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Abstract 
Increasing employee performance is one of the significant issues of 
organizations in today’s competitive environment. It is aimed for 
organizational efficiency, decrease costs, and increase employee 
motivation while increasing employee performance. Employee 
performance can be improved through ethical leadership behavior and 
relationship orientation in businesses. In this study is to determine the 
relationship between ethical leadership and relationship orientation for 
employee performance at a university hospital in Turkey. In order to 
test relations among variables survey was used. Research data was 
gathered through the implementation of questionnaires to nurses 
working in different units at university hospitals. Reached 600 nurses 
and 406 nurses answered our research questionnaire.  The collected data 
was analyzed with SPSS 21 and hypotheses were tested with correlation 
regression analyses. There was no significant relationship between 
ethical leadership and ethical leadership sub-dimensions and employee 
performance. There was a partial effect between relationship orientation 
and employee performance, with confidence, a positive significant effect 
between empath's performance, and no effect between shared values and 
employee performance. 
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INTRODUCTION 
When we look at the history of humanity, people have been directed and directed throughout history. 
There is a need for leaders with moral qualities to guide employees, help them achieve their individual 
and organizational goals. New approaches adopt a human-centered manager style instead of the 
traditional manager style. Organizations prefer managers to be human-centered ethical leaders in order 
to increase employee and firm performance, to benefit from human capital at the highest level, to increase 
efficiency and productivity (Erdal and Sivaslıoğlu, 2020, 2797). Well-managed organizations ensure both 
the development of the organization and the development of employees. Leaders are asked to motivate 
employees, contribute to their professional development, and predict the future of the organization, in 
short, to be the organization's driving force. Some characteristics distinguish leaders from others. These 
are behaviors such as honesty, integrity, motivation, assertiveness, openness to communication, trust, 
stability, etc. (Minaz and Keskinoğlu, 2018,2). Today, the strategic importance of ethical practices and 
ethical decisions in businesses has become more evident (Hosmer, 1994,17). Ethical leaders increase the 
perception of justice within the business and try to prevent unethical behavior within the organization 
and provide two-way effective communication and support ( Brown and Trevino, 2006,613). Employees 
are the most valuable business world's capital with their ever-changing and developing life standards 
and opportunities (Çalış Duman and Akdemir, 2016,34). 
Performance is a very important reason for all businesses and gives information about the business. 
Businesses want employees to have high performance, but they should try to understand what they want 
from the business and what they do (Bedarkar and Pandita, 2014,106-107). To value the opinions of 
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employees in order to increase employee performance, to ensure their participation in decisions and to 
encourage them, to give importance to the health and happiness of the employee, to question their 
expectations and expectations, to understand the goals and values of the employee, to forgive the 
mistakes that they have not made deliberately and to ensure their trust in the organization (Çınar and 
Yeşil,  2016,287). 
Healthcare institutions are institutions where many healthcare professionals work together, team 
understanding is felt at the highest level and works patient-centered. Relationship-oriented behaviors are 
needed in order to provide the service in the best possible way. Employees' interaction with each other 
and with the organization is important for the future of the organization. Employee and firm 
performance will increase when employees develop trust, communication, shared values and empathy 
and exhibit ethical behavior. In this study, the effects of ethical leadership and relationship orientation 
behaviors of employees in the health sector, which is an important branch of the service sector, on 
employee performance were investigated. 
 
