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Drawing on Social Learning Theory and Conservation of 
Resource Concept this research mediation moderation model 
was supported by a study which is conducted from multiple 

sources and a study conducted in three-waves in Pakistan. 
Workplace Conflicts and Ethical Leadership ideas are 
developed and brought together by these results. This 
exploration inspected the character of Ethical leadership 
happening in workplace conflict circumstances. Explicitly, 
ethical leadership remained prophesied on the way to 
construct members’ resolution efficacy and consequently 

upsurge members’ capability to agreement through conflict 
state of affairs (i.e., relationship and task conflicts) concerning 
in the workplace political scenarios. We gathered information 
from a variety of sources, including employees and their direct 
managers in several Pakistani organizations. The current study 

employed the survey approach. This study shows a negative 
relationship between ethical leadership and relationship 

conflict and task conflicts. Moreover, this study also shows, 
resolution efficacy plays a role as a mediator between Ethical 
Leadership and relationship conflict as well as task conflicts. 
Furthermore, shows that Perception of Politics plays a role as a 
moderator in the relationship between Resolution Efficacy and 
Relationship Conflicts as well as task conflicts. Ethical 

leadership activities possibly will improve employee conflict 
resolution efficacy, implying that concluded the solicitation of 
ethical leadership social learning philosophies, leaders may be 
critical in creating a work environment that morally 
encourages and fosters employees' conflict resolution efficacy. 
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1. Introduction 
 

At the turn of the century, ethical8 leadership became a scientifically investigated 

topic, with traditional metrics and a slew of research and theoretical work examining and 

analyzing antecedents and implications (Adnan, Bhatti, & Farooq, 2020). At the same time 

the unethical behavior of organizational leaders has received a great deal of importance, 

and not astonishing a practitioner literature has originated that presents observations of 

events and suggests solutions to the problem of unethical conduct among leaders (Zhan & 

Liu, 2021). 

 

The study of ethical leadership has progressed considerably during the last ten 

years (Ng & Feldman, 2015). One line of inquiry looks regarding the impression of ethical 

leadership scheduled the advantages and disadvantages about organizational viewpoints 
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among followers. There have been several occasions where CEOs have acted unethically, 

resulting in a cascade of bad consequences for their particular enterprises and stakeholders. 

These effects, which range from major corporate scandals to employees' lack of response 

discipline, diminish efficiency and consequence in monetary harms for businesses (Bello, 

2012). According to Ethical Leadership, personnel acquire suitable in addition ethical 

behaviors to perform themselves in social circumstances via imitation as well as active 

achievement (Brown, Treviño, & Harrison, 2005). Employees may get a sense of boldness 

as a result of these methods, as well as the ability to resolve conflicting concerns that may 

arise as a result of their social interactions with others. By presenting ethical leadership as 

a crucial source for expanding conflict resolving abilities in employees, this finding fills a 

prominent gap in the literatures on employees experiencing workplace conflicts and ethical 

leadership (Samaila, Uzochukwu, & Ishaq, 2018). 

 

Apart from direct abuse  (Kacmar, Bachrach, Harris, & Zivnuska, 2011) the 

propagation of immoral views in individual corporation spread resembling a terrible apple to 

further organization’s besides, eventually, to culture as a complete (Trevino & Youngblood, 

1990). As a result, ethical leadership has become a hot subject in the media and academia, 

defined by means of a leading light demonstration of a constitutive proper attitude as well 

as dissemination of that attitude between followers (Brown et al., 2005; Treviño, Weaver, & 

Reynolds, 2006). Conferring the viewpoint of social learning principle supports the idea that 

employee resolution efficacy has a positive and crucial role in ethical leadership(Bandura & 

Walters, 1977). Modeling refers to wide-ranging psychological corresponding techniques, 

such as research conducted by observation, copying, as well as recognition. According to 

Albert (1986) practically learned anything via experiencing direct can correspondingly be 

learned by unintended capability, through by means of making surveillance towards other 

deeds and its conclusions. This mechanism appears particularly significant as soon as the 

communicative goal is ethical attitude in system of government. Personnel can imitate 

whatever attitude a stand look forward to, remunerated, and in addition to teaches 

someone a lesson by means of role modeling. 

 

Pragmatic exploration on ethical leadership has remained a hot issue happening 

recent years. This is how the majority of research is organized (Brown, Trevino, & Harrison, 

2005). Ethical leadership, permitting by Brown et al. (2005), encompasses dual 

mechanisms: the honest individual as well as the honest administrator. Subject of ethical 

leadership has garnered a lot of scholarly interest in contemporary ages (Den Hartog, 

2015). In their contacts with workers, ethical leaders promote trust and respect, and they 

demonstrate right behavior. Because courteous and appreciative actions in the workstation 

remains critical in lieu of employees' inclination and talent in the direction of cooperate with 

each other as well as evade intensifying problems, ethical leadership is widely practiced 

(Gelfand, Leslie, Keller, & de Dreu, 2012). Workplace fight, interactional societal procedure 

ascending after conflicts in the middle of more than two people because of dissimilarities 

regarding ideas that are actual as well as perceived standards—poses an ongoing challenge 

for organization’s to develop and preserve respect and engagement (Wall Jr & Callister, 

1995).  

Conflict typically arises as a result of differences in ideas, interests, and values, 

causing discomfort and impeding employees' motivation on the way to effort collectively 

(De Wit, Greer, & Jehn, 2012). Efficacy beliefs are the most essential method by means of 

ethical leaders impression communicative consequences simply by way of motivating people 

to discover resources (Brown et al., 2005) is a common method by which ethical leaders 

influence employee behavior by encouraging them to discover resources—the most crucial 

of which are ability opinions (Brown et al., 2005; Schaubroeck et al., 2012). As a result of 

seeing ethical leaders in action, employees' self-efficacy will develop. Employee self-worth 

remains important because this one allocates the required perceptive possessions while 

coping through tough situations and anticipating the efficacious completion of anticipated 

results (Bandura & Locke, 2003). 

 

By means regarding conservation resource theory (Hobfoll, 1989) to consider 

ethical leadership as a valuable metric for personnel, this study found that ethical 

leadership prevents or reduces workplace conflicts among employees. Tension can arise 

from the sense of resource loss, hostile behavior towards resources, and the inability to get 

fresh resources (Hobfoll, 1989). Politics prevailing in organizations is a discrete sphere of 

interactive interactions defined by people's straight or unintended (vigorous or unreceptive) 
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involvement in persuading planning and authority (Judge, 1994). Happening in higher-level 

associations, organizational politics is repeatedly used to protect as well as exaggerate 

private comforts, or else prevent undesirable consequences in the organization (Ferris, 

Harris, Russell, & Maher, 2018). Employees at higher-level institutions are constantly drawn 

to and drawn into politics in order to further personal goals, ineptitude, and greed for 

money, celebrity, and power (Asad, Muhammad, Rasheed, Chethiyar, & Ali, 2020).  

 

The goal of this research is to produce significant and necessary theoretical and 

practical contributions. To begin, we add more factors to the inadequate exploration 

tributary that attentions scheduled the exceptional connection among ethical leadership in 

addition workplace fight in demand to better understand politics of workplace challenges. 

Second, this study provides a hypothetical framework aimed at analyzing how ethical 

leadership affects workplace conflicts, such as interpersonal and task conflicts. Our research 

not only delivers fresh insights by adding control over perceptions of politics, but it also 

resolves workplace conflicts by finding resolution efficacy (Relationship Conflict and Task 

Conflict). 

