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Abstract: The present study presents an exploration of the link between ethical leadership and the work engagement
of employees of insurance companies in Port Harcourt, Rivers State. This study used the cross-sectional survey design
and a sample size of 127 selected across 10 insurance firms operating in Port Harcourt, Rivers State. Data for the
study was obtained through the questionnaire adapted from previous studies and administered to the respondents
by the researcher. Having administered the questionnaire, 118 of the questionnaires were correctly filled and
completed, hence 118 was used for the study. The analysis of the data was carried out using the Spearman Rank
Order Correlation Coefficient. The result of the study found a positive and significant relationship between leadership
integrity and the measures of employee engagement i.e. vigour and dedication. The study further found a positive
correlation between leadership fairness and the measures of employee engagement. The study concluded that for
organizations to have well engaged employees, they must ensure that there is leadership integrity and fairness
amount the leaders of insurance firms. The study recommended that fairness should be encouraged at all leadership
levels in order to ensure that employees are dedicated and engaged in their work which will ultimately promote the
performance of the organization and reduce employee turnover.

Keywords: Ethical Leadership, Employee Engagement, Dedication, Leadership Fairness, Leadership Integrity, Vigour.

Background to the Study

Businesses operating in Nigeria face an unpredictable climate, and only those with highly engaged
staff will be able to survive in this period of high service company liquidation rates worldwide.
Employee engagement is important because it makes businesses more competitive and increases
their effectiveness and efficiency, all of which may have a favorable influence on the success of
the company. There is no denying the significance of employee engagement for businesses that
need to remain adaptable in a volatile climate. Consistent with the aforementioned claim,
Osborne and Hammoud (2017) argued that employee engagement has a significant impact on
how long a company survives. Employee engagement, according to Mohan, Haque, and Khan
(2018), is the emotional commitment that employees have to their company and the actions they
do to make the company successful. Staff members that are engaged demonstrate concern, zeal,
responsibility, and dedication. Engaged workers demonstrate their concern for the company by
making extra effort. They feel obligated and dedicated, thus they always do their hardest to finish
a task. They defend their company because they are pleased to work for it, and when employees
are engaged, it further inspires them to solve problems and come up with new ideas on how to
make the company better (Clement & Eketu, 2019).
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Employee engagement, according to Kim, Ham, and Park (2019), is defined as each person's level
of pleasure, involvement, and excitement for their job. Positive psychological states that are
typified by zeal, vigor, and devotion are known as employee engagement. According to Robinson,
Perryman, and Hayday (2004), employee engagement is a result of a favorable attitude that each
person has for the company and its principles. Moreover, Musgrove, Ellinger, and Ellinger (2014)
contended that employee dedication determines an organization's productivity. A worker who is
totally committed to the company understands the business environment and collaborates with
colleagues to improve performance for the good of the company. For every business to get the
most out of its workforce, engagement must be developed and nurtured. However, maintaining
employee engagement is crucial for lowering the workplace turnover rate (Robertssmith &
Markwick, 2009). The degree of employee involvement significantly affects employee attitudes,
absenteeism, and turnover within a company. According to Oliveira and Rocha (2017), employee
engagement entails a worker's emotional, mental, and physical commitment to their jobs inside
the company.

Notwithstanding, workers in the organization are reflective being and their participation in the
workplace may be impacted by the ethics of the leadership in the firm. As argued by Bellingham
(2003), The connection between the leader and followers as a whole is probably going to be
considerably influenced by ethical leadership. Ethics in leadership, according to Brown and
Trevino (2005), includes modeling normatively appropriate conduct in one's own actions and
relationships with others, and then motivating followers to do the same through decision-making,
two-way communication, and reinforcement. Shakeel et al. (2020) define ethical leadership as
the active and implicit pursuit of desired ethical behavior for oneself and followers through
actions guided by norms and principles that support learning motivation, a healthy optimism, and
purpose clarity to uphold the values of empowerment, respect for human rights, change for the
better, and fulfilling obligations to the environment, future generations, society, and
sustainability.