Ethical Leadership 
Since corruption, deception, injustice and similar behavior in the world's leading companies negatively 
affect the long-term interests of companies, it is understood that ethical behavior of leadership within the 
business is necessary (Şentürk et al,2019,138).  Recent scandals in the business world such as Enron, 
World Com, Parmalat and others have revealed that the leader must exhibit ethical behavior and shape 
this behavior in his employees (Şentürk and Coşkuner, 2018,1705). Ethical leadership is an indicator of 
relevant, honest, fair and reliable management among and through individuals (Karadal and Ozsungur, 
2017, 665).Throughout history, people have been directed or led. Leaders with strong moral qualities are 
needed to guide employees, achieve individual and organizational goals, and develop unity and 
togetherness (Minaz, 2018, 767). Ethics good and bad, right and wrong is a guiding concept in decision 
making, and organizations in senior management determine these rules ( Ergeneli,2017,262) The behavior 
of managers is thought to have a different effect on employees within the organization. It is also possible 
for employees to convey different ideas and ideas to their superiors and co-workers depending on their 
relationship with subordinates of managers ( Şentürk and Coşkuner, 2018,1703). 
Ethical leadership has become the most important concept of our day as it has positive effects on 
organizations and changes the perspective of individuals. While previously financially strong companies 
are creating good images, businesses that comply with today's ethical principles are making good impact 
(Erdogan and Çelik, 2019, 105). Ethical leadership is an important factor, especially for senior 
management an effective senior management clearly understands the purpose and mission of their 
organization, becomes involved in the strategic decision-making process and works as a continuous team 
to achieve their goals (De Hoogh and Den Hortog,2008,300). De Hoogh and Den Hartog (2008) divided 
ethical leadership into three subsections. They are morality and justice, role disclosure and power-
sharing.   
Morality and Fairness: Virtue of morality consists of emotions, judgments and behaviors but 
distinguishes people from other living things. People Guide these behaviors with the power of reasoning 
in social life (Dahl and Killen, 2018,323). Ethical events are multifaceted and include moral, psychological 
and social issues(Killen,2018,772). The relationships between inter organizational and organization are 
related to ethical issues and affect moral standards, respectability, trust, profitability, fairness. The degree 
of these values play important role in internal and non-organizational affairs (Erdem and 
Erdem,2019,153).The understanding of justice involves the equal distribution of awards within the 
organization and the justifiable implementation of penalties resulting from unwanted behavior 
(Ergeneli,2017,263) .  
Role clarification: The important feature that determines the role behavior of leaders is to set goals and 
objectives that are appropriate to the runs that are experienced within the group. Leaders have to explain 
to groups or individuals what they are going to do and how they are going to do it, inform them of goals 
and goals, and show them how they can access them (Eren, 2012, 446-447). The support of managers is a 
very important perception for employees and is associated with the intention of employees to quit (Şenol 
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and Üzüm, 2019,46). Leaders should observe the employees and determine the reasons for their dismissal 
and take precautions. Because the intention to quit gives Zaar to organizations (Kangas et all, 2018,734).  
Ethical leaders have an important role in influencing employees in organizations to stay at the institution. 
Acts to prevent employees from leaving the institution by ensuring their loyalty to the institution ( 
İbrahim et all, 2018,3). 
Power Sharing: New approaches have begun to emphasize social capital rather than human capital. 
Filling the gap between individuals and creating a synergistic effect accomplishes more than employees 
can achieve by themselves (Erdogan and İraz, 2019,38). I to share information appropriately on an 
important issue in internal sharing (Şentürk and Coşkuner,2018,1718). Organizational behaviors need to 
be adopted in order to share knowledge appropriately. In organizations where there is no trust 
environment, information is not shared and information is hidden (Tang, 2015, 5) in order for this sharing 
to be conducted in a healthy and appropriate way, the leader must develop behaviors that support 
information sharing in order to increase psychological participation in his followers. Thus, the ethical 
leader not only exhibits ethical behaviors, but also uses means of communication to ensure that these 
behaviors are adopted by the audience (Palalar Alkan and Arıkboğa, 2017,351). Ethical principles as a 
whole, although not bound by legal sanctions, employees must act in accordance with professional ethics 
so as to perform their profession and to ensure public interest (Marşap, et all,2018,898).  
 