 

This research will assist academics and practitioners in recognizing Ethical 

Leadership, which can assist employees in reducing workplace conflicts (Relationship 

Conflict, Task Conflict) so that they can focus their entire attention on their work. 

Furthermore, students will learn about the damaging impacts of organizational politics 

perception by avoiding subjective judgment and focusing on objective fact, as well as how 

to mitigate these harmful effects by establishing resolution efficacy regarding workplace 

disputes. 

 

1.1. Research objectives 
 

1.  The tenacity of this research is to look at the linkage concerning ethical leadership 

and workplace disputes (RC, TC). 

2.  To see if the association concerning ethical leadership regarding workplace 

disputes is intervened by means of resolution efficacy (RC, TC). 

3.  To see if politics has moderation effect on the link between resolution efficacy and 

workstation disputes (RC, TC). 

 

1.2. Definitions of study variables 
1.2.1. Ethical leadership 
 

According to Brown et al. (2005) “Appropriate conduct through private actions and 

interactive communication and the reinforcement of demeanor done with two-way 

statement, support, and management”. 

 

1.2.2. Resolution efficacy 
 

It has to do with the idea of being capable of settling conflict (Jehn, Greer, Levine, 

& Szulanski, 2008). The cornerstone for resolution efficacy is Bandura's perception of self-

efficacy, or a personality's convictions in his capacity in the direction of accomplish 

anticipated objectives. 

 

1.2.3. Perception of Organizational Politics 
 

Perception regarding Politics prevailing in organizations is defined by means of 

"informal, purportedly parochial, and generally discordant by means of procedural 

intelligence, unlawful behavior endorsed neither by official power, recognized philosophy, 

nor specialized proficiency, though it possibly will abuse slightly” (Ferris, Adams, 

Kolodinsky, Hochwarter, & Ammeter, 2002). 

 

1.2.4. Relationship Conflict 
 

Conflicts regarding relationships are demarcated as the knowledge regarding 

interactive inharmoniousness, as well as emotive mechanisms including pressure as well as 
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resistance. Particular factors for example hatred between assemblage members, by means 

of sentiments such as aggravation, frustration, impatience, and dislike, all contribute to 

relationship conflict. This description is compatible with previous conflict classifications that 

differentiate between emotive and cognitive conflict (Amason, 1996). 

 

1.2.5. Task conflict 
 

The identification of conflicting views and attitudes about the group's job is known 

as task conflict. It relates to arguments about ideas and beliefs about the activity, similar to 

cognitive conflict (Amason & Sapienza, 1997). Despite the fact that task conflicts are 

typically accompanied by spirited talks and personal enthusiasm, they lack the 

overwhelming interpersonal negative sensations that are more commonly linked with 

relationship conflict. 

 

2. Literature Review 
 

In their contacts with workers, ethical leaders promote trust and respect, and they 

demonstrate right behavior. Because polite and grateful conduct in the workplace is crucial 

for employees' desire and capacity to collaborate and prevent growing conflicts, ethical 

leadership is widely practiced (Gelfand et al., 2012). Ethical leader’s plays a positive role in 

spreading positivity regarding workplace by means of removing as well as resolving conflicts 

related to workplaces (Imam & Kim, 2022). Workstation fight interactional social manner 

that arises commencing conflicts among more than two individuals as a result of differences 

in actual or perceived values—is a continuing challenge for companies to build and maintain 

respect and participation (Wall Jr & Callister, 1995). Conflict usually emerges as a result of 

differences in ideas, interests, and values, producing discomfort and hindering workers' 

willingness to collaborate (De Wit et al., 2012). In their contacts with workers, ethical 

leaders promote trust and respect, and they demonstrate right behavior. Because polite and 

grateful conduct in the workplace is crucial for employees' desire and capacity to collaborate 

and prevent growing conflicts, ethical leadership is widely practiced (Gelfand et al., 2012). 

Workstation fight—the interactional social development that arises commencing conflicts 

more than two individuals as a result of differences in actual or perceived values—is a 

continuing challenge for companies to build and maintain respect and participation (Wall Jr 

& Callister, 1995). Employees' motivation to work together is frequently impaired by conflict 

resulting from differing perspectives, interests, and beliefs (De Wit et al., 2012). Employee 

self-belief remains important because the situation allocates required perceptive 

possessions while coping by means of tough situations and anticipating the efficacious 

completion of anticipated results (Bandura & Locke, 2003). 

 

Resolution efficacy, defined as believers of employees who have the ability to 

rectify or bestow with conflict concerns, is a positive approach to efficacy that is fixed in 

Social learning theory and relay among the conflict area (Jehn et al., 2008).For the purpose 

of peace creation regarding workplace conflicts, conflict resolution abilities in individuals 

plays an important role in workplaces(Nelson, 2021). Establishing perspective regarding 

Social learning theory, this study have confidence in ethical leadership make available ideal 

virtuous employees are advised and motivated to communicate with peers happening in 

dutiful routine as well as build a trustworthy task atmosphere, allowing them to harmonize 

diverse points of view and boosting ability in resolution of conflict decreasing their 

experience or commitment to conflict. Another important notion is psychological 

empowerment, which has the potential to lead to positive outcomes for both individuals and 

organizations. There are several viewpoints on the concept of empowerment, including 

comparison, social hierarchy, and psychological confidence and strength (Liden, Sparrowe, 

& Wayne, 1997). 

 

Four major antecedent states were identified by (Conger & Kanungo, 1988), 

encompassing a psychological condition of enablement, managerial elements, direction, 

compensation arrangement, and work features (Conger & Kanungo, 1988). Employees may 

obtain useful knowledge about their individual efficacy through supervision and the impact 

of the leader (Albert, 1986), which helped them overcome any helplessness they were 

experiencing. Organizational politics is described as an individual's deliberate actions aimed 

at furthering his or her personal self-centeredness although ignoring well-being of the 

organization in which he or she works (Kapoutsis, 2016). Such efforts are frequently 
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unseen outer the organization's rulebooks and conventions, on the other hand they have an 

impact on the administration's procedures as well as progressions (Cacciattolo, 2015; Drory 

& Vigoda-Gadot, 2010; Landells & Albrecht, 2017). Politics prevailing in organizations is 

conducted to accomplish private aims and comforts, safeguard and grow one's certified 

status, get possessions or leads commencing the organization (Butt, Imran, Shah, & 

Jabbar, 2013; Kapoutsis, 2016; Landells & Albrecht, 2017). 

 

3. Underpinning Theories 
 

The theoretical framework is grounded scheduled the Social Learning theory (SLT), 

as well as Conservation of Resource theory (COR). Employee resolution efficacy is 

important in Ethical leadership, as evidenced by the perspective of social learning theory of 

Ethical Leadership (Bandura & Walters, 1977; Brown et al., 2005), which recommends 

personnel acquire suitable principled methods to be good in collective surroundings 

concluded simulated and be active in completion. Employees may get a sense of boldness 

as a result of these methods, as well as the ability to resolve conflicting concerns that may 

arise as a result of their social interactions with others. By presenting ethical leadership as 

a crucial source for increasing conflict resolving abilities in employees, this detection fills a 

prominent seat in the literatures on employees encountering workplace conflicts and ethical 

leadership. 