Employee engagement is a crucial success component that may be harmful to the firm if it is
ignored. Observation over time has shown that there is a high prevalence of employee
disengagement in Nigerian insurance companies for a variety of reasons, including poor
compensation, unattainable expectations, work stress, and job burnout. The issue of poor
employee engagement has had a significant impact on the caliber of services provided by
insurance companies. Umoh, Amah, and Wokocha (2014) noted that companies in Nigeria are
dealing with an issue with talented workers leaving their jobs lately, and insurance companies
are not an exception. The high liquidation of firms in present time has made it imperative for
organization to ensure that their employees are well engaged as such could help maintain their
competitive stand in the industry.

The observed low engagement does manifest in the form of absenteeism, cynical behaviour and
turnover which could negatively affect the success of the insurance firms. Furthermore, the exit
of employees due to lack of engagement, affect the effective flow of the organizational practices
and processes which again is not healthy for the wellbeing of the firm. Scholars over the years
has investigated various was to enhance the engagement of employees in organizations. Quadri
(2022) examined how supervisor and co-workers relationship relates with employee engagement
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of law firms in Port Harcourt, Nigeria. Khuong and Dung (2015) in their study examined the effect
of ethical leadership and organizational justice on employee engagement of technical companies
in Vietnam. Adnan, Bhatti and Farooq (2020), examined the relationship between ethical
leadership and work engagement with the mediation of workplace spirituality. In yet another
study, Mostafa and El-Motalib (2020) examined ethical leadership, work meaningfulness and
work engagement in the public sector. On the other hand, Sahni (2019) examined how quality of
work life relates with the engagement of employees in telecom firms in Saudi Arabia. Despite the
various scholarly work from extant literature, there is scanty empirical work within the Nigerian
work environment and specifically in the insurance sector that has examined the relationship
between ethical leadership and employee engagement. It is as a result of this observed gap that
has informed the researcher to investigate the relationship between ethical leadership and
employee engagement of insurance firms in Port Harcourt, Rivers state, Nigeria.

Aim and Objectives of the Study
The aim of the study is to examine the relationship between ethical leadership and employee
engagement of insurance firms in Port Harcourt. The objectives of the study are as follows:
i To examine the relationship between leadership integrity and vigour of employees of
insurance firms in Port Harcourt.
ii. To examine the relationship between leadership fairness and vigour of employees of
insurance firms in Port Harcourt.
iii. To examine the relationship between leadership integrity and dedication of
employees of insurance firms in Port Harcourt.
iv. To examine the relationship between leadership fairness and dedication of employees
of insurance firms in Port Harcourt.

Research Hypothesis

Hi: To examine the relationship between leadership integrity and vigour of employees of
insurance firms in Port Harcourt.

H;: To examine the relationship between leadership fairness and vigour of employees of
insurance firms in Port Harcourt.

Hs: To examine the relationship between leadership integrity and dedication of employees of
insurance firms in Port Harcourt.

Ha: To examine the relationship between leadership fairness and dedication of employees of
insurance firms in Port Harcourt.

Review of Related Literature

Theoretical Review: Social Learning Theory and Social Exchange Theory

A crucial component of organizational dynamics is ethical leadership, especially when it comes
to insurance businesses. According to Bandura's (1977) Social Learning Theory, people pick up
and modify their actions by watching and picking up knowledge from role models—like the
organization's leaders. Within the insurance industry, employee engagement and behavior are
greatly influenced by ethical leadership. According to social learning theory, people pick up moral
conduct by imitating and watching the actions of peers and leaders. Examine how moral
leadership impacts employee engagement and moral conduct by setting an example. As a
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relevant theory associated with ethical leadership in organizations and the ability to maintain a
favorable microclimate in teams, social learning theory may be reviewed. According to Mo and
Shi (2017), who analyze this concept in relation to organizational performance, employees tend
to show greater trust and loyalty to leaders who adhere to ethical principles of interaction. They
further provided empirical results from evaluating the application of this concept; as they note,
employees with high organizational concern motives are more likely to put the goals of the
organization and coworkers ahead of their own goals, which is achieved through ethical
leadership (Mo & Shi, 2017). In the context of this study, social learning theory plays an essential
role as a framework that acts as a stimulus for the adoption of appropriate behaviors and
interaction mechanisms in a team and promotes productive communication through a role
model of effective and ethical leadership. While taking into account the provisions of this theory,
leaders act as coordinators who shape the appropriate principles of interaction in a team, which,
in turn, meet the goals and objectives of a particular organization (StudyCorgi, 2023).