Relationship-Oriented 
Relationship-oriented businesses develop relationships with both organizational employees and 
customers. In relational marketing, relationship focus includes establishing, developing and maintaining 
a one-to-one relationship with the customer (Yükselen, 2017, 29). In addition, businesses should 
communicate with customers on social media to increase relationship focus and implement some of the 
capabilities that social media use requires. These capabilities enable businesses to collect, integrate and 
respond to information they obtain from customers. Thus, the business will have a good image in the 
eyes of the customers and will be successful in a competitive environment (Ergün and Büyüker Işler, 
2019, 1259). Customer-oriented service behaviors are called as one of the refer element based on service 
quality, customer satisfaction and organizational performance increase (Kanten and Kanten, 2019, 9). The 
purpose of the relationship focus is to encourage the customer to buy goods / services again, while at the 
same time enabling customers to purchase goods/services from the same business with the least risk and 
the most confidence. In addition, partner value and re-creates relational marketing, is one of the partners, 
strengthens and balances an approach which initiates relationships with the customer, shareholder 
compliance, compliance decision,emphasizes Region-time harmony and harmony value (Sarı and Göktaş 
Kulualp,2019,50) relationship orientation affects the  market focus and the firm's focus. While market 
focuses positively impact company performance, proactive market focuses impact innovation 
performance (Sahin, 2018, 688). (Sin.et all, 2002,658). Relationship marketing orientation consists of six 
components: trust, attachment, communication, shared value, empathy, and reciprocity. Therefore, they 
can increase their competitiveness to a market-oriented economy.  (Sin.et all, 2002, 658)., ( Long and Quan 
,2019,27). 
Trust: Trust is the belief that all attitudes and behaviors that affect the individual will be honest, 
predictable, open and fair (Tutar, 2016, 296). Therefore, the employee's perceptions of job insecurity are 
factors that reduce the effectiveness and efficiency of the business when an employee feels that his or her 
job is not secure (Byung and Kim, 2019, 3). 
Communication: İt is important to understand human behavior, group dynamics, employees ' feelings 
and thoughts,attitudes,to perceive their motivations and to communicate clearly and persuasively 
(Öztaş,2017,31). For various reasons, communication may not occur to the desired degree in some cases. 
Communication barriers usually occur when two people face a common goal.The lack of a common 
background, differences in experience, different expectations of the psychological situation prevent 
communication (Kumbasar, 2016, 95).  
Shared values : The shared / shared values element covers the reflection of the core business, action and 
motivation values of the business to the corporate culture (Davutoğlu et all,2016,146) .The culture, social 
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values, judgments, behaviors and institutions that are the source of human nature constitute the social 
structure (Yazıcı,2014,220). Sharing among members of the organization is the sharing of values within 
the organization and occurs in a variety of ways. Employees of the organization have a common value for 
what is good, what is bad, and what behaviors are desirable or undesirable (Zengin and Kaygın, 2019, 
9059). 
Empaty: Empathy is the ability of one person to put himself in the place of another and to understand his 
feelings, thoughts and behaviors. It is claimed that there are two sub-dimensions of empathy, cognitive 
and emotional.To be able to empathize with the other person, one must first be cognitively able to 
distinguish between himself and the other person and cognitively able to distinguish which emotional 
state the other person is in (Ersoy and Kösger, 2016, 10).  Because empathy is the most basic component of 
a helpful relationship, it is possible to understand the individual and the individual's problems through 
empathy (Şahin et al, 2018, 322).  
 
Employees Performance 
Employees are the main determinant of productivity in healthcare institutions that are among the leading 
service-oriented sectors. High productivity is achieved in organizations where employees are the main 
determinants. Employee performance increases in organizations with high efficiency and efficiency. One 
of the determinants of increasing employee performance is the effective ethical climate infrastructure 
(Erdogan and Çelik, 2019, 111). Employees are very important for the future of the organization. If they 
perform well, the performance of the organization increases. If they show poor performance, 
organizations will suffer damage (Khan et al, 2020,146). Psychological capital, which contributes to an 
individual's productivity and demonstrates personality traits, is an important factor in employee 
performance and consists of 4 subheadings. These include: self-efficacy, optimism, hope and endurance. 
These items .one of the major outputs of capital is to improve employee performance (Korkmazer et al, 
2016, 272).  
The factors that negatively affect employee performance are depression, self, anxiety,injustice, stress , 
insecurity,and mismanagement.It is the negative behaviour of co-workers that affects employees,which 
leads to increased conflicts and unrest among employees (Ülbeği et al, 2019, 5) the stress of the work and 
work environment creates ansiyete. High levels of ansiete adversely affect employee performance (Virga 
et all, 2019, 397-398). The main purpose of health services is to provide health services with the desired 
quality, time and minimum cost. Patients ' ever-changing technology, information, needs and demands, 
patient satisfaction or dissatisfaction make it difficult to provide these services (Korkmaz and Çuhadar, 
2017, 73). Bıyık et al (2017), According to the results of the research; A significant and positive 
relationship was found between ethical leadership and job performance (Bıyık et al, 2017,59). 
 
