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Abstract: With rapid cultural, demographical and economic changes in knowledge 
oriented economy, employee creativity has become a challenge for organizations, as this 
works as a core competence. We suggest that leaders with ethical commitment help to 
nourish creativity in employees. Using social learning theory, authors examined the 
influence of ethical leadership on employee creativity through the mediation of self-
efficacy. This study also explored the moderating role of uncertainty avoidance between 
the relationship of ethical leadership and employee creativity. Data was collected from 180 
employees along with their supervisors from four different telecommunication companies 
working in Pakistan. The questionnaire was adopted and tested on the criteria of five point 
Likert scale. Regression and Correlation tests were used to check hypothesis. Supervisors 
of these four companies evaluated the creativity of the selected staff member groups while 
the employees and staff members reported the perceptions about their supervisors in 
terms of ethical leadership. Results showed that ethical leadership was positively related to 
employee creativity and this relationship was mediated by self-efficacy and this mediation 
was partial. There was significant negative relationship between uncertainty avoidance and 
employee creativity, this is the main aspect of present study. According to the results 
uncertainty is negatively associated with the employee creativity it means high uncertainty 
results in low creativity of employees. This study was conducted in Pakistani context where 
uncertain attitude is very common in society so uncertainty avoidance affects creativity of 
the employee in Pakistani organizations. Our study offer practical implications for 
telecommunication companies in order to achieve competitive advantage by enhancing 
employee creativity, as employee creativity makes organization creative. 
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Introduction 

the metaphor for leaders and managers in this new challenging environment is not 
. Effective leadership 

plays a vital role in employee creativity (Carmeli, Reiter-Palmon, & Gelbard, 2013). 
Different researchers have tested the effect of different types of leadership, like 
transformational leadership on creativity (Eisenbeib & Boerner, 2013). Trevino, Brown and 
Harrison (2005) recommended that the ethical leadership is a major source of enhancing 
attitudes and behaviours of employee. Avey, Palanski & Walumbwa (2011) identified that 
ethical leadership positively relates to task performance and it also positively related to pro 
social while negatively related to deviant behaviour. However, a study was conducted by 
Xinxin & Yidong (2012) is one of the few studies in which the impact of ethical leadership 
on employee creativity has been studied. 



 

and valuable ideas about products Shin 2003). Carmeli 
et. al., (2013) described how leaders can promote employee creativity by giving job 
structure, resources,  positive energy and enlightening high-quality relations that will boost 
employees to show creativity. Piccolo et. al., (2010) suggested that due to ethical 
leadership there will be an increase in task significance, which results to improved 
performance of an employee. Organizations having creative employees can have 
additional value and retain competitive advantages in the environment of a business 
(Amabile et. al., 2005). Authentic leaders encourage employees' creativity the reason for 
this is, employees highly increase Psychological Capital, thus being more creative (Rego, 
Sousa, Marques & Pina e cunha, 2012).  

Many researchers defined the influence of ethical leadership on different outcomes 
as a process of social learning theory (Brown & Trevino, 2006).  Bandura, (1977) stated 
Social learning theory posits that learning is a cognitive process that takes place in 

a social context and can occur purely through observation or direct instruction, even in the 
absence of motor reproduction or direct reinforceme Therefore, ethical leaders got the 
capability to have an impact on the self-efficacy of their employees with the help of their 
credibility and ethical standards (Avey, Wernsing & Palanski, 2012).Past Research also 
shows that creative self-efficacy act as an important mediator between a different 
individual, contextual factors and employee creative performance (Shin & Zhou, 2007). 
Paletz & Peng (2008) tested the association between culture and the two dimensions of 
creativity which is (novelty and usefulness). They manipulated the two dimensions to a 
new product by using different scenarios and they tested culture whether it moderates 
towards creativity and want to have a novel product, they also found that Chinese students 
give importance to innovation more than American students. Kim & Drolet (2003) describes 
the need for variety and uniqueness is not strong in the East Asian cultures as compare to 
western culture. The cultures which highlight the value of collectivism and conformity to 
social norms, uncertainty avoidance and high power distance do not try or express their 
unique and innovative ideas which are different than the normal routine (Harzing & 
Hofstede, 1996). 

