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Abstract

The purpose of this research is to empirically investigate the relationship between leadership ethics and
turnover intention with mediating role of work-related stress in pharmaceutical companies in Egypt.
The objectives of This research are to investigate the relationship between ethical leadership and
turnover intention , to examine the relationship between ethical leadership and work-related stress , to
test the relationship between work related stress and turnover intention , to examine the mediation role
of work-related stress between ethical leadership and turnover intention , and to validate the proposed
model investigating relationship between leadership ethics and turnover intention with mediating role
of work-related stress in pharmaceutical companies in Egypt using structural equation modelling. The
methodology will be based on quantitative analysis by using a questionnaire tool to gather required data
and structural equation model analyses (SEM) using AMOS software version 25. The main conclusions
drawn from this study are the direct effect between Ethical Leadership and Turnover Intention is
statistically significant, the direct effect between Ethical Leadership and Work-Related Stress is
statistically significant, and the direct effect between Work-Related Stress and Turnover Intention is
statistically significant., Finally, the study found that work related stress mediates the relationship
between ethical leadership and turnover intention.
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I. INTRODUCTION '_[0 meet the require_ment_s of the pharmaceuticzfll
industry. Companies invest a lot on their
employees in terms of induction, developing,
maintaining, training, and retaining them in their
companies. Therefore, management tries to
diminish employee’s turnover. Though, there is
no standard framework for comprehending the
employees turnover process as whole, an
extensive range of factors have been found
valuable in interpreting employee turnover.
Thus, there is a need to develop a fuller
understanding of the employee turnover, more
particularly, the causes- what determines
employee turnover, effects and strategies that

The pharmaceutical industry is growing
enormously across the globe. The corporations
are directing from survival strategy into
competitive strategy. There is an endless thirst
for the best and the brightest of employees. The
ever-growing industry is facing the problem of
heavy attrition.  Subsequent information
technology, the pharmaceuticals industry is
grappling with the maximum level of attrition.
The sector’s high churn other than the normal
rate of attrition is mostly due to high stress at
work, burnout, and inadequate payment. The
supply from the educational institutes is enough
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executives can put in place diminish turnover.
With the globalization which is enhancing
competition, organizations must endure to
develop tangible products and services which are
grounded on strategies created by employees.
Those employees are extremely crucial to the
organization as their value to the organization is
principally intangible and not simply replicated.
Therefore, executives must recognize that
employees as major contributors to the efficient
accomplishment of the organization’s success.
Executives should control employee turnover
intended for the benefit of the organization
success. Employee turnover is well-thought-out
to be one of the persisting problems in
pharmaceuticals organizations  (Armstrong,
2009). In particular if it encompasses quality
employees who have worked for the
organization for several years, high performers
also experienced and loyal persons (Somaya,
Williamson, 2008). The turnover means that
another organization may acquire a hew
knowledge employee who can become its
competitive advantage. Many factors, such as
commitment, job stress, self-esteem, and
supervisor support can have an impact on
turnover intention (Siong et al, 2006). Due to
Firth et al., (2007) leadership behaviors directly
affect commitment and satisfaction of
employees, and this sequentially affects the
turnover behaviors. One of the imperative
leadership behaviors is related with ethics.
Trevino et al (2003) stated that the ethical
dimension of leadership is significant due to the
leaders impact on the behaviors of employees.
Ethical leaders behave as role models in the
companies, they promote ethical behavior
amongst their subordinates (Brown et al, 2005).
On the other hand, the experience besides the
range of factors that lead to job related stress
cause employees to leave their organizations
(Firth et al., 2007). The main aim of this paper is
to examine the relationship between leadership
ethics and turnover intention with mediating role
of work-related stress in pharmaceutical
companies in Egypt. The study will be guided by
the following objectives:

1- To investigate the relationship between
ethical leadership and turnover intention
in pharmaceutical companies in Egypt.

2- To examine the relationship between
ethical leadership and work-related stress
in pharmaceutical companies in Egypt.

3- To test the relationship between work
related stress and turnover intention in
pharmaceutical companies in Egypt.

4- To examine the mediation role of work-
related stress between ethical leadership
and turnover intention in pharmaceutical
companies in Egypt.

5- To validate the proposed model
investigating relationship  between
leadership ethics and turnover intention
with mediating role of work-related stress
in pharmaceutical companies in Egypt.