Social Exchange Theory

Through the perspective of social exchange theory, it is possible to gain a clear understanding of
the link between ethical leadership and employee engagement in insurance organizations.
According to social exchange theory, people form relationships—including professional ones—
based on a reciprocal exchange of advantages and resources (Blau, 1964). Within the insurance
industry, moral leadership is seen as a vital asset that managers offer to their staff. Insurance
firms frequently handle difficult moral dilemmas including underwriting, sales tactics, and claim
handling. According to Brown and Trevifio (2006), executives in this business are expected to
demonstrate honesty, integrity, and a strong adherence to moral ideals while making decisions.
The social interaction between managers and staff is positively impacted by this kind of
leadership conduct. Emerson (1976) introduced the social exchange theory, an influential
behavioral theory that offers several perspectives on how a sequence of contacts between
persons results in sentiments of duty, trust, and thankfulness. According to social exchange
theory, managers may influence employees' behavioral responses by implementing a reciprocity
and incentive system, which fosters mutually beneficial exchanges between the parties. This
theory states that the reciprocal relationship that results from the exchange partners' two-sided
interdependence favorably drives people by fostering social outcomes like loyalty, devotion, and
trust (Cropanzano, et al., 2017). Consequently, the cycle of reciprocity is set in motion by a
leader's kindness, concern, honesty, and fairness, which results in compassionate staff actions
(O’Keefe et al., 2018). In the context of insurance companies, engaged employees are more likely
to go the extra mile in their roles, resulting in improved service quality, client satisfaction, and
overall company performance.

Concept of Ethical Leadership

Because it explicitly emphasizes the ethical side of leadership, ethical leadership is distinct from
other positive leadership philosophies (Wang & Xu, 2017). The moral manager and the moral
individual are its two primary features (Brown & Trevino, 2006). Moral leaders individually

uphold moral principles like justice, fairness, integrity, and selflessness because they are moral
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people. Being moral leaders, they take proactive steps to encourage moral conduct among their
followers, such outlining moral expectations and praising staff for moral compliance. Generally
speaking, moral leaders employ normative management to direct their subordinates according
to moral principles even when official organizational standards are not there (Yang, Ding, & Lo,
2016). According to Brown and Mitchel (2010), fair and highly trusted by their staff are
characteristics of ethical leaders. Additionally, they assist and care for its staff members.
Employees will thus be more likely to reciprocate by putting in more effort and become much
more invested in their work (Engelbrecht, Heine & Mahembe, 2017). According to Brown et al.
(2005), moral leaders set an example of normatively acceptable behavior for their followers by
their own acts and interpersonal relationships, as well as by offering support, communicating
with them both ways, and making choices that are consistent with those standards. Spangenberg
and Theron (2005) state that ethical leadership comprises preparing the organization, its
members, its structures, and its culture for implementation as well as creating and sharing an
ethical vision (based on a detailed assessment of the internal and external environments in which
all relevant parties are involved).

According to Riggio et al. (2010), an ethical leader upholds the four cardinal qualities of justice,
temperance, fortitude, and prudence inside their organization. Similar to this, Yukl et al. (2013)
observed that moral leaders refrain from actions that might endanger others while yet acting in
ways that help others. Ethical leadership, according to Langlois et al. (2014), is a social activity
that permits the autonomous application of professional judgment. It is a resource with a solid
basis in the capacity to behave morally and responsibly as well as the three ethical pillars of
critique, compassion, and justice. As per Shakeel et al. (2020), ethical leadership involves actively
pursuing ethical behavior that one desires for oneself and others, both consciously and
unconsciously. This is achieved through actions that are guided by norms and principles that
promote learning motivation, a positive outlook, and a distinct purpose of upholding human
rights, empowerment, and meeting responsibilities towards the environment, future
generations, society, and sustainability.

