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Abstract:
The study aims to extend knowledge of how ethical leadership can influence

organizational commitment within an organization, examining the function of mediation
of perceived job security among academic and administrative employees at Yarmouk
University, Jordan. And thereby contribute and application of the social exchange
theory. A quantitative approach was adopted, using a survey questionnaire distributed
from 335 respondents at Yarmouk University employees. The Partial Least Squares
Structured Equation Modeling (PLS-SEM) method was utilized to analyze the gathered
data and investigate the proposed structural relationships. The suggested model and
hypotheses are strongly supported by the empirical findings. In particular, the study
backs up the important role that moral leadership plays in fostering organizational
commitment. The current study's findings show that perceived job security and moral
leadership are important indicators of organizational commitment. They help to mitigate
the harmful consequences of a lack of commitment among university staff and

professors. While emphasizing the need for additional research, particularly in public
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and private universities, by empirically proving that job security plays a significant role
in how ethical leadership boosts organizational commitment in the study community, the
research presented here significantly advances our understanding of human resource
management and business conduct.

Keywords

Ethical Leadership, Perceived Job Security, Organizational Commitment, Yarmouk

University, Jordan

Introduction and Contextual Background

Jordan's Universities are among the key institutions responsible for advancing and
developing knowledge, in alignment with modern educational demands and the rapid
transformations occurring in today’s environment. These changes require timely
responsiveness and proper adaptation across all aspects of daily life. The educational
process has become one of the most prominent domains impacted by human capital, the
majority of research on organizational commitment has been conducted in the
commercial sector, with several attempts to apply these results to increased learning.
Due to the lack of potential scholars to fill the numerous open positions, job security,
ethical leadership, and organizational commitment must be prioritized (okapara,
squillace and erondu, 2004). Employee commitment has a similar impact on
organizational performance as consumer happiness does. Employees are the company's
internal customers; they are satisfied with their currently employed conditions and are
eager to work with the company to achieve business objectives.

As a result, the prerequisites for faculty members have to be met in order to enhance
the workplace and provide them with perform exceptionally well in research and
teaching. As a result, institutions benefit from retaining academic personnel as well as
lowering turnover. Given that the worker commitment has been shown to impact student
behavior (Oshagbemi, 1997a), Academic commitment is also being taken into
consideration in studies on the quality of higher education (Comm and Mathaisel, 2003).

Determining players involved in commitment to organization that are pertinent to
universities instructors result in innovations and enhancements to instruction that would
aid in their retention. Additionally, Absenteeism, turnover plans, and dedication to
organization have all been linked to job security (Koh and Boo, 2000). These variables
are costly for firms since they frequently contribute to poor performance and excessive
turnover. Furthermore, from a theoretical standpoint, it is critical to improve our grasp of
this topic, which will stimulate additional research in the field. This study's objective is
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to provide empirical data about the connection between ethical leadership, job security,
and organizational commitment at Yarmouk University.

The researchers were unanimous in their assessment on the critical importance of
ethical leadership to drive employee’s commitment, which leads in increased
organizational performance (dessler g., 2015). Additionally, this study is consistent with
the royal committee's recent efforts to reform the educational system and the proposed
laws relating to the development of higher education, as well as the plan
for modernizing the universities in Jordan. Numerous scholars have studied the idea of
job security and its significance in boosting employees’ commitment behavior, which
results in organizational effectiveness.

Most of the research have shown a favorable and substantial association between
ethical leadership, job security, and commitment (sabiha hashem and al-amri, 2010).
Organizational commitment is a cornerstone of organizational success and achievement
of objectives. Additionally, it is regarded as one of the most successful administrative
tools since it establishes the required circumstances for an organization's success
(alzahrani a., 2012; inshasi r., 2018).