Il. LITERATURE REVIEW

Ethical leadership is considered as the
independent variable, work related stress is
considered as the mediator variable and the turn
over intention is considered as the dependent
variable.

2.1 Ethical leadership

Ethical leadership has been defined as displaying
the appropriate normative behaviors through
personal actions and interpersonal relationships
and the inspiration of such behaviors to
followers through two-way communication
(Brown et al., 2005). Leaders are considered to
be the main driving force of ethical behavior in
organizations (Ye et al., 2022). researchers have
argued that leaders can increase an
organization’s competitive advantages not only
by managing financial performance but also by
creating ethical codes within the workplace (Ete
et al.,, 2022). For this reason, today, ethical
leadership, which is conceptualized as a model
of a leader with appropriate normative behavior
and the promotion of such behavior among
followers, has become an important and
influential topic in the literature of organization
and management (Byun et al., 2018). Followers
consider ethical leaders as honest, trustworthy,
fair and principled human beings who care about
other people and the community in which they
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operate (Jha and Singh, 2019). Ethical leaders do
not just preach about ethics, but the values they
set for their companies are the values they
believe in and adhere to in their lives (Hsieh et
al., 2020). Their honesty not only has the power
to influence the ethical behavior of their
followers but also can have a major impact on
the success of the business and the financial
performance of the organization (Dimitriou and
Schwepker, 2019). Ethical leaders allow their
employees to express their opinions and
participate in decisions, listen to their thoughts
and ideas, instill in them a sense of trust and
show genuine interest in their welfare, comfort
and development (Gillet et al., 2018). Moreover,
ethical leaders can evoke a mechanism of value
internalization in their followers (Zheng et al.,
2022). Conceptually, the moral aspect of ethical
leadership embodies admirable qualities such as
integrity, reliability and trustworthiness, which
may be resulted in taking responsibility for
decisions and actions, including using effective
incentive systems to encourage ethical behaviors
and eliminate unethical ones; and also, to
discipline employees for their disruptive
behaviors (Nguyen et al., 2021).

2.2 Work related stress

Pharmaceutical staff, specifically, deal with
frequent and varied stressors for instance :
unreasonable work conditions, long work hours,
and work environment (many patients also too
little time for each patient), sleep disorders
owing to night shifts, loss of autonomy (the
pharmacist is forced to cope with the social,
economic, and legal implications of his/her
decisions; patients are well informed because of
exposure to the internet), lack of balance among
work and personal life, isolation (a pharmacist
cannot debate patients with colleagues because
of confidentiality issues), comparatively low pay
in comparison to what is expected in return for
the experience, long years of training and long
work hours, professional responsibility, low
promotion options, dealing with illness and
death on a daily basis, fear of lawsuits for
medical malpractice, a sense of failure (when a

patient is not cured), and more (Klein et al.,
2011).

Consequently, it is not surprising that
pharmaceutical staff experience work stress.
Stress at the workplace has become a significant
issue because its penalties can take a heavy toll
on organizations and their employees (Barling et
al., 2005). High levels of stress can weaken
workers’ performance and bring about negative
behavioral and attitudinal work results (Gilboa et
al., 2008). leadership affects employees’
psychological process resulting from work-
related stressors (Bakker and Demerouti, 2018).
Work-related stress may result from individual
(e.g. personality traits), organizational/job
(characteristics of job and organizational roles)
and social factors (e.g. economic environments)
(Razinskas and Hoegl, 2020). professionals are
typically confronted with stressors derived from
multiple organizational roles (statuses) and
challenging goals Henderson et al., 2016).

2.3 Turn over Intention

According to Boamah and Laschinger (2016), an
organizational member's Turnover Intention
(T is their subjective desire to leave their
current work for alternative chances. Turnover,
according to Carlson et al. (2017), is the
permanent exit from an organization, whether
voluntarily or involuntary. Employee turnover,
according to DiPietro and Bufquin (2018), can
be thought of as an employee cycle in a specific
industry, in which employees rotate between
employment and unemployment, as well as
between organizations, jobs, and occupations.
It's also the percentage of employees that quit
their jobs. Meanwhile, Ertas (2015) defined
turnover as the voluntary termination of an
employee's involvement in an organization.
Turnover intention is defined as an individual's
assessment of the likelihood of changing jobs
within a set period of time. When an idea of
turnover enters an employee's head, the
likelihood of turnover increases. The major
reasons for studying turnover intent have been
extensively debated by several academics from
various perspectives (Jermsittiparsert et al,,
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2019). There are two different types of turnover:
involuntary and voluntary.