Dimensions of Ethical Leadership
Leadership Integrity

From the Latin word integritas, integrity defines the personal values which direct a leader’s
behavior (Peterson & Seligman, 2004). A commitment to principles, according to Azuka (2009),
is what great leaders hold in common. Employees appreciate, admire, and embrace this
dedication to moral behavior since it signals the expectation of fair play in all interactions,
regardless of religious background. Integrity is a company characteristic that employees respect
when working with executives, according to Koehn (2005). Tulberg (2012) asserts that companies
that value integrity highly provide a better work environment for their employees and grow into
more competitive companies that value individuality. Thus, a better standard of goods and
services that the customer enjoys is ensured by this commitment to the individual and to strong
personal values. In contrast to integrity, corruption seeks to create a dysfunctional business with
unmet objectives and a lack of commitment from staff members toward those objectives.
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Leadership Fairness

Fairness presents moral leaders as honorable, transparent, and egalitarian. regulates behavior
and instills in individuals the value of respecting the rights of others. Workplace attitudes and
actions have been demonstrated to be strongly predicted by organizational justice (Wang et al.,
2010). Justice among peers is a major priority for workers, according to Reave (2005), as everyone
wants to be recognized for their achievements. Justice therefore motivates employees to do well
as it ensures that they will be given the proper credit and benefits. As a result, the leader is
accountable for implementing justice in an unbiased manner. Furthermore, fairness applied
correctly fosters a feeling of justice, which improves workplace citizenship and openness of
personal values (Ajala, 2016). Leaders need to use caution when it comes to showing preference
in social, generational, or stereotyped circumstances. This biased attitude contradicts the
fairness that ought to be used while evaluating performance. Employees may behave negatively
and even abnormally in the workplace as a result of receiving such unjust treatment (Syaebani &
Sobi, 2011).

Concept of Employee Engagement

The degree to which workers dedicate themselves to a project or a coworker, how hard they work,
and how long they plan to remain as a result of that dedication is known as employee
engagement.

According to Chandhok and Bhavet (2014), engagement is the desire and commitment to
dedicate oneself and increase one's discretionary effort in order to help the company as a whole
achieve its aims and objectives. The degree to which workers think, feel, and behave in a way that
demonstrates a strong sense of devotion to their company is known as employee engagement.
According to Kahn (1990), during an encounter, individuals use their bodies, minds, and emotions
to express and utilize who they are as actors. Each employee has a unique set of ideas, and they
should all be allowed the opportunity to freely share those thoughts. Employee morale is raised
by this sort of activity, which makes workers more engaged and motivated at work, ultimately
increasing organizational productivity. He goes on to say that workers get disengaged due to a
variety of factors, including a lack of emotional support from the business, a passive and
incomplete role, and emotional absence.

According to Robinson, Perryman, and Hayday (2004), employee engagement is strongly tied to
how employees feel and perceive their work. The main factors that influence employee
engagement are well-designed human resource policies, effective leadership from upper
management, two-way communication between employees, and organizational development for
employees. According to Anand (2011), staff involvement is critical to the hotel industry as it
impacts all aspects, including profitability, safety, and productivity as well as retention. Shuck and
Wollard (2010) define person engagement as the mental, emotional, and behavioral states of an
individual who is committed to accomplishing certain company objectives. Schaufeli et al. (2002)
define engagement as a joyful, constructive mental state characterized by zeal, devotion, and
immersion during work. According to Schaufeli and Bakker (2010), vigor is a behavioral-energetic,
dedication-emotional, and absorption-cognitive aspect of job involvement.
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Vigour

High levels of energy and mental fortitude when working, the determination to put effort into
one's job, and perseverance in the face of adversity are characteristics of vigor, according to
Schaufeli et al. (2002). The ability to work with great energy and mental endurance, the
determination to give a job one's all, and the persistence in the face of difficulty are all signs of
excitement (Schaufeli, 2017). Schaufeli (2007) states that having vigor while work entails having
high levels of energy and cognitive resilience as well as a desire and tendency to put in a lot of
effort and to persevere through perceived challenges. Workplace motivational processes and
vigor are directly associated (Shirom, 2010).