Ethical Leadership and Employees Performance Relationship  
Ethical leadership is very important both for organizations and for the performance of businesses (De 
Hoogh and Den Hartog, 2008; Trevino et al., 2003; Aronson, 2001). Fermandez (2008), emphasizes the 
importance of the leader's behavior in job satisfaction and employee performance. 
Ethical leadership is examined in two dimensions as moral person and moral manager. Being a moral 
person can be measured by the leader's personal characteristics, character and motivation methods. 
Moral man is simply honest, reliable, and fair. Being a moral manager is a leader's proactive effort on the 
unethical and unethical behavior of his followers. These leaders become role models with their behavior 
and ensure that their followers comply with ethical rules (Trevino et al., 2000, 2003; Brown and Trevino, 
2006). In addition, ethical leaders are recognized as moral people both in business and social life. 
Employees are the most important factor in the success and progress of businesses. Businesses with 
ethical leaders inspire their employees and play a role in improving their performance. (Malik) (2016), 
emphasized that employees are vital for organizations and indispensable for business success, and stated 
that there is a direct relationship between ethical leadership and employee performance (Malik,2016,590). 
If there are no ethical leaders in organizations, job stress and quitting employees are seen (Elci et al., 
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2012). When the concept of ethics is combined with manager and leader; We can say that the honesty and 
systematicity in the institution have increased. 
(Khokhar and Rehman,2017,222) emphasized that significant direct positive relationship between ethical 
leadership and employee’s performance. Erdal and Sivaslıoğlu (2020) examined the relationship between 
ethical leadership and employee performance, and a weak positive relationship was observed between 
ethical leadership and employee performance sub-dimensions of ethical leadership and sub-dimensions 
of employee performance, employee satisfaction and employee performance. Again, there was no 
relationship between the power sharing sub-dimension, which is ethical leadership, and employee 
performance, employee performance, and employee satisfaction. In the study conducted by Bıyık et al. 
2017, a significant positive relationship was found between ethical leadership and task performance. 
Bilgin Yurdaöz stated in the 2018 thesis that the total ethical leadership scores of the administrators differ 
according to the gender of the teachers, but not according to their educational status, and there is no 
relationship between age and performance scores. A perfect positive correlation has been observed 
between ethical leadership behavior scores and managers' ethical behaviors and organizational 
performance (Koçyiğit  et al.,  2015,65). 
 
Relationship Orientation and Employee Performance Relationship 
As one of the most striking strategic orientations, market orientation is the totality of organizational 
activities aimed at understanding and satisfying customers’s expectations and needs, and providing 
unigue customers value. However in a rapitly changing compatative enviroment,  there is a need for 
cıompetitive strategies that will strengthen it and contribute to performance, rather than focusing only or 
market orientation ( Keskin vd,2016). 
Businesses operating in a fierce competitive environment are able to identify and plan customer demands 
and needs more quickly than their competitors, who apply market relationship orientation to gain 
competitive advantage and increase performance (Erdal,2020). 
High employee performance leads to increases in customer satisfaction. Individual performance and 
organizational performance are closely related. Those with high individual performance contribute more 
to the workplaces (Şehitoğlu and Zehir 2010). Organizational behavior, trust, organizational citizenship 
affect employee performance positively (Tekin, 2018).Relationship orientation theory is a philosophy 
applied by companies that want to gain competitive advantage to improve their relationships with 
customers (Liao et al., 2010). When firms that want to gain competitive advantage use the market 
oriented relationship method, they can have information about their current and future needs. Market 
relationship orientation is know  to affect the overall performance of the business. 
Calaghan et al., 1995, Morgan and Hunt 1994, Sin et al., 2002) have divided their market relationship 
focus into six parts. These are trust, bondig, communacation, shared value, emphaty and reciprocity. 
Long-term relationships are formed between companies that prefer relationship orientation and 
customers. This affects both employee performance and company performance positively (Sin et al., 2002) 
Gligor et al. (2019) found that relationship orientation in the market has a direct and positive effect on 
businesses, and the effects increase even more when they operate in a fierce competitive environment ( 
Gliğor et al 2019,289). In Erdal (2020) study results, a moderate positive correlation was observed 
between the values related to employees, which are sub-dimensions of the independent variable 
relationship orientation, and the dependent variable employee performance. There was no significant 
relationship between shared values and employee performance. Ethical leadership directly affects both 
relationship orientation and employee performance (Zehir et al, 2019). 
 