Yarmouk university underperformed and were unable to meet key performance
indicators due to complaints (delays, workforce misconduct, and corruption), weak
management, high debt which it reached 74 million jod in 2023, and limited revenue
(YU financial report, 2024). the Yarmouk university's inability to meet national
development needs and generate adequate revenue to cover current costs, combined with
the possibility of a long-term deficit, will impede their capacity to fulfill their
responsibilities as providers and facilitators of high education level in Jordan
(agyapong, 2017).

Employees will be worried, unhappy, and unmotivated if they are facing seriously
i1ssues of financial and administrative and do not cover their basic needs. Whereas, if
employees were treated fairly and competitively, they would be inspired High-level
performance, therefore contributing to the university's goals (albhairat m., 2021; almasri
j., 2009).

By emphasizing the importance of ethical leadership, perceived job security, and
commitment of organizations in the present investigation contributes to the literature
both theoretically and practically in two ways. To begin, the research creates a theory-
based model to explain the primary determinants affecting university’s employee
commitment. It provides supplemental insight into how to improve employee
commitment in any country that would like to boost high educational sector. Second,
this project uses configurational analysis to determine the proportional importance of
Ethical Leadership and job security.

The objective of this study is to construct a comprehensive model that considers ethical
leadership, job security, and organizational commitment in the Yarmouk University. This
research was conducted with the assumption that ethical leadership and perceived job
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security as mediator will result in improved organizational commitment. However, there
is a scarcity of research on the effect of job security

and ethical leadership on organizational commitment, particularly in the university
setting.

To the greatest extent of the researchers knowing, no empirical study has been
undertaken on the ethical leadership and job security factors and their impact on
university employee’s commitment; consequently, this research attempts to fill that void.
By thoroughly investigating these dynamics, this research endeavors to provide timely
and practical insights to the current administration on how best to manage the ongoing
financial and administrative crisis in a manner that effectively rebuilds internal trust,
ensures perceptions of fairness, and ultimately guarantees the long-term sustainability of
institutional performance.

Literature review and hypotheses development

Ethical Leadership and Organizational Commitment

According to Trevino et al. (2024), an ethical leader's reputation is made up of two
important components: the leaders perceived morality as a manager and as a person
(Gamarra & Girotto, 2025). Brown et al. (2006) state that ethical leadership entails both
modeling normatively acceptable behavior in one's own acts and relationships with
others and encouraging followers to do the same through reinforcement, decision-
making, and two-way communication. The two components of ethical leadership are
described as follows: First, a moral manager should influence their subordinates' views
and behavior by using ethical management techniques (Trevino and Brown, 2004;
Cabana and Kaptein, 2025).Second, a moral person possesses qualities like justice,
group motivation, dependability, selflessness, dignity, integrity, self-control, caution,
and honesty. (Budur, 2024; Brown et al., 2005; Brown & Treviio, 2006).

The primary strength of ethical leaders, according to Dogbe, Ablornyi, Pomegbe, and
Duah (2024) and Brown et al. (2005), is their proactive emphasis on encouraging
normatively acceptable behaviors and treating people fairly and morally. These
initiatives inspire their staff to do the same.

Ethical leadership conduct entails improving their subordinates' objective job
characteristics by increasing job autonomy and commitment (Santiago-Torner, Jiménez-
Pérez, & Tarrats-Pons, 2025), providing various forms of support for their development
(Chaiyasat et al., 2025), and fostering interpersonal attachment between employees and
the organization's goals (Lorenz, 2025). Furthermore, it is commonly believed that ethical
leadership action is characterized by the following
qualities: honesty, equity, person orientation, power sharing, ethical instruction, concern
and reward for ethical conduct, and role clarity. Lapatoura (2025).
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The relationship in which an employee is a part of the organization and the
organization is a part of the employee in order to improve the organization's
performance is known as organizational commitment. As a result, business commitment
and moral leadership are closely related. In view of previous research findings, this
study proposes the following hypothesis:

H1. There is a significant positive effect of ethical leadership on Organizational
Commitment.
Perceived Job Security and Organizational Commitment

Humans have long been concerned about security. It denotes a desire to sustain the
current state as well as faith in the stability of events and future patterns of change. It is
a global requirement, yet the level of work security differs by country. This distinction is
culturally based (Kang, Shin, & Kang, 2024). Many nations are genuinely concerned
about unemployment and job security. Work insecurity has both quantitative and
qualitative components. While qualitative job insecurity relates to ambiguity on the
feasibility of the job's attributes, quantitative job insecurity refers to employment
viability. (Dervishmotevali, 2025).