Dedication

A person's sense of importance, zeal, inspiration, pride, and challenge are all components of
dedication. When workers are engaged, their commitment levels are boosted to the extent that
they perceive their job to be very significant. The ability to work hard and feel a feeling of purpose,
excitement, inspiration, pride, and difficulties is referred to as dedication (Schaufeli, 2017).
According to Schaufeli (2007), devotion is the condition of being fully absorbed in one's own work,
characterized by feelings of challenge, inspiration, passion, pride, and self-worth. There are
conceptual parallels between job participation and dedication: A deep psychological connection
or identity with one's work is referred to as devotion (Schaufeli et al., 2006; Schaufeli et al., 2002),
On the other hand, job participation indicates a person's psychological connection to a certain
job or to labor in general (Kanungo, 1982). Furthermore, despite the lack of a strong argument
about their differences, both notions are thought to be very stable occurrences. However,
devotion appears to be a broader phenomenon than job involvement since it includes feelings
such as pride, enthusiasm, inspiration, and challenge, whereas work engagement merely takes
into account the psychological relevance of a job in an individual's life (Mauno et al., 2007).

Empirical Review

Adnan, Bhatti, and Baykal (2022) looked into the connection between moral leadership and
employee engagement in the workplace from a multicultural standpoint. The study's objective
was to investigate the perspectives of service industry executives about the impact of moral
leadership on workers' job satisfaction in Malaysia, Pakistan, and Turkey. In order to gather
information on ethical leadership, employee engagement, and meetings with leaders in the
service sector, the study employed the purposeful sampling methodology to pick 28 executives
in the industry and conduct semi-structured interviews with them. The results of the study
showed that the respondents identified eight major ethical leadership themes, including trust,
integrity, honesty, religiosity, and role modeling. They also showed that the degree of employee
engagement in the service companies under study is influenced by the application of different
ethical leadership strategies.

The link between coworkers and supervisors and employee engagement in legal businesses in

Port Harcourt, Nigeria, was studied by Quadri (2022). The study's objective was to investigate the
link between employee engagement at legal companies in Port Harcourt, Nigeria, and the
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relationships between supervisors and coworkers. Forty employees from certain legal firms were
the population of the study, which employed a survey research design. Data was gathered
through the use of a questionnaire, and the Spearman Rank Order Correlation Coefficient was
utilized to analyze the data. The study discovered a strong and favorable correlation between
employee involvement in legal businesses and the support of peers and supervisors.

Mostafa and EI-Motalib (2020) looked at work engagement, meaningfulness of work, and ethical
leadership in the Egyptian public sector in another research. Examining the link between moral
leadership and employee outcomes while controlling for job meaning was the goal. A sample of
Egyptian public hospital nurses was employed in the study. Questionnaires were used to gather
data for the study, and structural equation modeling (SEM) was used for analysis. The study
discovered that the association between moral leaders and worker engagement was mediated
by the meaningfulness of the activity. The outcome further demonstrated a favorable correlation
between moral leadership and worker engagement.

Integrity, moral leadership, trust, and employee engagement are highlighted by Engelbrecht,
Heine, and Mahembe (2017). The study's objective was to investigate the relationship between
employee trust in the leader and work engagement and the integrity and ethical leadership of
those in leadership roles. 204 workers from various corporate organizations completed a web-
based survey instrument to provide data for the study. Item analysis and confirmatory analysis
using structural equation modeling (SEM) were used to analyze the data. The study's conclusions
demonstrated a favorable relationship between employee job engagement, ethical conduct of
trust, and leadership integrity. The study also discovered that the connection between employee
trust and engagement and leadership integrity is mediated by ethical leadership.

In their research, Khuong and Dung (2015) investigated how employee engagement in technical
enterprises in Vietnam was impacted by moral leadership and organizational justice. The purpose
of the study was to investigate how employee trust and engagement in technical Viethamese
enterprises are impacted by several variables, including organizational justice, ethical leadership,
and ethic-based contingent incentive. Three hundred and twelve (312) technicians in the study
region made up the study sample, and primary data were gathered through the distribution of
guestionnaires. Multiple regression, path analysis, and exploratory factors analysis were used to
analyze the data gathered for the study. The study's conclusions demonstrated that contingent
rewards based on ethnicity and moral leadership both directly affect worker engagement levels.
Furthermore, when considering employee confidence in a company, the study found that neither
organizational justice nor the previously described criteria had a direct impact on employee
engagement levels. Thus, it was determined that an organization's degree of employee
involvement is greatly influenced by justice, ethics, and compensation.