RESEARCH METHOD 
H1.  Ethical leadership has positive effect on employee performance 

H1a. Ethics and justice have positive effect on employee performance 
H1b. Opening task/ roles has positive effect on employee performance 
H1c. Power sharing has positive effect on employee performance  

H2.  Relationship orientation has positive effect on employee performance 
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H2 a. Trust has positive effect on employee performance 
H2 b. Communication has positive effect on employee performance 
H2 c. Shared values has positive effect on employee performance 
H2 d. Empathy has positive effect on employee performance 

 
ETHICAL 
LEADERSHIP 

Ethics and justice 
Opening task/ roles 
         Power sharing 

 
                               

 

              Figure 1 Research Model 
 

Sample and Data Collection 
Working in a metropolitan research university hospitals in Turkey were made by nurses. 600 healthcare 
workers were reached by random method and 406 people answered the questionnaire. Collected data are 
evaluated with statistical package programs used in social studies. 
Four scales were used in the study. The first scale contains demographic data including personal 
information and institutional information. The second scale consists of the Ethical leadership scale 
consisting of 17 questions developed by (De Hoogh and Den Hartog) (2008). The third scale (Sin et al., 
2002) . It is a relationship focus scale consisting of 15 questions in total. The last scale, employee 
performance scale, Kirkman and Rosen (1999); Fuentes, Saez and Montes (2004) Employee Performance 
scale developed by Erdogan and adapted to Turkish by Erdogan (2011) was used. A 5-point Likert scale 
was used in the questionnaire. 
 
FİNDİNGS 

Various demographic information about the respondents is given in below Table 1. 
 

Table 1. Descriptive Statistics of the Participants 
Gender Frequency Valid Percent Marital status Frequency Valid Percent 
Female 358 88,2 Married 239 58,9 
Male 48 11,8 Not-Married 167 41,1 
Total 406 100,0 Total 406 100,0 
Age Frequency Valid Percent Department Frequency Valid Percent 
Below 25 26 6,4 Surgical Sciences 242 59,6 
26 – 35 178 43,8 Internal Medicine 144 35,5 
36 – 45 137 33,7 Basic Sciences 1 0,2 
46 and more 65 16,0 Other 19 4,7 

EMPLOYEE 
PERFPORMANCE RELATIONSHIP 

ORINTATION 
Trust 
Communication 
Shared values 
Empathy 

H2 

H 1 
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Total 406 100,0 Total 406 100 
Working time Frequency Valid Percent Education status Frequency Valid Percent 

Below 5 108 26,2 High school 14 3,4 
6 – 15 160 37,8 College 39 9,6 

16 – 25 88 21,8 Under Graduate 223 54,9 
26 and more 50 14,2 Graduate 129 31,8 

Total 406 100,0 Doctor 1 0,2 
    The demographic findings of 406 participants working in a university hospital are shown in Table.1. 

 
Table 2. Cronbach’s Alpha Reliability Test 

Scale Cronbach's Alpha N of Items 
Ethical Leadership ,934 17 
Relation Orıentation ,922 15 
Employee Performance ,803 7 
Total  ,939 39 

 
When Table 2.  is examined, it is seen that all scale items are reliable because Cronbach's Alpha is greater 
than 0.80. Accordingly, the reliability of the variables was found to be quite high. Another is that the 
participants who participated in the research and completed the questionnaire gave similar and same 
answers to similar question groups. Undoubtedly, analysis was started for the result obtained well above 
the threshold value, which is generally accepted as 0.700 in Social Sciences. 

 
Table 3 .  Kaiser Meyer -Olkin and Bartlett's Test of Sphericity 

 Kaiser-
Meyer-Olkin  

Approximately 
ki Square 

 
Approximately 
ki Square df 

Sigma   % of 
Variance 

Ethics and justice 
 

,883 1660,771 10 000 % 78,8 

Opening Task/ Roles 
 

,884 1213,247 15 000 % 61,8 

Power Sharing ,815 1036,107 15 000 % 72,7 
Trust ,742 769,206 6 000 % 64,6 
Communication ,729 797,498 3 000 % 83,3 
Shared Values ,829 1211,995 6 000 % 79,6 
Empathy ,835 1559,348 6 000 % 84,8 
Performance ,813 1211,991 21 000 % 50,9 

 
As can be seen in the KMO Table .3 , the KMO ratio representing the internal validity was above the 
threshold value of 0.600 for all variables. All variables of the study took KMO values between 0.729 and 
0.884 and gave concordant results for the next analysis, the correlation analysis. 