 

This study uses the conservation resource theory (COR; (Hobfoll, 1989) in the 

direction of show about ethical leadership prevents or reduces workplace conflicts among 

employees. The awareness of loss regarding resources, hostile action to capitals, and 

incapability to improvement in case of new resources creates tension (Hobfoll, 1989). The 

ramifications regarding conservation of resource theory to workplace conflicts and political 

perceptions would be explored in this study. We propose that when an employee faces a 

lack of resources, such as good leadership, political pressures in organizations, and 

workplace conflicts related task and interpersonal problems, we should use the conservation 

of resource theory. As a result, employees are unable to maintain their resources and do 

not offer their all in terms of organizational performance, resulting in workplace problems. 

 

3.1. Hypothesis development 
 

In fact in developing a system of values in which personnel can respect every one 

proposal or standards in addition constructively exertion and put efforts by means of one 

more, by acting as moral character representations in the workstation, leaders regarding 

ethics give virtuous direction and instructions to their colleagues and help to build an ethical 

environment (Brown & Treviño, 2006). 

 

According to current indication (Mayer, Aquino, Greenbaum, & Kuenzi, 2012), 

ethical leadership is inimitably adversely distinct from relationship conflict conducted in unit 

wise (RC; conflict associated to private concerns such as personality clashes or negative 

emotional interactions), which is one of the four conflict types. Conflict in relationships is 

inherently and fundamentally destructive because it brings attention to a person's 

character, temperament, and personality(Jehn, 1997). Even though personal relationships 

are a huge foundation consisting happiness a major cause of ongoing strife (Malis & Roloff, 

2006). Individuals may encounter relationship-focused conflict on a regular basis due to 

significant interconnections and dependency in close relationships (K. L. Johnson & Roloff, 

1998). In case of relationship conflict awareness should be needed so that in finding the 

best possible outcome to overcome it (Hansson & Froding, 2020).Relationship-oriented 

conflict focuses on differences of opinion about indefinite, uncertain, and vague issues or 

unimportant and irrelevant resources, such as relational wrongdoing and misdemeanor, 

such as untruthfulness or disrespect, disaster to monitor concluded on obligations, mistrust 

(Cahn & Abigail, 2007; Miller, Roloff, & Malis, 2007). Interactions, interlink ages, and 

interactivity can all lead to relationship problems (K. L. Johnson & Roloff, 1998). As a 

consequence of the preceding literature, it is possible to conclude that ethical leadership 

and interpersonal challenges are linked. 

 

H1: There is a relationship between Ethical Leadership and Relationship Conflict. 

 



iRASD Journal of Management 4(2), 2022 

226   

Investigation uncovering concerning to Task Conflict elevates a significant inquiry 

for upcoming exploration: On the way to what proportion is decreasing Task Conflict 

equitably significant for worker and running of organizations? Even though some research 

propose that in definite circumstances, Task Conflict might not all the times be devastating 

(de Wit, Jehn, & Scheepers, 2013), exploration and investigation devours additionally 

correspondingly manifest that it prospective hinder best and finest operating of employees 

and comfortably transfers with regard to particular criticize (De Dreu & Weingart, 2003; 

Ferris et al., 2002).  

 

Task conflicts related to work are playing a prominent part between employees 

with more influential collectivistic alignments(De Clercq & Pereira, 2021). 

 

Nevertheless, communicating this enquiry, it might be useful to clearly expressed 

designate Task Conflict into mild gentle and light and intense, fierce and severe task 

skirmish as illustrated in research effort of (Todorova, Bear, & Weingart, 2014). At that 

time, it might remain that ethical leadership attitudes might minimize intense and sharp 

task clash whereas they might embolden slight and light Task Conflict. Investigating 

supervision possibly will come up with results to lasting discussion regarding whether Task 

Conflict is valuable and favorable or not. (Jehn, 1997) narrates Task Conflict as members of 

group awareness and responsiveness that there are difference of opinions regarding the 

actual tasks being conducted and achieved in spite of the fact about the final destination 

and objective regarding task in the group might be distributed and shared (Jehn, 1995). 

Studies also revealed that the outcomes of Task Conflict for organizational consequences 

are varied On the other side, Task Conflict is manifest to have the prospective to negatively 

influence contentment and determination to remain (DeChurch & Marks, 2001; Jehn, 1995). 

(Jehn, 1997) narrates Conflicts regarding task as members of group awareness and 

responsiveness that there are difference of opinions regarding the actual tasks being 

conducted and achieved in spite of the fact about the final destination and objective 

regarding task in the group might be distributed and shared (Jehn, 1995). Studies also 

revealed that the outcomes of Task Conflict for organizational consequences are varied On 

the other side, Task Conflict is manifest to have the prospective to negatively influence 

contentment and determination to remain (DeChurch & Marks, 2001; Jehn, 1995). Hence 

based on the above mentioned literature it is indicated that in attendance exists an 

association concerning Ethical leadership in combination with task conflicts. 

 

H2: There is a relationship between Ethical Leadership and Task Conflicts. 

 

An encouraging inquiry regarding efficacy inserting regarding Social Learning 

Philosophy in addition resting fight sphere regarding efficacy of resolution, labeled as 

personnel ‘dependence in the competences; to settle and manage problems regarding 

conflicts (Alper, Tjosvold, & Law, 2000; Jehn, Greer, Levine, & Szulanski, 2008). Ethical 

Leaders being characterized as role models motivate and restrict employees not to involve 

in conflicts regarding relationship conflicts and employees should have resolution skills 

regarding conflicts so that to manage conflicts effectively(I. Ullah, Mirza, & Hameed, 2022). 

While ethical leaders model and inspire their supporters to abide by ethically satisfactory 

actions, workers achieve high-resolution efficacy, which, in chance, diminishes the quantity 

and rigorousness of workplace conflict. Bandura states resolution significance as the specific 

faith and estimate of an individual’s command to regulate engagements that lead to 

appropriate consequences(Tony  Bingham & Marcia  Conner, 2015). A number of studies 

evidenced the conflict resolution efficacy features to be functioning. Hannah et al. (2008) 

showed leadership effectiveness or else leadership style to be situated operative in conflict 

resolution method, although examined the role of opinion as a conflict resolution feature 

and evidenced it to be present an important element of conflict resolution. In additional 

arguments, resolution efficacy is the individual principle of the talent to elude or accomplish 

conflict situation. Various researchers comprising (Sherif, 2015) elaborates regarding self-

efficacy faith are precarious in building particular deeds, for instance leadership, 

creativeness, power of speech, and task-concerned effectiveness.  

 

By the side of the same time, ethical leaders, for instance delineated by (Babalola, 

Stouten, Euwema, & Ovadje, 2018) must added skills regarding resolution of conflicts 

efficiently associated to non-ethical leaders. It is recommended that ethical leaders 

maintained essential skills and knowledge to put on a vital conflict resolution mechanism or 
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to identify a kind of conflict. Hannah, Avolio, Luthans, and Harms (2008) showed leadership 

effectiveness or else leadership style to be situated operative in conflict resolution method, 

although examined the role of opinion as a conflict resolution feature and evidenced it to be 

present an important element of conflict resolution. In additional arguments, resolution 

efficacy is the individual principle of the talent to elude or accomplish conflict situation. 

Various researchers comprising (Sherif, 2015) elaborates regarding self-efficacy faith are 

precarious in building particular deeds, for instance leadership, creativeness, power of 

speech, and task-concerned effectiveness. By the side of the same time, ethical leaders, for 

instance delineated by (Babalola et al., 2018) must added skills regarding resolution of 

conflicts efficiently associated to non-ethical leaders. It is recommended that ethical leaders 

maintained essential skills and knowledge to put on a vital conflict resolution mechanism or 

to identify a kind of conflict. It is vital to appreciate about relationship conflicts might 

developed a foundation of continuous tension at work. There is a need for an ethical leader 

to evaluate not only grounds regarding relationship conflicts, nevertheless diagnose first 

secret language about the conflict.  