The studies on cultural values and creativity are comparatively limited and the 
observed findings are inconsistent as well, especially in Pakistani context, there is no such 
study in which the effect of culture is tested on the creativity of the employee. Our first 
contribution in this paper is to increase understanding of the complex relationship between 
ethical leadership and employee creativity through an examination of the role of mediator 
which is self-efficacy with the help of Social learning theory. Secondly we used uncertainty 
avoidance which is one of the cultural dimensions of Hofsted as a moderator to check the 

Uncertainty avoidance is a 
state wherein outcomes and conditions are unknown or unpredictable. Some people are 
more comfortable with uncertainty than others, and the degree to which individuals 
participate in certain behaviours to stay in comfortable situations is called uncertainty 

 (Hofsted, 1980). Thirdly this study was conducted in Pakistani context where 
uncertain attitude is very common in the society and uncertainty avoidance might affect a 
lot to employee creativity. We contribute to the ethical leadership literature by integrating 
social learning theory and including uncertainty avoidance as a moderator in the theoretical 
model.  Organizations should have to develop a psychological training program to help 
employees to cope with the uncertain mind-set, and to become more effective and 
creative. 
 
  



 

 
Literature Review 
 
Ethical leadership and Employee creativity 

Ethical leadership is defined 
conduct through personal actions and interpersonal relationships, and the promotion of 
such conduct to followers through two-way communication, reinforcement, and decision-

, 2005 p. 120). Ethical leadership is critical and 
extremely important in giving the direction, that empowers to carry out the mission and 
vision of the organizations to get future goals (Kanungo & Mendonca, 1996). Organizations 
which contain a lot of strong ethical leaders are enable to hold number of followers 
answerable and use regulation and punishments accordingly (Kacmar et al, 2013).  Brown 
et al., (2005) studied and found, the degree that leaders gives reward to a supportive 
behaviour and punish the bad behaviour, this act influence the followers to behave 
ethically or unethically. Ethical leaders who make unbiased decisions got the following 
characteristics, honesty, altruism, integrity, openness, trustworthiness, collective motivation 
and justice (Brown & Trevino, 2006). 
 Tu and Lu (2012) established that ethical leadership is positively associated to 
employee creativity through two mechanisms, first is cognition and the second is 
motivation. The result of that cognitive mechanism is that the followers give more attention 
towards work significance and create new ideas for the achievement of organizational 
goals. If ethical leaders show organizational commitment (De Hoogh & Den Hrtog, 2008), 
employees most probably feel psychologically safe and improvise with new ideas (Tu & Lu, 
2012).  Amabile, (1988 p. 125-

reover ethical leaders 
pay attention towards their employees and encourage them to openly express their view 
and concerns through two way open communication which results in greater trust (Brown 
et al., 2005).  This open communication encourages the employee to produce new ideas 
so that to improve the work, procedures and processes (Tu & Lu, 2012). The motivational 
mechanism is linked to the respect that is given by the ethical leadership to the followers 
which enable them to gain work related knowledge and learn new skills (Zhu, May, & 
Avolio, 2004). Therefore, we proposed the following hypothesis. 
Hypothesis 1: Ethical leadership will be positively related to employee creativity. 
 