 
Table 4. Exploratory Factor Analysis Loads 
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Ethics and justice 1 .857        
Ethics and justice 2 .910        
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Ethics and justice 3 .895        
Ethics and justice 4 .898        
Ethics and justice 5 .879        
Opening Task/ Roles 1  .775       
Opening Task/ Roles 2  Discard       
Opening Task/ Roles 3  .858       
Opening Task/ Roles 4  .859       
Opening Task/ Roles 5  .852       
Opening Task/ Roles 6  .811       
Power Sharing 1   .819      
Power Sharing 2   .851      
Power Sharing 3   .769      
Power Sharing 4   ,980      
Power Sharing 5   .785      
Power Sharing 6   .857      
Trust 1    .900     
Trust 2    .921     
Trust 3    Discard     
Trust 4    .849     
Communication 1     .931    
Communication 2     .930    
Communication 3     .876    
Shared Values 1      .824   
Shared Values 2      .912   
Shared Values 3      .931   
Shared Values 4      .898   
Empathy 1       .886  
Empathy 2       .942  
Empathy 3       .951  
Empathy 4       .904  
Performance  1        .580 
Performance 2        Discar

d 
Performance 3        .655 
Performance 4        .729 
Performance 5        .832 
Performance 6        .846 
Performance 7        .821 
Extraction Method: Principal Component Analysis. a. components extracted.,Rotation Method: Varimax 
with Kaiser Normalization 
Table.  4 factor values are seen. The second question of the open task, the 3 questions of trust, and the 
second questions of performance were excluded from the analysis due to low factor values. In particular, 
all questions with a value of 0.500 and below were excluded from the analysis. During the factor analysis, 
the results of the SPSS program were not intervened in any way and the Eigen value was taken as 1 and 
above. 
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Table  5. Correlation Analysis 
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Opening 
Task/ Roles 

Pearson 
Correlation 

1        

Sig. (2-tailed)         
N 406        

Ethics and 
justice 

Pearson 
Correlation 

.780** 1       

Sig. (2-tailed) .000        
N 406 406      

Power 
Sharing 

Pearson 
Correlation 

.774** .815** 1      

Sig. (2-tailed) .000 .000       
N 406 406 406      

Trust 

Pearson 
Correlation 

.354** .410** .398** 1     

Sig. (2-tailed) .000 .000 .000      
N 406 406 406 406     

Communicati
on 

Pearson 
Correlation 

.329** .411** .435** .684** 1    

Sig. (2-tailed) .000 .000 .000 .000     
N 406 406 406 406 406    

Shared Values 

Pearson 
Correlation 

.185** .214** .270** .602** .564** 1   

Sig. (2-tailed) .000 .000 .000 .000 .000    
N 406 406 406 406 406 406   

Empathy 

Pearson 
Correlation 

.291** .349** .355** .722** .715** .717** 1  

Sig. (2-tailed) .000 .000 .000 .000 .000 .000   
N 406 406 406 406 406 406 406  

Performance 

Pearson 
Correlation 

.325** .379** .382** .513** .490** .443** .486** 1 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000  
N 406 406 406 406 406 406 406 406 

**. Correlation is significant at the 0.01 level (2-tailed) 
When the correlation table is examined, the relations of all variables with each other are seen. Although it 
does not give a cause and effect relationship on its own, correlation analysis is a critical indicator in terms 
of revealing the relationships. In the results of the research conducted on 402 questionnaires, it is seen 
that there is a low and medium level relationship between all variables. There is also a relationship at 
various levels between performance, which is the dependent variable of the study, and all independent 
variables. Although this table alone is not meaningful, it gives a clue that the model is set up correctly 
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Table 6.Regression Analysis (  Employees Performance) 
Model 
1 

Squares Total Df Squared 
Averages 

F Sig. 