However, Nilasari and Suwandi (2025) claimed that every employee desires a stable
job, whilst every company wishes to keep their current employees or hire new ones.

Various theoretical models predict considerable (negative) consequences of
employment instability on organizational commitment. For example, Gagné and Hewett
(2025) used the phrase "dis involvement syndrome" to describe how people in
precarious positions feel less obligated and motivated to solve problems at work that are
outside the scope of their usual job descriptions. Similarly, Montani, Radanielina-Hita,
Lussier, and Vandenberghe (2025) argue that people with insecure jobs acquire coping
strategies. This retreat could be linked to higher employee turnover plans or decreased
levels of commitment. Qu et al. (2025) discovered that work uncertainty has an impact
on employee creativity; yet, when job stability is acknowledged and perceived by
employees, they exhibit higher engagement behaviors.

Job security is frequently attained by including provisions that forbid arbitrary
termination, layoffs, and lockouts in labor laws, collective bargaining agreements, or
employment contracts (Petrovics, 25). Job security may be impacted by the state of the
economy as a whole. However, businesses are also placing a strong emphasis on
employee job security, especially among diverse groups, in order to ensure
organizational effectiveness and committed conduct. Because job security fosters
organizational commitment, it indirectly affects operational success.

H2. There is a significant positive effect of Perceived Job Security on Organizational
Commitment.
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Leadership and Perceived Job Security

Ethical leadership acts like a cornerstone in building and sustaining employees'
perceived job security (Slil, Iyiola, Alzubi, & Aljuhmani, 2025). Whenever leaders
consistently promote behaviors based on honesty, equity, and transparency, they
communicate to their employees that organizational choices in particular those involving
staffing, redundancies, and advancements are made on moral and objective grounds,
rather than arbitrary personal whims or unethical self-interest. This moral commitment
significantly reduces employee anxiety and the impression of vulnerability to unjust or
arbitrary termination. In short, people feel safer and more secure in their employment
when they believe the leaders have a strong moral compass. (Majka, 2024).
Furthermore, Al Nahyan et al., (2024) discovered that a sense of employment stability
was associated with higher ratings on a variety of work-related well-being measures,
including increased overall commitment. This shows that improving perceived job
security can boost individual resources. As a result, our research seeks to elucidate how
perceived job security and moral leadership are related via enhancing employee well-
being. Therefore, it is suggested the following hypothesis:
H3. There is a significant positive effect of ethical leadership on Perceived Job Security.
Perceived Job Security mediates the Relationship between Ethical Leadership and

Organizational Commitment.

According to Permadi, Purnawan, Mirayani, & Sanjiwani, (2025) a psychological trait
that characterizes employee relationships inside an organization and influences the
decision to stay a member is organizational commitment. Kasim et al. (2025) state that
when a person strongly agrees with the institute's program, goals, and system, they exhibit
organizational commitment, which is an attitude of identification, involvement, and
loyalty toward the enterprise. Furthermore, Nyoach, Debela, Debela, & Kant, (2024) have
suggested that three behaviors require devotion

to the organization, such as: A sense of affiliation with the organization's aim,
engagement in organizational activities, and devotion to the organization.

