. M., & Martin, J. (1996). Ethics in intercultural training. In D. Landis & Bhagat, R. (Eds.).
Handbook of Intercultural Training (2nd ed.). Thousand Oaks, CA: Sage Publications. Retrieved from
http://www.sietarusa.org/Resources/Documents/EoEArticles/4EthicsinIntercultural TrainingPaige Mart
in.pdf

Patton, M. Q. (2015). Qualitative research and evaluation methods (4th ed.). Sage Publications.

Rashid, M. Z., & Ibrahim, S. (2008, November). The effect of culture and religiosity on business ethics:
A cross-cultural comparison. Journal of Business Ethics, 82, 907-917. https://doi.org/10.1007/s10551-
007-9601-3

Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. The Leadership
Quarterly, 16(5), 655—687. https://doi.org/10.1016/j.leaqua.2005.07.003

Resnik, D. B. (2011). What is ethics in research & why is it important? Retrieved from
http://www.niehs.nih.gov/research/resources/bioethics/whatis/

Page 8523

www.rsisinternational.org


http://www.rsisinternational.org/
https://doi.org/10.1023/A:1010741519818
https://doi.org/10.1007/s40167-019-00084-z
http://www.sietarusa.org/Resources/Documents/EoEArticles/4EthicsinInterculturalTrainingPaige_Martin.pdf
http://www.sietarusa.org/Resources/Documents/EoEArticles/4EthicsinInterculturalTrainingPaige_Martin.pdf

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue V May 2026

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.
69.

70.
71.

Roberts, C. M. (2010). A practical and comprehensive guide to planning, writing, and defending your
dissertation. Thousand Oaks, CA: Corwin. Retrieved from www.corwin.com

Saldafia, J. (2015). The coding manual for qualitative researchers. Thousand Oaks, CA: Sage
Publications. Retrieved from www.sagepublications.com

Schwartz, M. S. (2002). A code of ethics for corporate code of ethics. Journal of Business Ethics, 41, 27—
43. https://doi.org/10.1023/A:1021393904930

Sekerka, L. E., Comer, D. R., & Godwin, L. N. Positive organizational ethics: Cultivating and sustaining
moral performance. Journal of Business Ethics, 119, 435-444. https://doi.org/10.1007/s10551-013-
1911-z

Sen, A., Williams, B., & Williams, B. (1982). Utilitarianism and beyond. Retrieved from
https://books.google.com/books?hl=en&lr=&id=w4WpmLw9u7QC&oi=fnd&pg=PR7&dq=Utilitariani
sm&ots=3KLKxEvcKG&sig=51CdH2Mg5aBUv8LUSvDOzgGsVQU

Simpson, A. (2017). Moral Foundations Theory. In V. Ziegler-Hill & T. Shackelford (Eds.).
Encyclopedia of Personality and Individual Differences (pp. 40-76). https://doi.org/10.1007/978-3-319-
28099-8 1253-1

Sims, R. R. (1991). The institutionalization of organizational ethics. Journal of Business Ethics, 10(7),
493-506. https://doi.org/10.1007/BF00383348

Skubinn, R., & Herzog, L. (2016). Internalized moral identity in ethical leadership. Journal of Business
Ethics, 133, 249-260. https://doi.org/10.1007/s10551-014-2369-3

Szkudlarek, B. (2009). Through western eyes: Insights into the intercultural training field. Organization
Studies, 30(9). https://doi.org/10.1177/0170840609338987

Thayer, L., Johannesen, R. L., & Hardt, H. (1980). Ethics, morality, and the media: Reflections on
American culture. Hastings House.

Trevif, L. K., & Brown, M. E. (2004). Managing to be ethical: Debunking five business ethics myths.
Academy of Management Perspectives, 18(2), 69-81.

Weaver, G. R. (2001). Ethics programs in global businesses: Culture’s role in managing ethics. Journal
of Business Ethics, 30, 3-15. https://doi.org/10.1023/A:1006475223493

William, B., & Smart, J, J. (1973). A critique for utilitarianism. Cambridge, UK.

Wotruba, T. R., Chonko, L. B., & Loe, T. W. (2001). The impact of ethics code familiarity on manager
behavior. Journal of Business Ethics, 33(1), 59-69. https://doi.org/10.1023/A:1011925009588

Yin, R. K. (2018). Case study research and applications. Thousand Oaks, CA: Sage Publications.
Zsolnai, L. (Ed.). (2011). Spirituality and ethics in management. Netherlands: Springer.

Page 8524

www.rsisinternational.org


http://www.rsisinternational.org/
https://doi.org/10.1023/A:1021393904930