 

Numerous types of research are there regarding on pointers that means arising of 

relationship conflict in the environment of working place. Dollard and Knott (2004) evaluate 

relationship conflict is almost to eruption or burst out while a team, assembled in one area 

or scope, displays absence of wish to do work, and it also creates low performance. Knott, 

Elshaug, & Mellington, (2004) stated that relationship conflicts might oblige a physical or 

emotional influence on personnel. Consequently, if certain of the group associates stay at 

the same time on leaves regarding sickness, it consider to be a mark of a relationship 

conflict creating among few of the members of team. (Dollard, 2004) likewise underline that 

uncertainty in a short- term relationship conflict is not resolved successfully; it ought to be 

a negative influence preceding the group, as members of team will incline to leave such 

operational residence. In such circumstances, an occurrence of emotional damage happens. 

Scholars express that psychological harm can be moreover individual or else collective. As a 

result, it is proposed regarding efficacy in case of resolution will moderate sandwiched 

between ethical leadership and interpersonal disputes, constructed on the aforesaid 

literature. 

 

H3: Resolution Efficacy will mediate the relationship between Ethical Leadership and 

Relationship conflicts. 

 

Strong efficacy principles, according to (Koenen, McAllister, Moran, Daskal, & 

Batom, 2017), support and govern specific behavior aimed at increasing the likelihood of 

goal achievement. Improved efficacy principles, for example, are convinced to achieve task-

concerned resolves. By means of a result, personnel who obligate improved self-assurance 

in abilities managing problems are rationally convinced in the direction of the work at hand 

and the fulfillment of objectives. As Bandura said in the context of Social Learning Theory, 

persons with higher resolution efficacy may hold a variety of perspectives on activities after 

they are motivated to achieve goals and are also tolerant of other people's viewpoints (Tony 

Bingham & Marcia Conner, 2015).  

 

Furthermore, Khan, Khan, Hanjra, and Mu (2009) underlines that task conflict 

assures that there is no continuous relationship with excellent achievement in a group or 

the fulfillment of working in a team. This is supported by the fact that new technologies 

have emerged to aid in the unassisted resolution of problems. Furthermore, new working 

residence realities do not necessitate employees attending meetings or working at a 

business. Task conflict is described as "an observation of contradiction among members of a 

group over the ease of findings and encompasses adjustments regarding perspectives, 

conceptions, and standpoints," according to (Jehn, 1995). This means that team members 

argue not because they can't get along on a personal level, but because they can't work 

together on a professional one. Essentially, task fights ascend as soon as followers of a 

team are incapable in agreeing on how one or more tasks should be completed. According 

to (Bandura & Walters, 1977), a developing quantity of readings recommend efficacy in 

case of resolution among employees has a negative link with disputes. For example, 

according to Weingart and Jehn (2000) resolution efficacy diminishes the aggregate of 

conflict faced and practiced in the workstation by gaining proficiency and knowledge from 

familiarity, personnel can devise precise methods to perfect work in a collaborative manner 



iRASD Journal of Management 4(2), 2022 

228   

with one another, as well as organize and manage interpersonal conflicts in terms of 

relationships and task conflict. Despite the fact that Task Conflict is less deleterious than 

relationship conflict (De Dreu & Weingart, 2003; Matsuo, 2006), two current meta-analyses 

findings predict that conflicts regarding task can equitably guide to pessimistic emotions 

and it leads to employee’s dissatisfaction (De Dreu & Weingart, 2003; de Wit et al., 2013; 

Jehn, 1995). Furthermore, workplace battle typically devolves in conversation of particular 

concerns as a result; personal conflicts can swiftly escalate (De Dreu & Weingart, 2003). 

Permitting to the above-mentioned literature study, resolution efficacy will act as a 

mediating factor in the link sandwiched between ethical leadership and conflicts regarding 

tasks. 

 

H4: Resolution Efficacy will mediate the relationship between Ethical Leadership and Task 

conflicts. 

 

"Politics" refers to some of the most important and expressive languages used 

inside an organization that are linked to the actions of its employees. It may be defined as 

interpersonal behavior that is sanctioned in command nearby focus one's consideration on 

others by the side of the outlay of others. It also includes volunteer schedules that are 

meant to encounter private relatively than administrative objectives (L. U. Johnson, Rogers, 

Stewart, David, & Witt, 2017). Furthermore, depending on the circumstances, it may be in 

favor of or opposed to an organization's focus, although the aforementioned generally well 

thought-out disadvantageous since it possess the facility to diminish the administration's 

proficiency and usefulness. It has influence over the circulation of information, facts, and 

numbers, which creates communication barriers. A company that has been overrun by 

political affairs is categorically traumatic for personnel to labor in, causing in height rate of 

leaving organization (Chang, Rosen, & Levy, 2009; Meisler & Vigoda-Gadot, 2014; Sultan, 

Kanwal, & Gul, 2015). As a result, organizational politics causes negative acuity in 

employee observation in situations when employees believe political triumphs create 

settings that are potentially damaging. Politics prevailing in organizations are demarcated in 

terms of extent regarding personnel reflect about the organization's politically aware 

successes, based on more than facts (Chang, Rosen, Siemieniec, & Johnson, 2012). As a 

result, self-operating political acts that are not acknowledged by the organization are 

referred to as organizational politics (Faldetta, 2016). It is said to have been devouring 

harmful consequences on organizational achievements over the past two decades. POP 

(perception of organizational politics) is a hazardous challenge that all organizations 

encounter. Furthermore, the majority of academics believe it has a detrimental impact on 

employee performance (S. Ullah, Hasnain, Khalid, & Aslam, 2019). This viewpoint, 

according to Russell and Stone (2002), is an organizational choice that ensures the 

establishment of a strategy organization personnel obligate many adoptions and the 

development of partnerships protects those negative choices, resulting in the greatest 

powerful overcomes rather than the goals of the entire organization. Political activities, 

according to academics and authors, are a damaging habit of power observation for 

personal gains, even to the point where it breaks organizational standards and benefits 

(Child, Elbanna, & Rodrigues, 2010). As a result of the above-mentioned literature, the link 

between resolution and interpersonal disputes will be moderated by political viewpoint. 

 

H5: Perception of Politics will moderate the relationship between Resolution Efficacy and 

Relationship Conflicts. 

 

D. P. Bozeman, Hochwarier, Perrewe, and Brymer (2001) and Cropanzano et al. 

(1997) accompanied research in public spaces discovered a destructive relationship flanked 

by workers' perceptions of organizational legislation and their attitudes. Comparable results 

were proposed, in which it was argued that there is a negative association between political 

perception and employee attitude at work (Drory & Vigoda-Gadot, 2010; Faldetta, 2016). 

When personnel recognize in height levels of politics inside firm, are less likely incorporate 

them in duties. Conflict philosophers agree that conflict is normal, natural, useful, and 

dysfunctional, as well as an inherent occurrence of mortal and administrative connection 

(Hawes & Smith, 1973; Sillars, Coletti, Parry, & Rogers, 1982). Interactive conflict is a 

trauma has an impact on firm’s consequences (Keenan & Newton, 1985). In addition to 

firm’s outcomes, interactive fight can outcome in detrimental impacts on worker approaches 

and enactment (Forné et al., 2000; Spector & Jex, 1998). Political self-efficacy is needed for 
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resolving workplace conflicts, insufficient and unlimited information regarding political self-

efficacy principles creates fierceness (Sklad, Irrmischer, Park, Versteegt, & Wignand, 2021). 