Involuntary turnover is less expensive because it
is planned and occurs as a result of an employee's
departure, usually owing to poor performance
(Barrick & Mount, 1994) or redundancy as a
result of the company's downsizing (Morrell,
Loan-Clarke, & Wilkinson, 2004). Conversely,
voluntary turnover may relate to any
combination of many factors, such as negative
boss-employee relationships (Schwepker Jr.,
2001), dissatisfaction with salary (Sharma,
2016), persistent loss of motivation leading to
burnout, also known as emotional exhaustion
(Kim, 2015), work-life conflict and the need to

care for parents, and a better salary offer from
another organisation (Nawaz and Pangil, 2016).
This is by no means an exhaustive list, but it
provides a sampling of the numerous reasons
why individuals decide to leave a company.
Voluntary turnover is often more problematic
than involuntary turnover since it is harder to
forecast and its results can have a significant
impact on the functioning of the company.

I1l. ONCEPTUAL FRAMEWORK

Based on the literature review, the research
conceptual Framework were formulated as
below:

Independent Mediator Dependent
Ethical Leadership Work Related Stress
People -
orientation
Demands
Fairness
Control
P hari Turnover
wer
ower sharing Intention
Managerial
H2 support H3
Role clarification — — >
Work colleague
support
Integrity Relationships

Figure 1- Conceptual Framework

IV. RESEARCH HYPOTHESES

Based on the conceptual framework, the
hypothesized model and reviewing of the related
studies and theories, the study hypotheses were
formulated as below:

H1l: Ethical Leadership has an effect on
Turnover Intention.

H2: Ethical Leadership has an effect on Work
Related Stress.

H3: Work Related Stress has an effect on
Turnover Intention.

H4: Work Related Stress mediates the
relationship between Ethical Leadership and
Turnover Intention.

5-Operational definition - Measurement of
variables:

The operational definition of a variable is the
specific way in which it is measured in the
research (Sekaran and Bougie, 2016).

Table 1: Operational Definition -Variables
Measurement
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Variable Source

Independent Variable:
Ethical Leadership

Kalshoven (2011)

Mediator: Work Related Cousins, et al.,
Stress (2004)

Dependent Variable: Menezes et al.,
Turnover Intention (2018)

V. RESEARCH METHODOLOGY

For the purpose of this research, the research
population refers to Egyptian employees
working in pharmaceutical industry. The
research questionnaire was administered to nine
hundred (800) respondents, 555 questionnaires
representing 61.6% were returned, and 73
guestionnaires  representing  8.1%  were
incomplete or ineligible or refusals and 345
(38.4%) were not reached. There were 482
acceptable responses, a response rate 53.5%,
which is highly adequate for the nature of this
study. In this Research Paper, the Amos 25.0
software package was used to perform the
structural equation modelling (SEM) to
investigate the inter-relationships between the
constructs of the hypothesized model.
Hypotheses Testing Following a confirmatory
factor analysis, the valuation of the structural
model through testing of the hypotheses
underlying the research model is conducted.

VI. RESULTS AND FINDINGS

Composite reliability (CR) is used to measure
the reliability of a construct in the measurement
model. CR is a more presenting way of overall
reliability and it determines the consistency of

Table 2: Measurement” model result

the construct itself (Hair et al., 2019). CR of
People orientation = 0.868, Fairness =0.839,
Power sharing =0.823, Role clarification =
0.833, Integrity = 0.787, Demands = 0.925,
Control =0.830, Managerial support =0.835,
Work colleague support = 0.853, Relationships
= 0.917 and Turnover Intention =0.951). So, it
clearly identified that in measurement model all
construct have good reliability.

The average variances extracted (AVE) should
always above 0.50 (Hair et al., 2019). The results
show that AVE of the particular constructs
(People orientation = 0.623, Fairness =0.569,
Power sharing =0.538, Role clarification =
0.556, Integrity = 0.559, Demands = 0.713,
Control =0.550, Managerial support =0.560,
Work colleague support = 0.597, Relationships
=0.735 and Turnover Intention =0.710) are more
than 0.500. Overall, these measurement results
are satisfactory and suggest that it is appropriate
to proceed with the evaluation of the structural
model.

