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Abstract: This study examines the effect of paternalistic leadership on
organisational ethical climate and the role of organisational justice as a moderating
variable. The relationship of paternalistic leadership and ethical climate is
explained through social learning theory. The respondents used in this study are
employees of public organisations as an alternative to the for-profit organisations
that previous empirical studies have tended to use. The testing of this model uses
the hierarchical regression analysis. The findings of this study confirm the results
of earlier studies that paternalistic leadership has a positive and significant impact
on organisational ethical climate, particularly in public organisations. The results
also show that organisational justice has a moderating role in strengthening the
positive influence of paternalistic leadership on organisational ethical climate. The
contribution of this study is that, based on contextual factors, effective paternalistic
leadership influences the ethical climate in public organisations.
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Abstrak: Studi ini menguji pengaruh kepemimpinan paternalistik pada iklim etika
organisasi dan peran keadilan organisasi sebagai variabel moderasi. Hubungan
kepemimpinan paternalistik dan iklim etika dijelaskan melalui teori pembelajaran
sosial. Respondenyang digunakan dalam penelitianini adalah karyawan organisasi
publik sebagai alternatif untuk organisasi nirlaba yang cenderung menggunakan
studi empiris sebelumnya. Pengujian model ini menggunakan analisis regresi
hirarkis. Temuan penelitian ini mengkonfirmasi hasil penelitian sebelumnya bahwa
kepemimpinan paternalistik memiliki dampak positif dan signifikan terhadap iklim
etika organisasi, khususnya di organisasi publik. Hasil juga menunjukkan bahwa
keadilan organisasi memiliki peran moderat dalam memperkuat pengaruh positif
kepemimpinan paternalistik pada iklim etika organisasi. Kontribusi penelitian ini
adalah bahwa, berdasarkan faktor kontekstual, kepemimpinan paternalistik yang
efektif mempengaruhi iklim etika dalam organisasi publik.
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INTRODUCTION

Various cases of ethical violations by companies
and organisations have attracted public attention to
issues related to ethical values. Ethical violations
can occur in various sectors of organisations (Vardi
and Wiener, 1996). These cases potentially reduce
public confidence, particularly for those who have a
direct link to organisations that commit the violations.
Thomas et al. (2004) argue that a violation of ethics,
even when it remains within the confines of the law,
can damage the image and reputation of an organisation
which results in mistrust on the part of customers,
and a loss of morale and lower commitment among
employees. Organisations that can develop an ethical
climate well and consistently will have high ethical
standards therefore, will be able to establish long-
term relationships or customer loyalty (Johnston and
Marshall, 2003 in Mulki et al. 2006).

Victor and Cullen (1988) define organisational ethical
climate as the perceptions of a group of individuals
regarding matters on morality. This climate determines
what constitutes ethical behaviour in the workplace,
including what is permitted and forbidden within the
organisation. The ethical climate helps employees
resolve problems related to ethics, such as answering
the question "What should I do?" when faced with
a moral dilemma (Homans, 1950 in Cullen et al.
2003). Thus, the organisational ethical climate can be
conceptualised as the characteristics of an organisation
that constitute the foundations for various decisions,
particularly concerning moral issues.

Some previous studies revealed that, there are several
antecedents of organisational ethical climate thatinclude
social norms, and organisational leadership Dickson et
al. (2001); the characteristics of individual members
of the organisation as a determinant of ethical climate
(Babin et al. 2000; Barnett and Vaicys, 2000). This
study seeks to examine the role of leadership style in
determining the ethical climate in an organisation. This
study bases on that the leader serves as a role model for
his or her followers so that they understand the kind of
behaviour that is ethically acceptable and understand
how ethical issues are handled (Nielsen, 1989).
Concerning this, Kidwell and Martin (2005) in Otken
and Cenkci (2012) state that when the organisational
ethical climate is unclear, employees will look to their
leader as an example or as a counsellor in dealing with
the ethical dilemmas they are experiencing.
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Moreover, leaders set the organisational climate through
their authority in exercising control over the normative
system of organisations, such as policies, procedures,
practices, and reward systems (Barnett and Vaicys,
2000; Burns and Stalker, 1961 in Dickson et al. 2001).
Leaders can give explicit instructions about ethics by
giving rewards or punishments for certain behaviours
(Trevino, 1986).