Mediating role of self-efficacy between ethical leadership and employee creativity 

-efficacy refers to an individual's belief in his or her capacity to execute 

Bandura (1986) studied four techniques for the improvement of self-efficacy and these 
techniques are vicarious experience, enactive mastery, verbal persuasion and 
physiological arousal. Social learning theory individuals learn behaviour vicariously through 
verbal persuasion and direct modelling. Ethical leaders give encouragement and support to 
employees, the employees become more confident about their abilities and it helps to 
strengthen their motivational patterns (Walumbwa et al., 2011). Ethical leaders can also 
enhance followers self-efficacy through affective arousal and enactive mastery. Ethical 
leaders care employee more than outcomes. Such leaders help employees to focus on the 
processes in doing their work, which helps to reduce some of the anxiety and stress of the 

 self efficacy (Brown et 
al., 2005). This helps to increase the confidence of an individual to initiate the action, follow 
it and sustain as well (Stajkovic, 2006). Ethical leaders are very active in creating new 
ideas and become the role model (Tu & Lu, 2012). Through this role modelling followers 
enhance their knowledge by learning gaining new skills and ability to accomplish task 
(Walumbwa et al., 2011).  



 

Many researchers supported the impact of self-efficacy on employee creativity in 
different organizational environments. Creative self-efficacy is basically the part of self-
efficacy and it is the construct of it, which is defined as the belief that reflects ones self-
confidence in his or her capabilities while performing an innovative task (Tierney & Farmer, 
2011). People who have high creative self-efficacy can increase the motivation, course of 
action and cognitive resources needed to meet the demand. Therefore, they can perform 
specific tasks successfully and achieve organizational innovation goals in the face of 
obstacles (Baer, Oldham, Jacobsohn, & Hollingshead, 2008). The literature is supporting 
the positive relationship between ethical leadership, self-efficacy and employee creativity. 
If Ethical leadership increases self efficacy of the employees also increases which results 
in employee creativity, therefore we hypothesized: 
Hypothesis 2: self-efficacy will mediate the relationship between ethical leadership and 
employee creativity. 
 
Moderating role of uncertainty avoidance between ethical leadership and 
uncertainty avoidance 

Hofstede (1980) compares low and high uncertainty avoidance in societies and uses the 
degree of uncertainty avoidance to differentiate between societal norms. High uncertainty 
avoidance results in high level of stress, inner push to remain busy and showing of 
emotion. And also acceptance of aggressive behaviour of self and others, less tolerance 
and acceptance of unclear situations, less acceptance of dissent and a strong need for 
consensus, clarity, and structure (Reimann, Lunemann & Chase, 2008).  So it is difficult for 
a person to perform in a stress full situation and with that kind of situation it is even more 
difficult to be creative. Farr and Ford (1990) identify stress produces routine behavioural 
patterns and generally interfere with novel or creative responses. Other outcome of 
uncertainty avoidance also affects the creativity of an employee. 

High uncertainty avoidance reflects a tight culture where norms are expressed 
very clearly explicitly and strict sanctions are forced on those who deviate from the norms. 
While low uncertainty avoidance reflects a lose culture where norms are expressed 
through a wide variety of alternatives and different channels, tolerating deviant behaviour 
and errors (Gelfand, Nishii, & Raver, 2006). Key outcomes associated with tightness 
include order and efficiency, routine, conformity, and stability, all supporting ideas which 
appropriately fit in with the norms. In contrast, key outcomes associated with looseness 
include acceptance of diversity, deviation from the rules and openness to change, which 
enhances exploration and novelty (Gelfand et. al, 2006). With the help of the literature it is 
clear that due to high uncertainty avoidance the level of stress in an individual increases, 
not only the stress but also the aggressive behaviour of an individual, Which has a 
negative 
innovatively. High uncertainty avoidance also reflects a tight culture, and because of the 
tight culture employee cannot perform task other than the defined norms. Another setback 
of the tight culture is that employee cannot think of ideas which are not fit in the norms. 
Based on the above discussion we proposed the following hypothesis: 
Hypothesis 3: uncertainty avoidance moderates the relationship between ethical leadership 
and employee creativity so that it weakens the relationship. 
  