Measurement model Results:

The 11 factor was subjected to CFA using the
AMOS software. DF was 215 (it should be more
than 0), 12 /DF has a value of 1.901, that is less
than 3.0 (it should be less than or equal 3.0). The
RMSEA was .043 (it should be less than 0.08).
The TLI index was .956 which is very close to
1.0 (a value of 1.0 indicates perfect fit). The CFlI
was .963. All indices are close to a value of 1.0
in CFA, indicating that the measurement models
provide good support for the factor structure
determined through the CFA.

Goodness of Fit Measures Name of index | Model Result | Remark
Chi-Square 2 408.638 accepted

Degrees of Freedom DF 215 accepted
Chi-Square/ Degrees of Freedom 2 /DF 1.901 accepted
Comparative Fit’ Index CFlI 963 accepted

Tucker Lewis Index TLI .956 accepted

Root Mean’ Square Error of Approximation RMSEA .043 accepted

Structural model
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Figure (2) Structural Model (Final Result)

Structural model summary:

The results of structural” model using the AMOS
software, shows that DF was 1067 (it should be
more than 0), (1?2 /DF has a value of 2.166, that
is less than 3.0 (it should be less than or equal
3.0). The RMSEA was .049 (it should be less
than 0.08). The TLI index was .908 which is very
close to 1.0 (a value of 1.0 indicates perfect fit).
The CFI was .913. All indices are close to a
value of 1.0 in CFA, indicating that the
measurement models provide good support for
the factor structure determined through the CFA.

VIl. CONCLUSION

This researcher explores the analytical part
performed to test the hypotheses the researcher
is seeking to fulfill the research objectives. A
summary of findings and conclusion could now
be presented.

Regarding the first objective: investigating
the relationship between ethical leadership

and turnover intention in pharmaceutical
companies in Egypt.

Due to the individual test of significance of the
relationship between the variables. It reveals an
effect between Ethical Leadership and Turnover
Intention (f = .331, CR (Critical Ratio) = 2.625,
CR >1.96, p = 0. 009, p<0.05). Therefore, (H1:
Ethical Leadership has an effect on Turnover
Intention) is supported.

This result is consistent with Kahn, (2007); De
Hoogh & Den Hartog, (2008); Piccolo et al.,
(2010); Eisenbeiss, (2012); Palanski, (2014);
DeConinck, (2014); Azanza et al., (2015); Fehr
et al., (2015); Babalola et al., (2016(; Lin and
Liu, (2017); Shafique et al. (2018); Yurtkoru,
(2018); Suifan et al., (2020) and Marquardt et al.,
(2021).

Regarding the second objective: examining
the relationship between ethical leadership
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and work-related stress in pharmaceutical
companies in Egypt.

According to the analysis performed testing the
relationship between the variables. H2: Ethical
Leadership has an effect on Work Related Stress
is supported as the result shows that (f = .749,
CR (Critical Ratio) = 10.643, CR >1.96, p = 0.
000, p<0.05).That result is consistent with
Brown & Trevifio (2006); Jaramillo et al.,
(2005); Kortum et al., (2010); Resick et al.
(2011); Kalshoven et al., (2011); Elci et al.,
(2012); Elci et al. (2012); Tian (2013); Zhou et
al. (2015); Bedi et al. (2016); Aabdeen et al.
(2016); Eslamien & Davoudi (2016) and
Schwepker and Good, (2016) who stated that
Ethical Leadership has an effect on Work
Related Stress.

Regarding the third objective:

Testing the relationship between work related
stress and turnover intention in pharmaceutical
companies in Egypt. The result shows that H3:
Work Related Stress has an effect on Turnover
Intention. (B = 0.566, CR (Critical Ratio) =
3.621, CR > 196, p = 0.000, p<0.05) is
supported. That result is consistent with Noor &
Maad (2008); Applebaum et al., (2010); Chen et
al., (2010); Ali (2013); Aharon (2015); Giorgi et
al., (2015; Bao & Zhong, (2019) ;Young Ahn
and Chanoyu , (2019); Razinskas and Hoegl,
(2020); Kluemper, (2021) and Quazi et al.,
(2021) .