the antecedents of organisational ethical climate,
most of the previous studies attribute the potential to
transformational leadership and charismatic leadership
(Grojean et al. 2004; Brown et al. 2005; Van Aswegen
and Engelbrecht, 2009). However, this study considers
there to be a need for a different perspective about
acquiring a leader who can affect the ethical climate.

The relevant studies have demonstrated that the
concept of paternalistic leadership is relevant to the
culture of non-Western countries where leaders have
a role in providing care, protection, and guidance to
their followers. This paternalistic leadership is found
in cultures with high power distance and high levels
of collectivism, especially in some Asian countries
(Aycan et al. 2000). Several other studies have also
noted that the paternalistic leadership style is relatively
appropriate to the ethical context (Aycan and Gelfand,
2012; Otken and Cenkci, 2012; Wu and Tsai, 2012;
Cheng et al. 2013; Cheng and Wang, 2015). Thus, this
study assesses that the paternalistic leadership style
comprises specific factors that determine the ethical
climate in organisations.

Cheng et al. (2004) define paternalistic leadership as a
leadership style that combines discipline and a strong
authority with benevolence and moral integrity through
leaders who resemble father figures. Paternalistic
leadership comprises three dimensions which include
authoritarianism, benevolence, and morality. The
dimension of morality in paternalistic leader has a
very strong connection with the organisational ethical
climate. A moral attitude can be broadly described
as the behaviour of a leader that is likely to exhibit
honourable kindness, discipline, unselfishness, and
ethical behaviour as a citizen (Cheng et al. 2004). When
aleader can demonstrate moral values consistently, then
the moral attitude of that leader will be emulated by his
followers. The morality of leaders and their followers
can then develop an ethical business climate in their
organisations (Neubert et al. 2009).
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Some studies have produced similar findings of the
relationship between paternalistic leadership and
organisational ethical climate (Erben and Guneser,
2008; Otken and Cenkci, 2012; Cheng et al. 2013).
However, inconsistent results on this relationship
between paternalistic leadership and organisational
ethical climate still found in some other empirical
studies (Wu and Tsai, 2012; Cheng and Wang, 2015).

The difference between the results of some research
indicates that other factors affect paternalistic leadership
in the prediction of organisational ethical climate.
This study argues that situational factors influence
the direction or strength of the relationship between
paternalistic leadership and organisational ethical
climate (Otken and Cenkci, 2012). In other words, this
study requires a moderating variable as a situational
factor in its research, namely organisational justice.

In principle, the concept of organisational justice
is the perception of fairness in the regulation of an
organisation (Greenberg, 1987; 1990). Employees'
perceptions of justice in the organisation seek for
evaluations by individuals of whether those who work
for that organisation are treated fairly or unfairly.
Employees' perceptions of these things can affect their
attitudes and behaviours.

Organisational justice has a close connection with
organisational ethical climate. Ethical violation is a
kind of reaction on the part of employees to perceived
injustice within the organisation. This is because
employees who are not receiving justice or are being
mistreated will be more likely to engage in conduct or
behaviour that can be detrimental to their organisation
and to other members of the organisation (Masterson
et al. 2000).

Most previous studies on the effect of paternalistic
leadership on the organisational ethical climate have
involved respondents who were employees, the
majority of whom worked in for-profit organisations
such as manufacturers and service industries (Erben
Guneser and 2008; Otken and Cenkci, 2012; Wu and
Tsai, 2012; Cheng et al. 2013; Cheng and Wang,
2015). Some of these studies have not paid specific
attention in organisations in other sectors such as public
organisations.
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Several empirical studies have demonstrated that
cases of ethical violations have also occurred in public
organisations, and have even shown a tendency to be
on the increase (Bennett and Robinson, 2000; Lewis
and Gunn, 2007; Dick and Rayner, 2013). Concerning
this issue, this study feels the need to examine the
phenomenon in public organisations. Thus, this study
aims to examine the extent to which the influence of
paternalistic leadership on organisational ethical climate
and the role of organisational justice as a moderating
variable apply to public organisations.