 

 Fight remains a trauma that is regularly associated in the direction of perception 

of organizational politics, according to the conceptual model presented by (Drory & Romm, 

1988; Ferris et al., 2018; Gandz & Murray, 1980; Miller et al., 2007; Mintzberg & Waters, 

1985). Underlying concept of connection is that legislations are a self-centered performance 

that consumes both potential and ability to terrify others' self-esteem (Kacmar et al., 

2011). Conflict arises as soon as a hazard followed using retaliation (Kacmar et al., 2011). 

Conflict is a critical component how people perceive administrative politics (Drory & Vigoda-

Gadot, 2010). 

 

A large amount of study has done on significant concepts: disputes and the 

organizational politics. Conflict is defined as an occurrence that has an influence on 

organizations at all levels and procedures (Barki & Hartwick, 2001). Politics, on the other 

hand, is a universal issue that affects practically every institution (Drory & Romm, 1988; 

Ferris et al., 2018; Gandz & Murray, 1980; Miller et al., 2007; Mintzberg & Waters, 1985). 

Conflicts are unavoidable yet obligate undesirable implications that are dangerous to both 

persons and organizations (Amason, 1996; Jehn, 1995, 1997; Jehn et al., 2008). Firm’s 

politics are perceived to produce undesirable outcomes that are harmful to both persons 

and companies (Drory & Vigoda-Gadot, 2010; Ferris et al., 2018; Kacmar et al., 2011). 

Individuals who are under a considerable deal of stress and strain at work may experience 

high levels of anxiety and tension, exhibit jittery behavior, and obligate less forbearing 

behavior with others; this behavior may lead to a variety of workplace deviances (Vigoda, 

2002). Political behavior is defined as engagement in social communication that ruins an 

individual's political standing, which includes discourse, discrimination, and the spread of 

rumors, most significant aspects of workstation deviation (Robinson & Bennett, 1995).  

 

Firm’s politics connotes unpleasant emotions such as worry and tiredness, and 

tension may be directed against certain characteristics of workplace deviance. When we 

consider the research on organizational politics, it provides some suggestions for possible 

improvements in workstation nonconformity in an exceedingly political atmosphere. 

Gilmore, Ferris, Dulebohn, and Harrell-Cook (1996) discussed the "aggressive atmosphere," 

which mentions to the probable atmosphere in the context of organizational politics. Those 

personalities who perceive or can manage political dynamic influences respond less 

negatively, according to Kacmar et al. (2011) and B. Bozeman and Scott (1996)than those 

who lack consideration or regulation. According to Drory, this form of political perspective 

was inversely connected with work gratification and administrative obligation (1993). 

Organizational politics were revealed to be situated adversely associated to organizational 

performance in (Gotsis & Kortezi, 2010) study. As a result of the above-mentioned 

literature, the link between settlement efficacy and task conflicts will be moderated by 

political viewpoint. 

 

H6: Perception of Politics will moderate the relationship between Resolution Efficacy and 

Task conflicts. 

 

3.2. Research Model of the Research 
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4. Method 
 

This section introduces a brief indication regarding context in the current learning 

conducted. It also gives explanation of the research design, population and sample, 

instruments has been taken and statistical methods for data analysis.  

 

The current research was carried out in Pakistan's diverse fields. Academic 

researches on corporate morals and principled conduct about employees of association have 

enhanced rapidly in current centuries owed to countless corporate misconducts in well-

respected organizations. Because of accumulative numeral of misconducts, scholars and 

consultants are paying attention their concentration on exploring the elements of the 

principled predicaments of organization (Feng, Zhang, Liu, Zhang, & Han, 2018). Even 

though ethical performance is the combined responsibility of all the shareholders in an 

organization but primarily it depend on leaders and administration relate meant for 

principles of right and wrong behaviors (Stouten, Van Dijke, Mayer, De Cremer, & Euwema, 

2013). Altogether of the collected works focusing to workplace conflict and work 

performances indications to the statement that fight and protecting conducts are foremost 

unsettles issues in firms (De Dreu & Weingart, 2003; De Wit et al., 2012; Jehn, 1995). 

 

4.1. Research Design 
 

We gathered information from a variety of sources, including employees and their 

direct managers in several Pakistani organizations. The current study employed the survey 

approach to collect data since is the furthermost economical and feasible way to bring 

together data from a big population. The questionnaires were self-administered without the 

participation of an interviewer, and they will be in English because the means of 

communication is in English, even if it is not Pakistan's native language, so there is no need 

to change it. In addition, the respondent was needed to provide personal information such 

as their name, age, gender, job title, work experience, qualification, job kind, and salary. 

An email ID must be checked in direction to confirm that all contributors remain in an 

agreement. This study encompassed a cover letter with the surveys that explained the 

objective of the survey and said that contribution was entirely deliberate. This study 

informed participants that their responses would be kept private and unknown. 

 

Designed for the purpose in case of avoiding common method variance (CMV) 

design of the current study is conducted time lagged (Podsakoff, MacKenzie, Lee, & 

Podsakoff, 2003) i.e. three time waves has been used to collect data. At T1 data is collected 

concerned to independent variables and at T2 data identifying to mediators and T3 data is 

collected concerned to dependent variables. Three time frames T1 and T2 and T3 gaped by 

a time frame of six weeks. According to Podsakoff et al. (2003), time lag selection should 

be intentional if it is within a range of reasonable time periods that is not too vast not too 

short. In case of time lag is very small, memory special properties may arise, inflating the 

affiliation between variables unnaturally. On the other hand, if the time lag is too great, 

some features (for example, severe reaction pressure or leadership growth initiatives) may 

obscure prevailing relationships amongst variables (Ployhart & Vandenberg, 2010). As a 

result, the focus of this study will be on 6 weeks as an optimum time delay (Walumbwa & 

Schaubroeck, 2009). Because we picked one member over the further if they have a 

communal administrator, there will be no convergence in employee-supervisor dyads. In 

fact, we assist those supervisor-employee pairs in a unique way. To cross-verify their 

replies, the supervisor and their staff will develop a unique code. 

 

4.2.  Population and Sample 
 

The current research is being carried out in Pakistan's banking, education, and 

health sectors. In comparison to other Western countries, Pakistan has more workplace 

disputes including relationships, tasks, processes, and status. We used a variety of samples 

to compare the impact of ethical leadership and workplace conflict levels across different 

industries and to boost generalizability. Second of all, Organizational politics might be 

perceived differently by different people in different places. We purposefully opted to collect 

data from a range of industries to capture greatest variance in politics. Organizational 

politics, we believe, is more likely to play a significant role among managers and 
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professional employees since they are in charge of resources such as human and financial 

resources. The population of the current study would be made up of full-time employees 

from various industries in Pakistan. Punjab Province will be studied since it is densely 

populated and has a high literacy rate in compared to other provinces; other provinces were 

not be studied for security reasons. In this study, convenience sampling techniques was 

used. This entails identifying and selecting individuals who are adept and knowledgeable 

about the phenomenon of interest (Creswell & Creswell, 2017).  

 

The generalizability (i.e., ensuring that the knowledge gathered is typical of the 

residents commencing sample was preferred) of convenience sampling methods is 

prioritized. Personal and professional relationships will be used to acquire access to 

workers). Employees and supervisors from the Punjab region's education, banking, and 

health sectors were issued 500 questionnaires in three time waves (T1, T2, and T3). 450 of 

these were sent to be analyzed for study. In terms of questionnaire completeness, it was 

discovered that 13 questionnaires had missing data in the construct measurement part. 