 
Regresyon 62.002 7 8.857 29.904 .000b 
Individual 117.885 398 .296   
Total 179.886 405    

  R R Square 
Adjusted R 
Squared 

Estimated Standard 
Error 

  ,086a ,007 ,000 1,13172 

 Variables 
 
B 

Standard 
Error 

Beta 
standardiz
e 

 
T 

 
Sig. 

 Costant 1.890 .165  11.449 .000 
 Ethics and justice .015 .058 .018 .259 .796 

 
Opening Task/ 
Roles 

.095 .067 .110 1.408 .160 

 Power Sharing .067 .069 .076 .972 .332 
 Trust .102 .046 .139 2.186 .029 
 Communication .097 .038 .152 2.535 .012 
 Shared Values .044 .051 .064 .869 .385 
 Empathy .139 .045 .198 3.072 .002 
a. Dependent Variable: Performance 
b. Predictors: (Constant), Ethics and justice, Opening Task/ Roles, Power Sharing, Trust, 
Communication Shared Values, Empathy 

When looking at the regression analysis, it is seen that the important factors on employee performance 
are empathy, trust and communication. This situation is supported by the literature. Other sub-
dimensions did not have a direct effect. Of course, the fact that some relations that are significant in 
correlation analysis do not appear in this analysis means that some strong variables overshadow others. 
Still, it is striking that critical sub-dimensions such as communication, trust and empathy affect job 
performance to a certain extent (7 percent) 
 

Table.7 Hypothesis Results Table 
No Expressions 

 
Result 

H1 Ethical leadership  has positive effect on employee performance Not Supported 
H1a Ethics and justice has positive effect on employee performance Not Supported 
H1b Openingtask/ roles has positive effect on employee performance Not Supported 

H1c Power sharing has positive effect on employee performance Not Supported 
H2 Relationship orientation has positive effect on employee performance Partially Supported  

H2a Trust has positive effect on employee performance Supported 
H2b Communication has positive effect on employee performance Supported 
H2c Shared values has positive effect on employee performance Not Supported 
H2d Empathy has positive effect on employee performance Supported 

 
CONCLUSION 
As it is known, Ethical leadership is a form of a leader who takes action by adopting the state of acting 
following the values specified in the definition of ethics. It is a situation of the leader having a good 
character. The ethical leader must have the right values; it should be an example to those who follow it. 
An honest, reliable, fair, and compassionate leader is an ethical leader. The ethical leader pays attention 
to being fair, honest, impartial, and reliable. Many business leaders need business policy redefined 
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corporate values as the best solution to ethical ambiguities. Drucker stated that acting ethically is a 
process of transference and a social behavior related to people's moral attitudes who follow a well-
defined standard of individual values. Ethical behavior is essential for all corporate leaders. 
Ethical leadership is the demonstration of normative attitudes through individual behaviors and 
interpersonal interactions, and the introduction of such attitudes to the audience through bilateral 
communication, empowerment and decision making. Relationship orientation is a concept much more 
specific than market orientation. It involves the commitment of one party that believes that a relationship 
is worth working on to ensure that endures throughout time. The relationship orientation is built on the 
foundation of mutual trust and commitment. In an environment where people think they are unfair, they 
may focus more on their own needs and feelings and may not consider others' priorities. Organizational 
justice is the subject of how decisions are made within the organization, managers' attitudes towards 
employees, and how the material and moral rewards and performance are evaluated. When we talk 
about the perception of trust in institutions, the employees asked, "Why should I trust a place without 
justice? How much does my institution think of me that I should consider them? It is of great importance 
to ensure the participation of employees in the decisions made as much as possible, to communicate with 
the reasons for the decisions taken, and to adopt an open and transparent communication style in this 
regard. It would not be realistic for a manager who says "If you don't like it, the door is there" when he 
hears that the working conditions are being objected to, expect empathy from his team. You must make 
sure that your systems and processes are applied equally to everyone. Managers should ensure 
objectivity and equal opportunity in your bonus and promotion systems and should not tolerate human 
favoritism in any way. 
Of course, this study has several limitations. The first constraint is the model itself. Variables limit its 
coverage and generalizability. Second, the sample size is a constraint. Finally, there may be some 
deficiencies brought about by the survey method. Scientists who want to work in this field in the future 
can establish more inclusive and explanatory models. 
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