Hence, Meyer & Allen (1993) created a broad-based construction of commitment by
classifying them into three component models: affective, normative, and continuation
commitment (Mendis, 2024). According to Meyer and Allen (1997), the three-
component model of organizational engagement dedication describes the emotional state
that underlies participants' interactions with the firm and the outcomes of their decisions
to remain or end their collaboration with it. The initial purpose of the three elements was
to draw attention to apparent similarities and differences in the widely used one-
dimensional conceptualizations of organizational commitment (Rizkina & Nasution,
2024).
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According to the suggested model, Perceived job security has a major impact on the
relationship between organizational commitment and ethical leadership. Ethical leaders
foster stability and predictability in the workplace by consistently demonstrating justice,
trustworthiness, and ethical decision-making. This action is considered to considerably
boost an employee's perception of job security, since people believe that their
employment status is secured by company ethics rather than managerial whims. As a
result, this reinforced sense of job security serves as the psychological mechanism that
directly translates the positive influence of ethical leadership into increased
organizational commitment, particularly in the affective and normative dimensions,
fostering increased devotion and a strong desire to stick with the organization.

H4. Perceived job security moderates the relationship between ethical leadership and
organizational commitment.
Conceptual Structure

As shown in Figure 1, a Conceptual Structure is constructed. This conceptual framework
introduces ethical leadership as the independence variable, perceived job security as the
mediating variable and organizational commitment as the dependence.

He
H3 2

@ i

Fig. 1 Research Framework
Research Methodology

Yarmouk University was targeted. A systematic survey was undertaken in this respect,
and 335 employees were chosen by simple random selection. Structured equation
modeling was used to investigate the assumptions through partial least squares smart
PLS 4.

Population and Sample Size

This study intends to employ PLS for data analysis, with sample size playing an
important part in the analysis using (PLS-SEM) (Awang, 2015). While there 1s no clear-
cut minimum sample size requirement (Sivo, Fan, Witta, & Willse 2006), PLS requires a
very large sample in order to establish stable variance and correlations (Tabachnick, &
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Fidell 2007). However, if the projected effects are consistent and the measurements are
correct, a lower sample size is judged acceptable (Awang, 2012).

According to statistics gathered from the Human Resource Department of the
Yarmouk University in 2025, the total number of workers in the Yarmouk University is
2587 (1004 faculty members and 1583 administrative staff). Krejcie and Morgan (1970)
claim that, sample size calculation, the anticipated number of respondents needed for
this research is 335, with a confidence level of 95%.

Instrumentation

For ethical leadership, the elements in this study were adapted and modified from Brown
and Trevino (2006). Thus, this study used a total of ten items to assess ethical leadership
as a construct, with the items divided into two categories: Moral Person and Moral
Manger. For Perceived Job Security, the elements of this investigation were changed and
adapted from De Witte, & Van Muijen (1999). Consequently, this study utilized 10
items to assess Perceived Job Security as a construct with the items

divided into two categories: Quantitative Dimension and Qualitative Dimension.
Whereas, this study adopted and customized (18) items for evaluating organizational
commitment concept from Meyer, Allen, and Smith (1993). These questions were
organized into three dimensions: normative, continuance, and affective. For all three
constructions, a 5-point Likert scale was employed, where 1 denoted strong
disagreement and 5 denoted strong agreement.

Results

Assessment of Measurement Model

Validity, reliability, and uni-dimensionality are all requirements for the study's
measuring methodology (Awang 2015). Uni-dimensionality is achieved when the factor
of loading value for each element is positive, with a minimum value of 0.6 (Hair, Black
et al. 2012). The model constructs must not be significantly connected in order to get
discriminant validity. Additionally, if the Average Variance Extracted (AVE) value is
0.5 or higher, convergent validity will be achieved (Hair, Black et al. 2010).
Furthermore, construct dependability will be achieved if the minimum values for AVE
and Composite Reliability (CR) are 0.5 and 0.6, respectively (Awang, 2015; Hair et al.,
2012).
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Fig .Y Measurement Model

The factor loading value for all elements combined is shown in Table 1, along with the
CR and AVE for each build. Cronbach's alpha coefficients were replaced with
composite reliability coefficient estimations since they are significantly less biased.
Cronbach's alpha ignores the influence of individual loadings and instead assumes that
each item contributes equally to that specific variable. In 1995, Barclay, Higgins, and
Thompson; Go6tz, Liehr-Gobbers, and others (2010).