Seven of these were totally unanswered in constructions, therefore another portion was 

missing. There are 437 surveys left after removing the 13 questionnaires. Because the 

questionnaire was self-administered, the response rate was over 87 percent, as predicted. 

As a result, the non-response rate was about 13%. After that, descriptive analysis was used 

to see if there were any outliers in the data and to check for any anomalous variances. 

Because there were 50 outliers in the sample, there were only 387 replies to analyses. 

 

4.3. Statistical Analysis 
 

For analysis SPSS V-24 is used. Correlation method is used to measure the 

relationship between the two variables. For mediation and Moderation analysis Andrew 

Hayes Process V 3.5 is used. 

 

4.4. Research Instruments 
 

The following are the instruments used in this investigation and their descriptions: 

 
Variable Instrument Author(s) Number of Items 

Ethical Leadership Brown et al. (2005) 10 
Resolution Efficacy Jehn et al. (2008) 10 
Relationship conflict Jehn et al. (2008) 4 
Task conflict Jehn et al. (2008) 4 

Perception of organizational 
politics 

Ferris and Kacmar (2006) 6 

 

Table 1 

Relationship between Ethical Leadership and Relationship Conflict Among 

Employees. N=387 
Scale Ethical Leadership Relationship Conflict 

Ethical Leadership 1 -0.926** 
P  .000 

 

The table above illustrates that Ethical Leadership and interpersonal conflict have a 

negative link. According to the findings, when ethical leadership improves, employee 

relationship conflict diminishes. 

 

Table 2 

Relationship between Ethical Leadership and Task Conflict Among Employees. 

N=387 
Scale  Ethical Leadership  Task Conflict 

Ethical Leadership  1 -0.950** 
P  .000 

 

The table above illustrates that ethical leadership and task conflict have a negative 

relationship. When ethical leadership improves, task conflict among employees reduces, 

according to the findings. 
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Table 3 

Resolution Efficacy Mediates the Relationship Between Ethical Leadership and 

Relationship Conflict Among Employees. N=387 
   Consequent    

  M(EFFECT)   Y(WITHDRAW)  

Antecedent Coeff.   SE P Coeff SE P 
X(ESTRESS) .192 .051 .000 .925 .019 .000 
M(AFFECT) .908 .022 .000 .396 .037 .000 
Constant .128 .043 .003 .052 .039 .182 
 R2=.802   R2=.857   

 F(1568) p <.000  F(2309) P <.000  

 

In the link sandwiched between Ethical Leadership and member relationship 

conflict, resolution efficacy plays a role as a mediator, as seen in the table above. 

 

Table 4 

Resolution Efficacy Mediates the Relationship Between Ethical Leadership and 

Task Conflicts Among Employees. N=387 
   Consequent    

  M(EFFECT)   Y(WITHDRAW)  

Antecedent Coeff. SE P Coeff SE P 
X(ESTRESS) 0.192 0.51 0.000 0.929 .015 .000 
M(AFFECT) 0.908 0.22 0.000 0.398 0.28 .000 
Constant 0.123 0.35 0.000 0.462 0.29 .113 
 R2=.802   R2=0.901   
 F(1568) P<.000  F(3540) P<.000  

 

In the link between Ethical Leadership and task disputes among workers, 

resolution efficacy plays a role as a mediator, as seen in the table above. 

 

Table 5 

Perception of Politics Moderates the Relationship Between Resolution Efficacy and 

Relationship Conflicts Among Employees. N=387 
 Coeff SE T P 

Constant 0.183 .095 1.91 .056 
RC(X) .202 .050 3.96 .0001 
POP(M) .645 .645 9.84 .000 

(XW) .027 .018 1.48 .138 
 R2=0.9062  MSE .0396=3.00  
 F(1233.2)=(2856)  P<.000  

 

Above table shows that Perception of Politics plays a role as a moderator in the 

relationship between Resolution Efficacy and Relationship Conflicts. 

 

Table 6 

Perception of Politics Moderates the Relationship Between Resolution Efficacy and 

Task Conflicts Among Employees. N=387 
 Coeff SE T P 

Constant 0.187 0.65 2.84 0.004 
TC(X) 0.198 0.35 5.68 0.000 
POP(M) 0.643 0.45 14.28 0.000 
(XW) 0.297 0.12 2.32 0.206 
 R2=0.953  MSE .0187=3.00  
 F(2635)=(8363)  P<.000  

 

Above table shows that Perception of Politics plays a role as a moderator in the 

relationship between Resolution Efficacy and Task Conflicts. 

 

4.5. Discussion 
 

In contrast to past research and literature, this study postulated and studied a 

correlation between ethical leadership and interpersonal concerns, and discovered that the 

two are strongly linked. As a result, hypothesis H1, which claims that ethical leadership 

influences interpersonal conflict, is supported. Ethical leadership, according to the findings, 
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has a detrimental impact on workplace conflicts. The connection, though, is considerable. 

Recent research (Mayer et al., 2012) founded ethical leadership is exclusively destructively 

distinctively linked to relationship conflict (RC; conflict related to personal issues like 

personality clashes or negative emotional interactions)—one of the four conflict types. 

Conflict in relationships is inherently and fundamentally destructive because it brings 

attention to a person's character, temperament, and personality (Jehn, 1997). 

 

Relationship Conflicts are defined as differences of opinion established on 

individual and societal complications not interrelated with respect to exertion, according to 

greater literature support (Jehn et al., 2008). According to research (Jehn, 1995, 1997; 

Jehn et al., 2008), Relationship Conflict is negatively related to organizational 

repercussions, including bitterness, apathy, unconcern, and mistrust (Amason, 1996). 

Relationship Conflicts, according to (Emmett, 1979) are emotional and focused on 

interpersonal fights or disputes. 

 

 While Panteli and Sockalingam (2005) argue that Relationship Conflict is not likely 

to be beneficial at any stage of a workgroup's existence. Relationship Conflict frequently 

causes animosity, mistrust, disbelief, passivity, and other dismissive emotions, according to 

factual learning (Amason, 1996; Jehn, 1995). Relationship Conflict also puts a strain on 

personal recognition and self-confidence (De Dreu & Weingart, 2003). Based on the 

foregoing, we propose that those members of the group who experience Relationship 

Conflict as disappointment, discontent, or annoyance will receive a warning about the 

relationship's reliability. This could lead to a prediction of future pessimism and a perception 

of erroneous conflict levels in the group. In distinction to prior research and literature, this 

learning hypothesized and investigated a relationship between ethical leadership and task 

conflicts; outcome that present is a strong link between the two. As a result, hypothesis H2, 

which claims that ethical leadership influences task conflict, is supported. Ethical leadership, 

according to the findings, has a detrimental impact on workplace conflicts. The connection, 

though, is considerable. However, in conveying this study question, it may be useful to 

explicitly clarify the distinction between moderate, gentle, and light Task Conflict and 

powerful, ferocious, and severe Task Conflict, as revealed in research effort of (Todorova et 

al., 2014). At that point ethical leadership attitudes might help to reduce strong and sharp 

Task Conflict while encouraging mild and light Task Conflict. Investigating this oversight 

could lead to a long-term debate on whether Task Conflict is important and beneficial or 

not. 