 

 
The hypothesized relationships are shown in the Figure  

 
 

 
 
 
 

 
  
 
 
 
 
Methodology 

We obtained access to four telecommunication companies (Ufone, Zong, Mobilink 
and Warid) through personal contacts with the top management and human resource 
management to get access in the companies. These are service provider companies. We 
distributed printed questionnaire to supervisors and group of staff members they 
completed questionnaires and returned at spot. Respondents were assured that their 
provided information will remain confidential. 

Supervisors evaluated creativity of the selected staff member groups. The 
employees or staff members reported their perceptions of their supervisor in terms of 
ethical leadership, as well as their own level of self-efficacy and uncertainty avoidance. We 
distributed 30 supervisor questionnaires and 150 staff questionnaires and all of the 
questionnaires were recovered because they were filled at spot. Respondents classified in 
four categories in context to gender, age, qualification and experience and in gender group 
59.2% was male and 40.8% was female. After collecting the questionnaires, these 
questionnaires were punched into SPSS sheet for further correlation, regression analysis 
and also to determine the reliability of data. 
 
 
Measures  

Ethical leadership, self-efficacy, employee creativity and uncertainty avoidance 
were measured using a five point Likert scale from one to five, 1 (strongly disagree) to 5 
(strongly agree). 
 
Ethical leadership 

We measured ethical leadership using 10 items which were developed by Brown 

Cronbach alpha of ethical leadership was .72. 
 
Self-efficacy  

We used Chen, Gully and Eden (2001) 8 items to measure self-efficacy, sample 

alpha was .74. 
 
Employee creativity 

Employee creativity was measured using Zhou and George (2001) 13 items of 
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Uncertainty avoidance 
Uncertainty avoidance was measured using Jung and Kellaris (2004), 7 items of 

 
 
 
Results 
 
Table 1 
Means, Standard Deviations and Correlations 
 

Correlation Table 

Predictors Mean S.D. 1 2 3 4 

1.Ethical 
leadership 

 
3.78            

           
0.55               

 
1 

   

2.Self 
efficacy 

 
3.82            

            
0.67               

 
0.497**     

 
1 

  

3.Employee 
creativity 

 
3.66            

           
0.57               

 
0.234**    

 
0.372**        

 
1 

 

4.Uncertaint
y avoidance 

 
2.96            

 
0.45               

 
0.425**   

 
0.208**       

 
-0.154**     

 
1 

**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 

Table 1 presents correlation among the model variable. There was significant 
positive relationship between ethical leadership and self-efficacy (r=.49). There was 
significant positive relationship between ethical leadership and employee creativity 
(r=.37). There was significant negative relationship between uncertainty avoidance and 
employee creativity (r=.15).  

 
Table 2: Results of Regression Analysis  
 

                         Self-Efficacy          Employee 
creativity 

Predictors Beta R²    R² Beta R²     R² 

Step1: 
Control Variables 

 0.01  
 

 0.06  
 

 
Step 2: 

      

Ethical Leadership 
Self-efficacy 

0.08**    0.01**    .02**                  0.43**    0.12**  .06** 

Step1 
Control Variables 

                         0.06   

Step 2 
Self-efficacy 

  0.43** .30**  .023**   

** p< .01 (two tailed); * p<.05 (two tailed). 
 
According to Hypothesis 1 Ethical leadership will be positively related to employee 
creativity  so Table 2 indicates that Ethical leadership is positively and significantly related 



 

to 
accepted. There is positive significant relationship between Ethical leadership and self-

-efficacy and 
 

 
Table 3: Results of Mediated Regression Analysis 
 

Employee Creativity 

Predictors Beta R²    R² 

Step1: 
Control Variables 

 0.06  
 

Step 2: 
Self-efficacy 

0.43** 0.30** .25** 

Step 3: 
Ethical Leadership 

0.40** .35** .30** 

**p<0.001 (two tailed); ** p< .01 (two tailed); * p<.05 (two tailed).                                          
 
Table 3 shows that self-efficacy is partially mediate between the relationship of Ethical 