Table 1: Validity and construct reliability

Latent Cronbach' | Composite Composite Average variance
constructs |s alpha reliability (rho_a) |reliability (rho _c) | extracted (AVE)
Commitm |0.951 0.953 0.95 0.633

ent

Leadership | 0.942 0.953 0.952 0.672

M Manger |0.929 0.942 0.948 0.789

M Person |0.855 0.880 0.897 0.640

Security  [0.932 0.935 0.944 0.651

Fornell and Larcker (1981) and Awang (2015) state that discriminant validity can only

be established if the correlation between independent variables is less than 0.85. When
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the diagonal values (Y (2&AVE)) for the pertinent construct in the table are greater than
any of its row and column values. Discriminant validity is attained (Fornell and Larcker
1981). This study has achieved discriminant validity for the framework since the

diagonal value in Table 2 is greater than any of its row and column values.

Table 2: Discriminant validity

Constructs Commitment | Leadership %anger %rson Security
Commitment 0.993

Leadership 0.730 0.976

M Manger 0.701 0. 820 0.888

M Person 0.713 0.864 0.883 0.800

Security 0.786 0.728 0.703 0.706 0.807

Assessment of Structural Model

The acceptable amount of R2 value, according to Hair et al., (2012), is dependent on the
setting in which the research is done. According to Falk and Miller (1992), an R-squared
value of 0.10 is suitable. Chin (1998) states that in PLS-SEM, an R-squared value of
0.60 1s considered large, 0.33 is considered moderate, and 0.19 is considered weak.
Table 3 shows the R-squared value obtained for the current inquiry, which is to explain
the variation through direct relationships, and the R-squared for the variance explained
through interaction relationships (Mediator).
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Fig. 3 Structural Model through Mediator

Table 3: Squared Multiple Correlations (R2)

Estimate
Construct (R2)
Security 0.530
Org. Commitment 0.987

Figure 2 stated that the research model explained about 987% of the variance in total in
the organizational commitment. This means that a total of all exogenous latent factors
explained 987 percent of the variation in organizational commitment, while the mediating
impact of Perceived Job Security between these characteristics and

organizational commitment has been found to explain 530 percent of the variance.
According to Chin (1998), the amount of variation explained the proposed paradigm is
significant for both direct and indirect interactions.

Assessing the Structural Model's Significance.

After identifying the measurement model, the current study assessed the structural
model. The current study employed a standard bootstrapping technique with 335 cases
and 5000 bootstrap samples to assess the hypothesis' applicability. Results of the
structural model and hypothesis testing are shown in Figure 2.

Primarily H1 claimed that ethical leadership correlates positively with organizational
commitment. The results indicated a route coefficient, P value (t=1.784, f=0.161) and T
value. H1 is therefore supported. The hypothesis (H2) was supported by the study's
finding that perceived job security and organizational commitment were positively
correlated (B =0.476; t=7.321). The mean supports the hypothesis that ethical leadership
and perceived job security are positively correlated (f = -0.187; t=2.81).
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Table 4: Assessment of structural models

Hypothesis | Path T Decision
coefficient | value

H1 0.161 1.784 | Supported

H2 0.476 7.321 | Supported

H3 0.187 2.81 | Supported

The design of the study model provides a unique opportunity to look at the function of
mediation Perceived Job Security Between ethical leadership and corporate
commitment. However, this research used PLS4, to investigate whether perceived job
security, as a mediator variable, significantly mediates the relationships between
independent and dependent variables, specifically bootstrapping and the overall effect of
the indirect correlations. To put it simply, the study aimed to ascertain whether or not
ethical leadership's indirect impact through perceived job security is significant. The
following are the findings of outcome hypotheses 4:

Table 5: Mediation analysis
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Hypotheses Results and Discussion

The present study supposes ethical leadership as the exogenous constructs, Perceived
Job Security as the mediating construct and organizational commitment as the study's
endogenous construct, the PLS-SEM result demonstrates a substantial route coefficient
in support of the theory in achieving greater organizational commitment. Accordingly,
Organizational commitment is significantly impacted by ethical leadership, as indicated
by the substantial path coefficient of (f=0.161, t=1.784) for the direct relationship
between the two.