METHODS

The respondents for this research are employees of
government organisations, in particular within the
province Yogyakarta Special Region. The criterion
for respondents is that they have been government
employees for a minimum of two years. According to
Robinson et al. (1994), an employee is judged to have
found a balance in his or her employment relationships
after two years of being in a workplace. The respondents
will know and understand well the characteristics of
their leaders, the organisational ethical climate, and the
perceived organisational justice in their organisations.
Of the 280 questionnaires distributed, 183 were
returned. From those, 179 questionnaires were deemed
eligible for processing.

The data required for this study are obtained directly
from a set of a questionnaire consisting of closed
questions. This questionnaire has two parts, which
were: (1) questions on the demographic characteristics
of the respondents and (2) questions regarding the three
research variables, namely paternalistic leadership,
organisational ethical climate, and organisational
justice. The questionnaire uses a 5-point Likert scale.

Organisational ethical climate is measured using
a questionnaire developed by Victor and Cullen
(1988) and revised by Tsai and Huang (2008). The
questionnaire consists of 14 statements. The scale has
been demonstrated to have acceptable reliability and
validity (Schwepker et al. 1997 in Tsai and Huang,
2008).
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Paternalistic leadership (PL) is measured using a
Paternalistic Leadership Scale developed by Cheng
and his colleagues. This scale is taken from Cheng
et al. (2000) in Pellegrini and Scandura (2008). This
PL Scale represents three dimensions of leadership,
namely paternalistic leadership which encompasses
benevolence, along with moral leadership and
authoritarian leadership.

Organisational justice is measured using a measurement
tool developed by Colquitt (2001). This consists of 20
statements. Some of these items include, “I can express
my views and opinions about how procedures are
applied in the organisation," “My salary is appropriate
for the effort I make for the organisation.," and “My
leader treats me with courtesy.”

The control variables in this study are age and length of
tenure. The respondents’ characteristics were measured
to ensure the analysis of the impact of paternalistic
leadership on organisational ethical climate is not
biased.

Development of Hypotheses

Several researchers state that leadership has a role in
creating an ethical climate in an organisation (Neubert
et al. 2009; Schminke et al. 2005; Aronson, 2001).
When the organisational ethical climate is not clear,
employees will see their leader as an example or as a
counsellor in dealing with the ethical dilemmas they
experience (Kidwell and Martin in 2005 in Otken &
Cenkeci, 2012). Also, the association between the leader
and the organisational ethical climate also refers to the
leader’s role as the organisation’s normative system
controller in matters such as policies, procedures,
practices, and reward systems (Barnett and Vaicys,
2000).

The characteristics of paternalistic leadership, in
the form of a good personality, being responsible,
disciplined, and unselfish, as well as providing an
example for subordinates. Moreover, PLare a reflection
of the fact that paternalistic leadership is linked to
organisational ethical climate. These moral values of
the leaders regulate the ethical approach to decision-
making and can create a moral environment in an
organisation (Kanungo and Mendonca, 1996 in Van
Aswegen and Engelbrecht, 2009). Thus, leaders will
have a significant influence on organisational ethical
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climate when they better utilize their capacity for moral
reasoning to perform morally sound acts (Schminke et
al. 2005).

Predictions that paternalistic leadership influence
organisational ethical climate is based on social
learning theory. This theory, which was developed by
Bandura (1971), posits that individual behaviour does
not merely arise on its own. Behaviour that appears from
within the individual is a reaction resulting from the
interaction between the individual's cognitive schema
and his or her environment. Individuals will observe
the behaviour in the environment as a model, and then
it will be imitated and become their behaviour.