Methodology

The cross sectional survey design was used for this study. The target population covers employees
of 33 insurance companies in Port Harcourt, Rivers State. However, the accessible population of
the study was 189 employees selected from ten (10) insurance companies. The selection of these
firms was based on ease of accessibility and the fact that they are quoted in the Nigerian Stock
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Exchange (NSE). The simple random sampling technique was used on every one of the ten
selected companies in this research while the Krejcie and Morgan table was used in determining
the sample size of the study with a 95% confidence level. Therefore, from the table, the sample
size is 127. The data for the study was obtained using a structured questionnaire adapted from
previous studies. The questionnaire items were measured on a 4-point scale ranging from 1 — 4.
Where 1 = strongly agree, 2 = Agree, 3 = Disagreed, 4 = Strongly disagree. The spearman’s rank
order correlation coefficient was used in analyzing the stated hypothesis through the use of
Statistical Package for Social Sciences (SPSS).

Results and Discussion

This section gives an analysis of the hypotheses testing. Spearman Correlation statistical tool was
used for this study with the aid of SPSS to test the relationship between ethical leadership and
employee engagement of insurance companies in Port Harcourt, Rivers State. Out of the 127
guestionnaires distributed, only 118 of them were returned and correctly filled and therefore will
be used for this study. Spearman Correlation was used to test the relationship between variables
understudy. The decision rule was to reject the null hypotheses where p<0.05 significant level and
accept the null hypotheses where p>0.05. Four bivariate hypotheses were tested in the null form.

Table 1: Leadership Integrity and Employee Vigour

Correlations
Leadership Employee

Integrity Vigour
Spearman's rho Leadership Integrity Correlation 1.000 .866"
Coefficient
Sig. (2-tailed) . .000
N 118 118
Employee Vigour Correlation .866" 1.000
Coefficient
Sig. (2-tailed) .000 .
N 118 118

** Correlation is significant at the 0.01 level (2-tailed).

Table 1 shows Spearman Correlation of the relationship between leadership integrity and
employee vigour. The result shows rho=0.866 indicating a strong positive relationship between
leadership integrity and employee vigour. This implies that an increase in the leadership integrity
will enhance employee vigour. The result shows a significant level of p= 0.000 which is less than
0.05; concluding that the null hypothesis is rejected and the alternative hypothesis retained that
there is a significant relationship between leadership integrity and employee vigour in insurance
companies in Port-Harcourt, Nigeria.
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Table 2: Leadership Fairness and Employee Vigour

Correlations
Leadership Employee

Integrity Vigour
Spearman's rho Leadership Fairness Correlation 1.000 754"
Coefficient
Sig. (2-tailed) . .000
N 118 118
Employee Vigour Correlation 754" 1.000
Coefficient
Sig. (2-tailed) .000 .
N 118 118

**_ Correlation is significant at the 0.01 level (2-tailed).

Table 2 shows the correlation of the relationship between leadership fairness and employee
vigour. The result shows rho=0.754 indicating a strong positive relationship between leadership
fairness and employee vigour. This implies that a change in the level of leadership fairness will
influence a change in the level of employee vigour and vice versa. The result indicates a significant
level of p=0.000 which is less than 0.05; concluding that he null hypothesis is rejected and the
alternative hypothesis retained that there is a significant relationship between leadership fairness
and employee vigour of insurance companies in Port Harcourt, Nigeria.
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Table 3: Leadership Integrity and Employee Dedication

Correlations

Leadership Employee
Integrity Dedication
Spearman's rho Leadership Integrity ~ Correlation 1.000 3127
Coefficient
Sig. (2-tailed) .000 .000
N 118 118
Employee Dedication Correlation 312" 1.000
Coefficient
Sig. (2-tailed) .000 .000
N 118 118

**_ Correlation is significant at the 0.01 level (2-tailed).

The result of the analysis in Table 3 shows a significant level p< 0.05 (0.000< 0.05), rho = 0.312
between Leadership Integrity and Employee Dedication. This means that there is a significant
relationship between Leadership Integrity and Employee Dedication. The null hypothesis is
rejected, and we restate that there is a significant relationship between Leadership Integrity and

Employee Dedication.