3**. The reason of partial mediation is that there 
is a positive significant relation between ethical leadership and employee creativity directly 
and also via self-efficacy. So because of this second hypothesis is accepted i.e. self-
efficacy will mediate the relationship between ethical leadership and employee creativity 
 
Table 4: Results of Moderated Regression Analysis  
 

Employee Creativity 

Predictors Beta R²    R² 

Step1: 
Control Variables 

 0.06  
 

Step 2: 
Self-efficacy 
Uncertainty Avoidance 

0.87** .78 .71** 

Step 3: 
Self-efficacy x 
Uncertainty Avoidance 

-0.20* 0.79 0.46 

***p<0.001 (two tailed); ** p< .01 (two tailed); * p<.05 (two tailed). 
  
Table 4 shows the result of the moderating test, so according to the table uncertainty 
avoidance moderates the negative relationship between ethical leadership and employee 
creativity in such a way that high uncertainty avoidance shall weaken the relationship. 
Because the value of -0.20*. So the third hypothesis is accepted which is uncertainty 
avoidance moderates the relationship between ethical leadership and employee creativity 
so that it weakens the relationship. 
 
Discussion  

In present study we discussed positive impact of ethical leadership on employee 
creativity. We found support for positive impacts of ethical leadership on employee 
creativity, which was mediated by self-efficacy. Uncertainty avoidance was used as a 
moderator for the first time along with the mediator self-efficacy. This paper also helps to 
expand the previous contribution about the relationship of ethical leadership and employee 



 

creativity. Findings showed that ethical leadership can positively predict employee 
creativity. This relation is also supported by the previous researches that ethical leadership 
is an important antecedent of employee job performance (Mayer et al., 2009). Tu and Lu 
(2012) established that ethical leadership is positively associated to employee creativity. 
Findings also support that ethical leadership is significantly and positively related to 
employee creativity through cognitive and motivational mechanism. Results showed that 
due to ethical leadership employee self-efficacy also improves, as Walumbwa et al., (2011) 
identified in their study that  Ethical leaders give encouragement and support to 
employees, the employees become more confident about their abilities and it helps to 
strengthen their motivational patterns. So in this study it is proven that self-efficacy is 
partially mediating the relationship between ethical leadership and employee creativity. 
According to the literature uncertainty avoidance has a negative effect on employee 
creativity which is proven by the results. Results showed that uncertainty avoidance is 
moderating between ethical leadership and employee creativity and it is weakening the 
relationship, existing literature is supporting this result and states that high uncertainty 
avoidance results in high level of stress in employees (Reimann, Lunemann & Chase, 
2008) so this kind of situation leads to weaken the positive effects of ethical leadership on 
employee creativity.  
 
 
Implications 

The finding of this study has important implication for organizational managers. As 
self-efficacy is partially mediating the relationship between ethical leadership and 
employee creativity so managers should focus on their own leadership style and try to 
become ethical and try to increase self-efficacy in employees. Moreover leaders in 
organizations should design become a role model for employees according to a high moral 
standards. Another main finding of this study is that uncertainty avoidance is negatively 
related to employee creativity so the leaders of organization should organize learning and 
training programs (psychological) to reduce the uncertainty factor in the minds of 
employees. 
 
 
Limitations  

 There are several limitations in this study. First the sample size was very small, 
large sample size may provide more accurate results. Secondly the data was self-reported; 
except from the creativity scale so common method bias may be a concern. Therefore the 
ideal scenario for the future research should be predictor from different sources. Thirdly, 
researchers could examine these relationships from a team perspective. Fourth for the 
future research, researchers could use different Hofsted cultural dimensions.  
 
 
Conclusion 

This study investigated that how the uncertainty avoidance as a moderator ethical 
leadership and employee creativity with the mediator of self-efficacy weakens the 
relationship. The findings of this study prove that uncertainty avoidance has a negative 
effect on employee creativity and results also prove the previous studies related to ethical 
leadership and employee creativity. 
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