Based on some of the considerations above, it is
proposed that paternalistic leadership has a positive
impact on organisational ethical climate (Otken and
Cenkci, 2012). Thus, the first hypothesis of this study
is as follows:

H-1: Paternalistic leadership has a positive effect on
organisational ethical climate.

Organisational justice often refers to the subjective
perception of employees with regard to issues of
fairness related to employment and the organisational
environment where they work (Moorman, 1991). This
perception of fairness within the organisation on the part
of employees relates to them knowing whether or not
they are treated fairly in the work environment (Henle,
2005). Thus, organisational justice can be defined as
employee perceptions of fair and unfair treatment that
they receive in the organisation (Folger and Konovsky,
1989).

Several of the previous studies on the theory of justice
in organisations have stated that organisational justice
can be grouped into three dimensions. These are
distributive justice, procedural justice, and interactional
justice (Moorman, 1991; Colquitt, 2001; Cropanzano
etal. 2007).

Distributive justicerefersto the perception of whetherthe
outcomes that are received by the employee correspond
to the efforts, contributions, and achievements that they
have contributed and which tend to be compared with
what are considered to be relevant parties (Colquitt,
2001). Individuals in an organisation not only evaluate
the allocation or distribution of outcomes, they also
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evaluate the process or procedure used in determining
that allocation (Thibaut and Walker, 1975 in Colquitt
et al. 2001). Justice in the organisation, with regard to
the procedures used, is generally known as procedural
justice. In addition, the injustice felt by the employees
is not only in regard to distribution or procedural issues
in a narrow sense, but also pertains to the way in which
employees are treated on an individual basis when
interaction and meetings taking place (Mikula et al.
1990). The reasonableness of interpersonal treatment
experienced by the employee during the application of
the organisation’s procedures in general is known as
interactional justice.

The existence of organisational justice is an indication
that a process of social exchange is occurring in
an organisation. Social exchange theory explains
the reciprocal relationship or transaction between
the employee and the organisation (Cropanzano
and Mitchell, 2005). With the perspective of social
exchange, employees who feel treated fairly by the
organisation will feel that the benefits or advantages
which they receive are in proportion to the exercise
of their obligations to the organisation. This makes
the employee in question consider that a balance in
the relationship of social exchange has been achieved.
Employees who consider that there is a balance in the
relationship of social exchange tend to give an excellent
performance, such as engaging in positive work
behaviour. This is what employees do to reciprocate
their fair treatment by their organisation (Shore and
Barksdale, 1998).

Under these conditions, the positive impact of
paternalistic leadership on developing an organisational
ethical climate will be much higher. The behaviour of
employees who are dominated by the ethical climate,
such as exhibiting sincere intentions in terms of each
other’s welfare, adhering to policies and procedures, as
well as trying to meet the interests of the organisation, are
examples of the positive work behaviour of employees
who feel treated fairly by the organisation (Gouldner,
1960; Masterson et al. 2000). These circumstances
reflect that the more the employees' perceive fairness
in their organisation, the more significant and positive
impact of paternalistic leadership on developing an
organisational ethical climate.

Thus, the fairness perceived by employees is an
important variable affecting the organisational ethical
climate. The influence of organisational justice

Indonesian Journal of Business and Entrepreneurship,
Vol. 6 No. 1, January 2020

on organisational ethical climate indicates that
organisational justice can moderate the positive impact
of paternalistic leadership on organisational ethical
climate. Based on the analysis above, the second

hypothesis of this study is as follows:

H-2: Organisational Justice moderates the positive
impact of paternalistic leadership on organisational
ethical climate.

RESULTS

The respondents were dominated by a group of
employees over the age of 50, (27.9%). Next was
the 31 to 35 age group (16.2%). Those respondents
who had been working for two to five years formed
the largest group (21.8%). These respondents were
among those employees who had long work experience
meaning they had become familiar with the climate in
the organisation, the characteristics of its leader, as well
as the administration of justice in the organisation.