Thus, hypothesis 1 (H1) is validated, and this noteworthy outcome is consistent with
the findings of Santiago, Gonzélez, & Miranda Ayala (2024) and Rai & Koodamara
(2025). The significant path coefficient of (p=0.476, t=7.321) for the direct impact of
Perceived Job Security on organizational commitment implies that Perceived Job Security
has significant impact on the organizational commitment. Hence, the hypothesis 2 (H2) is
supported and this significant result is in line with Kayar, & Yesilada (2024) and Ghimire,
Dahal, & Karki (2023). Moral leadership has a strong impact on perceived job security,
as indicated by the significant path coefficient of (f=0.187, t=2.810) for the direct
relationship between the two variables. As a consequence, hypothesis 3 (H3) is validated,
and this noteworthy
outcome is consistent with Quynh, Alang, & Le (2025) and Kyambade & Namatovu
(2025).

Finally, The result Regarding the Perceived Job Security mediating influence on
ethical leadership and organizational commitment ( =0.229; t=5.577) by the data of this
study. Thus Hy 1s supported. This significant result is in line with Riaz, Shah, Afzal, &
Khattak (2022) and Hngoi, Abdullah, Wan, & Zaiedy (2024).

Contribution of the Study

This research will help human resource practitioners to identify variables that can
positively affect performance among its workforce in future research. Moreover, the
findings from this research can be used specifically to Jordanian Official University
sectors to understanding how employees would respond to Ethical Leadership, The
influence of perceived job security on the employees’ commitment. The positive
outcome of this research should be able to give insight to manage the Jordanian higher
education sector, such as Yarmouk University. In making corrective actions and
formulate policies and order to enhance Employee commitment, which in turn will be
beneficial to various end users, i.e., the educational process in general, faculty members,
and even students. Most importantly, the Yarmouk University as the engine of growth
socially and economically cannot be denied and in order to fulfil its mandated
objectives, the management will benefit from the study's conclusions in acknowledging
that organizational commitment is vital in achieving organization efficiency and
effectiveness. Therefore, the unique findings from this study can contribute further
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knowledge pertaining to cross cultural aspects of employee's performance and to
validate how far past research findings apply to Jordanian educational in universities.

Conclusion and Recommendation

This study successfully evaluated the underlying relationships between perceived job
security, organizational commitment, and ethical leadership among Yarmouk University
employees using the Partial Least Squares Structural Equation Modeling (PLS-SEM)
approach. The theoretical framework is supported by the empirical results, which
provide high support for all hypothesized connections. First, the data indicates that
organizational commitment is significantly and favorably impacted by ethical

leadership.

Importantly, the study discovered that perceived job stability is strongly predicted with
ethical leadership. Most significantly, the statistics lend credence to the notion that
perceived job security acts as a mediator in the relationship between

organizational commitment and ethical leadership. The study concludes by persuasively
showing that, in addition to being important for moral integrity, creating an atmosphere
of ethical leadership is also a strategic way to increase employee commitment in
Jordanian universities like Yarmouk University, mainly by protecting their mental health
with regard to their future careers.

The administration of Yarmouk University and other comparable institutions in
Jordan's higher education sector are given the following recommendations in light of the
main findings. Ethical leadership development can be facilitated by mandatory training
programs. Provide regular training and development seminars with an emphasis on
fairness, transparency, and ethical decision-making for all academic and administrative
leaders. Additionally, emphasize how important it is for leaders to act as moral role
models.
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