 

Task Conflict has a variety of implications for organizational consequences, 

according to studies. Task Conflict, on the other hand, is known to have the potential to 

negatively impact contentment and determination to stay (DeChurch & Marks, 2001; Jehn, 

1995). In compare to aforementioned research and literature, this study predicted and 

tested a substantial association between Ethical Leadership and Relationship Conflict 

Resolution Efficacy. As a consequence, hypothesis H3 is validated, namely that resolution 

efficacy will have a negative control on the relationship between Ethical Leadership and 

Relationship Conflict. According data, resolution efficacy played a negative impression on 

ethical leadership and interpersonal conflict. However, there is a significant link. Employees' 

faith in their abilities to handle or manage disputes (Alper, Tjosvold, & Law, 2000; Jehn et 

al., 2008) is a promising examination of effectiveness that is inserted in Social Learning 

Theory and resting in the conflict arena. 

 

Whereas interpersonal and task conflicts were relatively stress-free to distinguish, 

process conflicts are typically disordered by the second. Aside from the premise that 

Relationship Conflict is naturally harmful since it aims for personal recognition and 

temperament (Jehn, 1997). In addition to the literature, Kelloway and Day (2005) state 

that interpersonal confrontations result in passionate, spiritual, and ethical destruction, all 

of which have a undesirable control on an individual's presentation. Furthermore, analyses 

relationship tension is on the edge of erupting or bursting out, according to (Dollard, 2004), 

while a team, grouped in one area or scope, displays a lack of willingness to work and 

creates low performance. Dollard (2004) also point out that if a short-term relationship 

issue is not resolved successfully, it would have a negative impact on the team, as 

members will be tempted to leave such a functional residence. 
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Emotional harm is a possibility under such circumstances. According to specialists, 

psychological harm can be individual or group-based. Employees' successes and job 

contentment were inflated in the negative, according to Wallensteen (2015), while 

interpersonal interactions were obstructed and one's ability to focus on specific job-related 

tasks was lowered. Through ongoing imitation and simulated experience of attitudes that 

increase conflict resolution intents or fixity of purpose, we predict ethical leadership to be 

connected to workers' resolution efficacy in the current study. Resolution efficacy mentions 

to an individual's conviction in their capacity to overcome conflict difficulties (Alper et al., 

2000; Jehn et al., 2008). Bandura's perception of individual competence, which is defined 

as an individual's conviction regarding own skills to achieve desired objectives, is the 

foundation for resolution efficacy. The exact trust and evaluation of an individual's 

command to manage interactions, according to Bandura, leads in suitable consequences 

(Tony Bingham & Marcia Conner, 2015). 

 

Non-ethical leaders, according to (Babalola et al., 2018), must be able to resolve 

conflicts quickly and effectively. It is advised that ethical leaders keep the skills and 

knowledge necessary to implement a vital conflict resolution mechanism or recognize a 

certain type of conflict. Employee performance and contentment are inversely correlated 

with relationship conflict, according to an empirical study (Jehn & Mannix, 2001). Data from 

Jehn et al. (2008) shows that people with those types of cognitive skills in dispute 

resolution have a more polite attitude toward their coworkers, which supports the 

aforementioned reason. As a result, employees with a high level of resolution efficacy will 

avoid engaging in Relationship Conflict, which can lead to signs of disrespect and 

threatened behavior when it comes to managing productive interactive relationships (De 

Dreu & Gelfand, 2008). 

 

Resolution Efficacy is strongly linked to ethical leadership and task conflicts. As a 

consequence, hypothesis H4 is validated, namely that resolution efficacy will have a 

negative impact on the relationship between Ethical Leadership and Relationship Conflict. 

According to the findings, resolution efficacy has a negative impact on ethical leadership 

and task conflicts. However, there is a significant link. (Fusch Ph D & Fusch Ph D, 2015) 

separate resolution efficacy from wide-ranging self-efficacy as well as work-specific efficacy 

in the literature by emphasizing that the latter is purposefully directed by resolving 

conflicts. According to a recent study, task conflict might cause employees to have sad 

thoughts and to be unsatisfied with both their colleagues and their work (De Dreu & 

Weingart, 2003; De Wit et al., 2012). Task Conflict typically devolves into a discussion of 

personal difficulties and, as a result, can swiftly deteriorate into personal conflicts, in 

addition to other arguments (De Dreu & Weingart, 2003). According to empirical research, 

employees with greater resolution efficacy ratings have higher levels of comfort, trust, and 

esteem for others, and are better communicators in the workplace (Jehn et al., 2008). 

 

Early research inside groups, based on prior discoveries about disputes, focuses on 

how it can cause tension and antagonism, as well as confuse and disturb a team regarding 

the work at hand, causing disruption in team performance (Hackman & Morris, 1975; 

Huberman & Miles, 1994; Pondy, 1967). Although Jehn (1995); (Jehn, 1997) discovered 

that all types of conflict have a negative and hurtful impact on member satisfaction, he also 

discovered that ordinary intensity conflicts related to tasks really improve team 

accomplishments due to increase 

 

information or knowledge exchange mechanisms. Simons and Peterson (2000), on the 

other hand, claimed that task conflicts and performance are inextricably related. Task 

conflicts may potentially lead to detrimental consequences, according to previous 

investigations led by Amason (1996); (Jehn, 1997). Task conflicts, in the perspective of 

some, lead to worse performance when they are heated. There is a link between Resolution 

Efficacy and Relationship Conflicts based on how people perceive politics. As a result, 

hypothesis H5, which claims that political perspective moderates the association between 

resolution efficacy and interpersonal problems, is validated. The findings show that political 

perception has a negative impact on ethical leadership and relationship issues. The 

connection, though, is considerable. Furthermore, it may be in favor of or opposing to an 

organization's concentration, depending on the circumstances, however it is often regarded 

as harmful since it has the potential to impair the organization's efficiency and 

effectiveness. It also has a say on how information, facts, and numbers are disseminated, 
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which creates communication hurdles. Employees find it stressful to work at a firm that has 

been overtaken by politics, resulting in a high incidence of turnover (Chang et al., 2009; 

Meisler & Vigoda-Gadot, 2014; Sultan et al., 2015).  

 

In public areas, (D. P. Bozeman et al., 2001; Cropanzano, Howes, Grandey, & 

Toth, 1997) found a negative association between workers' views of organizational politics 

and their attitudes. Similar findings were offered, in which it was stated that political 

perception and employee attitude at work have a negative relationship (Drory & Vigoda-

Gadot, 2010; Ferris et al., 2002; Nye & Witt, 1993; Parker, Dipboye, & Jackson, 1995; Valle 

& Perrewe, 2000). According to the conceptual model given by Ferris, Russ, and Fandt, 

conflict remains a stressor that is consistently related in the direction of organizational 

politics perception (1989). (Frost, 1987; Gandz & Murray, 1980; Kacmar et al., 2011; 

Mintzberg & Waters, 1985; Porter, Allen, & Harold, 1981) Politics is a self-absorbed 

performance that consumes both potential and ability to scare others' self-esteem, 

according to the basic principle of this connection (Kacmar & Carlson, 1997). When a threat 

is met with retribution, conflict results (Kacmar & Carlson, 1997; Porter et al., 

1981).Conflict is a critical component of how people perceive organizational politics (Drory 

& Vigoda-Gadot, 2010). Conflict resolution in a corporate or business context typically 

entails effective communication, problem-solving abilities, and effective communication aids 

in order to refocus attention on the corporation's overall goals. Organizational conflict on 

the interactive level includes disagreements among peers as well as conflicts between 

supervisors and subordinates (Scott & Gerardi, 2011).  