The criteria used to determine whether an item is
a valid statement are factor loading values. If the
statement has a loading factor greater than 0.50, it is
considered valid (Hair et al. 2010). There are 14 items
included in the organisational ethical climate factor
analysis. The Kaiser-Meyer-Olkin (KMO) value is
0.858, which is above the acceptable value. These
results are characterized by the homogeneous variable
structure and the result of 0.000 for the Bartlett Test,
which indicates that the variables are in accordance
with the provisions of the factor analysis. Factor
analysis using varimax rotation is also used for the
paternalistic leadership items. There were 26 items of
paternalistic leadership that were included in the factor
analysis calculation. The KMO value was 0.880 with a
homogeneous variable structure and Bartlett Test resul
of 0.000. Meanwhile, the KMO value for the 20 items
of organisational justice was 0.861. These results are
characterised by the homogeneous variable structure
and the result of 0.000 for the Bartlett Test, which
indicates that the variables are in accordance with the
provisions of the factor analysis.

Reliability analysis was performed on the items
pertaining to paternalistic leadership, organisational
ethical climate, and organisational justice. From the
results of the reliability test on these three categories of
items, it was found that the Cronbach Alpha coefficient
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for paternalistic leadership was 0.896, for organisational
ethical climate, it was 0.785, and for organisational
justice it was 0.900. These three categories of items had
excellent reliability, so the measuring instrument used
in this study was consistent.

The descriptive statistics in this study serve to clarify
the description of the data in the form of average
mean values, standard deviation, and the correlation
coefficient between variables of paternalistic leadership,
organisational ethical climate, and organisational
justice. The descriptive statistical values of each of
these variables can be seen in Table 1.

In this study, a multicollinearity test of assumptions
was used. There are indications of a problem with
multicollinearity when the correlation between the
independent variables is high, generally above 0.90
(Hair et al. 2010). The value of the correlation between
the independent variables in this study was found to be
0.488. Meanwhile, based on the calculation of the values
of tolerance and the variance inflation factor (VIF), the
tolerance value for variables showed a value of not less
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than 0.1 and the VIF was not greater than 10. Thus,
the regression model in this study was assessed as not
having experienced any problem with multicollinearity
and so further analysis could be conducted.

The testing of the model in this study used hierarchical
regression analysis. According to Baron and Kenny
(1986), testing the hypothesis by using a moderating
regression model will be supported if the interaction
of independent variables in this case the variable of
paternalistic leadership, with the moderating variable
being organisational justice if they show significant
results. The results of the testing of this research
hypothesis can be seen in Table 2.

This study uses the variables of age and tenure
(duration of employment) as control variables. This is
done so that the results are not biased by confounding
variables. The control variables of age and tenure are
not significant or cannot explain the proportion of the
variance found in the dependent variables (adjusted R2
=0.008; p> 0.05).

Table 1. Average. standard deviation. and correlation coefficient among variables

Correlation
Variable Mean Std.Dev Paternalistic Organisational Organisational
Leadership Justice Ethical Climate
Paternalistic Leadership 3.21 0.64 1 0.754%** 0.722%*
Organisational Justice 3.57 0.61 0.754%** 1 0.704**
Organisational Ethical Climate 3.58 0.53 0.722%* 0.704** 1

** Significant at the 0.01 level (2-tailed)

Table 2. Hypothesis test results

Organisational Ethical Climate (OEC)

Step Variable
B T P

1 Age 0.038 0.917 0.360
Tenure -0.058 -1.607 0.110
Adjusted R?=0.008

2 Paternalistic Leadership (PL) 0.603 13.535 0.000
Adjusted R2=0.513

3 Organisational Justice (OJ) 0.611 13.070 0.000
Adjusted R? =0.495

4 Paternalistic Leadership (PL) 0.671 4.470 0.000
Organisational Justice (OJ) 0.543 4.743 0.000
PLxOJ 0.085 2.275 0.024

Adjusted R?=0.581

*P < 0.10; **P < 0.05; ***P < 0.01
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Hypothesis 1 states that paternalistic leadership has a
positive effect on organisational ethical climate. Based
on the hypothesis test results listed in Table 2, it can
be seen that paternalistic leadership has a significant
positive effect on organisational ethical climate (f =
0.603; t = 13.535, p <0.05). The Adjusted R Square
value is found to be 0.513 which indicates that the
paternalistic leadership variable affects organisational
ethical climate at a level of 51.3% and for the remaining
48.7%, it is influenced by other variables.