Regarding the fourth objective: examining
the mediation role of work-related stress
between ethical leadership and turnover
intention in pharmaceutical companies in
Egypt.

As supported and proved by H2 and H3 and
parenting both hypotheses together by
considering the direct effects as the following :
the direct effect between Ethical Leadership and
Turnover Intention is statistically significant, the
direct effect between Ethical Leadership and
Work-Related Stress is statistically significant
and the direct effect between Work-Related
Stress and Turnover Intention is statistically
significant. It is proved that work-related stress

is partially mediating the relationship between
ethical leadership and turnover intention.

Regarding the fifth objective: to develop and
validate the proposed model investigating the
relationship between leadership ethics and
turnover intention with mediating role of
work-related stress in  pharmaceutical
companies in Egypt.

Based on the outcome of the measurement model
analysis and the structural model analysis, the
research model was re-arranged to conform to
the outcome of the two analyses, the final model
of research has sought to examine and
understand the effects of leadership ethics on
turnover intention with mediating role of work-
related stress, in particular. The results indicate
that work-related stress is partially mediating the
relationship between the independent and
dependent variables. There are some research
models considered the main relationship (i.e:
Suifan et al., (2020) and Marquardt et al.,
(2021)). However, this study developed a
comprehensive framework, displaying the
relationships in an important field like
pharmaceutical industry in emerging market like
Egypt, which has theoretical and practical
implications for future research.

VIll. DISCUSSION

Although, as evidenced by the numerous
examples of ethical lapses and charges, a lack of
emphasis and support for ethical leadership has
been an ongoing risk for decades. The COVID-
19 pandemic brought the issue to light. Most
healthcare organisations were caught off guard
when it came to dealing with the complex ethical
issues surrounding pandemics in general and
vaccinations in particular. A few pharmacies
quickly formed Incident Management Systems
(IMS) committees, allowing for broad input
from a diverse stakeholder group; with these
committees, they quickly positioned themselves
well for informed decision-making and clear
communication in the face of many ethically
grey choices. Some of these pharmacies also
moved quickly to include ethicists on their IMS
committees and working groups. Although most
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pharmaceutical companies (and governments)
eventually adopted these approaches, the lack of
consistent and proactive action suggests a
general lack of leadership preparation for ethical
decision-making. Leaders can expect to find
themselves in more and more situations
requiring deliberate decision-making in the
rapidly evolving healthcare environment.
Reflection and informed approaches to ethical
decision-making are recommended. In the post-
pandemic world, as the government works to
recover from the enormous financial burden of
COVID-19, there will be enormous pressure to
optimise healthcare costs and utilisation.
Leaders should be prepared to deal with difficult
and multifaceted situations. Leaders are now
expected to respond publicly to current
sociopolitical issues such as the Black Lives
Matter movement. Fundamental leadership
ethics training, as well as scenario planning and
simulations, are required. The study's findings
have important practical implications for
managers. According to the findings,
organisations should prioritise the selection and
development of leaders and supervisors who
regard ethical behaviours as an important part of
their vision and manner. This can be
accomplished through effective hiring processes
that emphasise ethical measures, as well as
management and leadership development
programmes that emphasise ethical conduct and
professional ethics. By doing so, organisations
can not only promote ethical behaviour and
accountability, but also create motivated and
empowered employees who  successfully
increase organisational performance, decrease
work-related stress, and influence employee
turnover intentions in an important area such as
Egypt's pharmaceutical sector.

IX. LIMITATIONS AND FUTURE
DIRECTIONS

First: Because this study was cross-sectional, it
is not possible to investigate the nature of cause-
and-effect connections between the variables.
Future study should therefore focus on the
requirement for a longitudinal strategy.

Second, because this study's sample was limited
to one nation (Egypt) and the pharmaceutical

industry, it is important to proceed with caution
when interpreting the results. Despite the fact
that the research context is extremely
specialised, it is thought that the conclusions
apply to various industries and nations.

Third: a convenience sample approach was used
to gather information from respondents over a
predetermined period of time, which led to a
limitation. The range of respondents who might
participate was restricted by the short time
window for data collecting. Because responses
are acquired based on respondents' accessibility
and may not give a representative sample, the
convenience sampling approach used to gather
responses may have also limited the range of
respondents who would participate.
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