 

Furthermore, according to Bandura (1997, 2000), people with high potency in 

terms of efficacy opinions are more likely to effectively overlook problems or direct 

complications when working with others. A rising number of research support Bandura and 

Locke (2003); (Bandura & Walters, 1977) argument that resolution efficacy is negatively 

related to employee disagreements. Resolution efficacy, according to Weingart and Jehn 

(2000), reduces workplace conflict because employees can figure out precise techniques to 

best work with one another and bring about interpersonal conflicts related to relationships, 

tasks, and processes by achieving mastery and learning as well as beginning capability and 

experience. Between Resolution Efficacy and task conflicts, Perception of Politics has a 

substantial link. As a result, hypothesis H6, which argues that political perspective will 

negatively limit the association between resolution efficacy and task conflicts, is supported. 

The findings show that political perception has a negative impact on ethical leadership and 

task conflicts. The connection, though, is considerable. As a result, organizational politics 

causes negative acuity in employee observation in situations when employees believe 

political triumphs create settings that are potentially damaging. The amount to which 

employees think about the organization's political successes based on more than facts is 

referred to as POP (Chang et al., 2012). As a result, organizational politics refers to self-

operating political acts that are not recognized by the organization (Faldetta, 2016).For the 

previous two decades, it is reported to have been devouring negative implications on 

organizational successes. Even with more literary support, organizational politics and job 

disagreements are unavoidable in any organization. Organizational politics and work conflict 

must be managed in a well-organized and effective manner for any civilization to progress 

(Uzoigwe, 2009). Employees who are aware of the company's high level of politics are less 

inclined to include it in their responsibilities. According to Drory and Romm (1988), with 

lower levels of staff, the negative influence of political perception on organizational certainty 

and job satisfaction became more obvious and important. He argued that the irritation 

experienced by lower-level employees was attributable to the lack of a steady authority and 

location. Following that, they usually use political measures to maintain their dominance 

and power.  

 

Conversely, this negatively formed by political environment lessening the complete 

motivation grade of employees. With reference of past literature individuals who are facing 

high pressure and burden regarding their job possibly will sense great anxiety and tension, 

display nervous conduct and obligate less forbearing conduct with others; such display 

possibly will correspondingly lead in the direction of countless types of work place deviance 

(Vigoda, 2002).  
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5. Practical implications 
 

The new discoveries have a number of applied repercussions for executives who 

wish in the direction of building a workplace where personnel may interact while avoiding 

the undesirable repercussions of fight (De Dreu & Weingart, 2003). To begin, the 

discoveries of this learning recommend that ethical leadership activities possibly will 

improve employee conflict resolution efficacy, implying that concluded the solicitation of 

ethical leadership social learning philosophies, leaders may be critical in creating a work 

environment that morally encourages and fosters employees' conflict resolution efficacy 

(Bandura & Walters, 1977; Brown et al., 2005). Influential, in particular, may assist as 

principled role reproductions for personnel and contribute them opportunities to practice 

dispute determination (enactive fulfillment; by permitting them to acquire progressions and 

providing them self-governing area to progress). Members' resolution efficacy is predictable 

to increase as a consequence of these applications. By integrating social learning 

techniques, corporate leaders may boost employee performance in a number of areas 

(Bandura). 

 

Second, the study's results have ramifications regarding the creation of leadership 

databases. This study finding imply that offering ethical leadership preparation can help 

employees improve their conflict resolution efficacy, which can help them deal successfully 

with RC and TC in the workplace, reducing the likelihood of workplace disagreements. 

Managers who wish to improve their workers' ability to deal with workplace conflicts may 

consider developing ethical leadership skills. This is critical since, in today's world, 

businesses progressively depend on on workers to engross in command to boost 

productivity (Mohrman, Cohen, & Morhman Jr, 1995) 

 

Finally, this study discovers that employee resolution efficacy regarding conflicts 

influences the relationship between ethical leadership and the categories of struggles. 

Emphasizing conflict resolution efficacy possibly will be advantageous in supporting 

personnel in managing RC and TC, according to the author. When workers are required to 

do certain duties and are presented with a range of challenges, it may be beneficial to 

concentrate on their resolution efficacy development. When employees feel an issue can be 

solved, their levels of announcement and interactive regard for increase (Jehn et al., 2008), 

which helps with conflict resolution. According to Bandura (2000), individual efficacy beliefs 

are critical in coping with workplace challenges. As a result, conflict resolution training 

exercises might also help workers prepare for the possibly negative consequences of 

conflict. Finally, we propose a theoretical framework for understanding how ethical 

leadership affects workplace conflicts such as interpersonal and task conflicts. Our research 

not only delivers fresh insights by enhancing control over political perceptions, but it also 

aids in the settlement of workplace difficulties by assessing resolution efficacy (Relationship 

Conflict and Task Conflict). 

 

5.1. Conclusion 
 

Many ways, this examination adds to disciplines of ethical leadership and conflict 

resolution. This learning establish that ethical leadership is critical in assisting workers in 

resolving a variety of struggle conditions, resolution efficacy is a critical fundamental 

progression by means of ethical leadership encouragements member RC and TC. Findings 

stresses noteworthy for the reason that they highlight the importance of ethical leadership 

in resolving workplace disputes and offer up new avenues regarding practical involvements 

that might aid influential and administrations in dealing with conflict additional efficiently. 

They'll also discover how to mitigate the detrimental impacts of organizational politics 

perception by avoiding subjective judgment and concentrating on factual facts. This study 

offers a number of important contributions to both ethical leadership and conflict research. 

We show that ethical leadership is critical in assisting workers in dealing with a variety of 

conflict circumstances, and that resolution efficacy is a key underlying process via which 

ethical leadership impacts employee RC and TC. As a result, we give additional evidence for 

ethical leadership's organizational relevance and its generalizability in other areas, such as 

workplace conflict. Our findings are noteworthy because they highlight the importance of 

ethical leadership in resolving workplace conflicts and open up new avenues for practical 

interventions that might aid leaders and organizations in dealing with conflict more 

successfully. Clearly, there is much more to learn about ethical leadership and conflict, and 
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we presume that our findings will generate more scholarly attention to further investigate 

the links between ethical leadership and workplace conflicts, as well as how they may 

connect to important employee and organizational outcomes. This study shows a negative 

relationship between ethical leadership and relationship conflict and task conflicts .Moreover 

this study also shows, resolution efficacy plays a role as a mediator between Ethical 

Leadership and relationship conflict as well as task conflicts. Furthermore shows that 

Perception of Politics plays a role as a moderator in the relationship between Resolution 

Efficacy and Relationship Conflicts as well as task conflicts. 

 

5.2. Future Directions 
 

Evidently, in attendance is considerable more towards understand regarding ethical 

leadership and conflict, and this study's findings are garnering additional scholarly interest 

to research the relationships between ethical leadership and workplace disputes, as well as 

how narrate in the direction of crucial worker and administrative consequences. Future 

study on ethical leadership that employs the Social learning paradigm will benefit from 

looking at the energetic character of ethical supporters in determining ethical leadership. 

We believe ethical followership has a reciprocal impact on ethical peer behavior and ethical 

leadership behavior, allowing organization’s to shape a principled workplace someplace 

immoral conduct may be avoided. The investigation regarding ethical leadership in conflict 

situations is static in its initial stages, but it seems promising, and there is still much to 

learn. Based on the findings, further research into how the model given in this study might 

assist in a better understanding of the link stuck between ethical leadership and explicit 

related to work consequences would be advantageous (e.g., enactment or sentiment 

conclusions). Improved conflict resolution efficacy and reduced conflict levels, for example, 

may boost employee performance. This would surely be an interesting study subject if 

taken into account. 
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