Based on the results of the hypothesis test listed in
Table 2, organisational justice significantly moderates
the positive effect of paternalistic leadership on
organisational ethical climate (f = 0.085; t = 2.275; p
<0.05). The Adjusted R Square value is 0.581, which
indicates that the presence of a moderating variable
influences the effect of paternalistic leadership on
organisational ethical climate at a level of 58.1%,
and for the remaining 41.9%, it is influenced by other
variables.

According to the results of the regression analysis, it
can be seen that the significance value is 0.000 and the
regression coefficient is 0.603, so the first hypothesis
stating paternalistic leadership has a positive effect on
the organisational ethical climate is supported fully.
Paternalistic leadership is described as the leadership
style of someone with authority who assumes that their
role is similar to being a parent and they consider this to
be their obligation to provide support and protection to
others with the attention they give (Aycan et al. 2000).
It is demonstrated that the presence of this character of
paternalistic leadership encourages subordinates to be
more concerned for others, to carry out their activities
based on moral beliefs, to adhere to the organisation's
policies or other applicable laws, and be willing to
help the organisation achieve its objectives. In these
circumstances, it can be said that an ethical climate has
been created in the organisation.

This is because, basically, the organisational climate is
a reflection of the values and cognitive bases adopted
by actors who have the power within the organisation
(Hambrick and Mason, 1984). In this case, the actor
who has power or has a dominant coalition in an
organisation is the organisation's leader.

The leader is instrumental in terms of the socialization
of behaviours that are acceptable and unacceptable and
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which will result in fewer unethical decisions in the
workplace. If the leader is able to consistently foster
moral values, such as behaving reasonably, honestly,
and in a caring and reliable way, then the moral attitude
of this leader will be emulated by his or her followers
(Dickson et al. 2001; Neubert et al. 2009). The morality
of the leaders and their followers then develops the
ethical work climate within the organisation. Thus,
the moral actions of these leaders will arise as the
conditions necessary to form an organisation with an
ethical climate.

According to the results of the regression analysis, it
can be seen that the significance value is 0.024, and the
regression coefficient is 0.085; the second hypothesis,
which states that organisational justice moderates
the positive impact of paternalistic leadership on
organisational ethical climate is fully supported. A high
level of organisational justice can strengthen the positive
influence of behaviours such as benevolence, morality,
and authoritarianism shown by a paternalistic leader
on the actions of members of the organisation which
reflect a climate of care, a climate of independence, a
rules climate, a law and order climate, as well as an
instrumental climate. In other words, the positive effect
will be stronger when the perception of justice received
by members of the organisation is better.

The Adjusted R Square value with the presence of
the moderating variable is more significant than it
is without the moderating variable. Without it, the
influence of paternalistic leadership on organisational
ethical climate is 51.3%. Meanwhile, with the presence
of the moderating variable, the influence is 58.1%. In
other words, the effect of paternalistic leadership on
organisational ethical climate increases by 6.8% when
moderated by organisational justice. According to these
results, it can be said that the organisational justice
variable reinforces the positive impact of paternalistic
leadership on the organisational ethical climate. Thus,
the organisational justice variable can be used to
moderate the positive impact of paternalistic leadership
on organisational ethical climate.

To be more evident in reporting the results of hypothesis
testing in this study, the researchers are presenting two
figures to show the effect of two-way interaction that
occurs between the variables of paternalistic leadership
and organisational justice in terms of organisational
ethical climate.
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In explaining the nature of the interaction in this study,
the researchers have used the procedure suggested by
Aiken and West (1991) in Dawson (2014). This entails
calculating the value of organisational ethical climate
in different conditions (high and low paternalistic
leadership values and high and low organisational
justice values). Figure 2 shows that the slope of the
regression line for high organisational justice is steeper
than the regression line for low organisational justice.
This indicates that the positive impact of paternalistic
leadership on organisational ethical climate will be
stronger when the organisational justice is high.