Table 4: Leadership Fairness and Employee Dedication

Correlations

Leadership Employee
Fairness Dedication
Spearman's rho Leadership Fairness  Correlation 1.000 543"
Coefficient
Sig. (2-tailed) . .000
N 118 118
Employee Dedication Correlation .543™ 1.000
Coefficient
Sig. (2-tailed) .000 .
N 118 118

**_ Correlation is significant at the 0.01 level (2-tailed).

The result of the analysis as presented in Table 4 shows a significant level p< 0.05 (0.000 < 0.05),
rho = 0.543 between leadership fairness and employee dedication. This means that there is a
significant relationship between leadership fairness and employee dedication. The null
hypothesis is rejected, and we restate that there is a significant relationship between leadership

fairness and employee dedication.
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Discussion of Findings

Leadership Integrity and Employee Vigour

The analysis result on the relationship between leadership integrity and employee vigour showed
rho=0.866 indicating a strong positive relationship between leadership integrity and employee
vigour. This implies that an increase in the leadership integrity will enhance employee vigour. The
findings corroborates the study of Engelbrecht, Heine, and Mahembe (2017) whose study found
that the leadership integrity in an organization strongly influences the level of employee
engagement.

Leadership Fairness and Employee Vigour

The result of hypothesis 2 shows rho=0.754 indicating a strong positive relationship between
leadership fairness and employee vigour. This implies that a change in the level of leadership
fairness will influence a change in the level of employee vigour and vice versa. This study agrees
with the study of Adnan, Bhatti and Baykal (2022) whose study found that ethical leadership in
terms of trust, integrity, honesty and fairness influences the level of employee engagement in
service companies.

Leadership Integrity and Employee Dedication

The result of the analysis of hypothesis 3 shows a significant link between leadership integrity
and employee dedication as supported by rho = 0.312. This means that there is a significant
relationship. This finding concurs with the study of Mostafa and El-Motalib (2020) who found a
positive relationship between ethical leadership measures in terms of leadership integrity and
employee engagement measured using dedication, vigour and absorption.

Leadership Fairness and Employee Dedication

The result of the analysis of hypothesis 4 shows a significant relationship between leadership
fairness and employee dedication. This means that there is a significant relationship between
leadership fairness and employee dedication. This study agrees with the study of Adnan, Bhatti
and Baykal (2022) whose study found that ethical leadership in terms of trust, integrity, honesty
and fairness influences the level of employee engagement in service companies. This also
agrees with the study of Quadri (2022) who found that support from supervisor and co-workers
enhances employee engagements.

Conclusion

Based on the findings of this study, it is clear that there is a positive and significant link between
the dimensions of ethical leadership and the measures of employee engagement. Therefore, the
perceived leadership fairness and integrity will enhance the level of employee engagement in
insurance companies in terms of their dedication and vigour towards their work and the
organization which will in turn enhance the performance of the organization.
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Recommendations
Flowing from the study findings and conclusion, the study recommended as follows:

1. Management of insurance firms should make sure ethical leadership in terms of integrity
of leader integrity should be practices in order to ensure that the employees are well
engaged with the work and the organization as doing so will enhance the level of
organizational productivity and overall performance.

2. Management of insurance firms should ensure that there is fairness on the part of the
leadership in order to promote employee vigour as this will improve the rate of employee
turnover while also retaining the bright talents in the organization.

3. Management of insurance firms should ensure integrity of leaders so as to get the
employees to be dedicated to their work and help in the achievement of organizational
goals and objectives.

4, Fairness should be encouraged across all leadership levels. Doing so will help the
employees to be more dedicated to duties while also seeing the leaders as their role
model in the course of carrying out their duties.
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