These research findings are supported by previous
studies that investigated the relationship between
organisational justice and organisational ethical climate
(Deconinck et al. 2012; Fein et al. 2013; Tziner et
al. 2015). One of them is by Deconinck et al. (2012)
which found that employees will assess their work
environment as being more ethical when they believe
that they are rewarded fairly for the effort they have
given (education and experience) and when they are
given the opportunity to express their opinions. The
research findings are also assessed in accordance with
the theory of social exchange. For example, Peng et al.
(2014), show that the social exchange in an organisation
will develop when the organisation can take care of the
employees so that there are beneficial consequences,
such as active workplace behaviour and positive
attitudes exhibited by the employees.

The factor of organisational justice is judged as being
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able to affect an employee's decision as to whether or
not to engage in deviant work behaviour (Henle, 2005).
Violations of ethics can be a form of reaction against
the perceived injustice faced by employees within
the organisation. This is because employees who feel
that there is no justice or that they are mistreated will
be more likely to engage in behaviours that harm the
organisation (Masterson et al. 2000).

Managerial Implications

Furthermore, this result brings practical implication
in respect with establishing ethical climate in
organizations. First, based on learning social theory,
the leader’s behaviour has critical roles to produce
employees’ ethical behaviour. The matter of moral
integrity becomes the most important criteria to
appointing a leader. Second, the organizational justice
also significantly contribute on organizational ethical
climate. The leader has to show commitment on
executing the established regulation or system, for
example is on assessing employees’ performance.
Employees have trust to the leader as they believe that
their leader always base on the established regulation,
instead of subjective judgment. In conclusion, the
leader’s behaviour and the leader’s commitment on the
fair treatment are subjects to create ethical climate in
organizations.

—— Low hodarator
--#-- High Modarais

LowIV

HighIV

Figure 2.Two-way interaction between paternalistic leadership and organisational justice in terms of organisational

ethical climate
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CONCLUSIONS AND RECOMMENDATIONS
Conclusions

The test results of this study prove that paternalistic
leadership is effective in creating an ethical climate
in public organisations. The results of the hypothesis
testing are in line with those in several previous
studies conducted in for-profit organisations. Thus, the
effectiveness of paternalistic leadership in developing
an ethical climate is not only valid in for-profit
organisations, but also in non-profit organisations.
Ultimately, this study provides a contribution on how
the concepts of paternalistic leadership, organisational
ethical climate, and organisational justice are applied
in public organisations. Furthermore, this study
has provided findings that are similar to those of
empirical studies conducted in the context of for-profit
organisations.

Moreover, the results of this study have shown that the
factor that strengthens the influence of paternalistic
leadership is organisational justice. The positive
effect on organisational ethical climate of paternalistic
leadership has been proven to be stronger when the
perception of the employees regarding the justice that
they receive is relatively good.

Recommendations

In the context of this research, the this study seems
that contextual factors, such as cultural factors, play
an essential role in strengthening the influence of
paternalistic leadership in supporting ethical climate
in public organisations. Further research could use this
cultural factor as a determinant of leadership style.
Besides, this research has focused on the perceptions
of individuals. Subsequent research could involve
the perception of teams to re-examine the effect of
paternalistic leadership on organisational ethical
climate.

In addition, the strengthening of the influence of
paternalistic leadership on organisational ethical climate
will require further testing, for example, by using other
moderating variables such as organisational citizenship
behaviour. When the level of organisational citizenship
behaviour is high, employees will voluntarily contribute
more to meeting the interests of the organisation (Katz
& Kahn, 1966 Cheng, Wang, & Lesmana, 2013). In
such situations, employees show their loyalty to their
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organisations which makes it possible for the leaders to
strengthen their influence on creating an ethical climate
(Robinson and Marrison, 1995).
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