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Abstract: The present study aims to examine the influence of
transformational leadership on perceived ethical leadership
among police officers at the Royal Malaysia Police. Seven
dimensions of transformational leadership have been utilised as
the predictors of perceived ethical leadership. The target
population for the present study are the officers and other ranks
staff at the Royal Malaysian Police. The data for this study is
collected through survey by using questionnaire. The structural
equation modeling using AMOS version 21 was carried out to
analyse the data. The findings of this study indicated inspirational
motivation, fostering acceptance of group goals and high
performance expectations were significantly predicted the level of
perceived ethical leadership among respondents.
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I.

INTRODUCTION

According to the 2013 Global Corruption Barometer

26

,
police has been perceived as the second institution to be the
most affected by corruption after political parties from a
global survey in 2013. Alarmingly within Malaysia’s
respondents’ data set, 76% of respondents felt that police was
the most corrupt institution that has put Malaysia into a group
of 36 countries where police were identified as the institution
most affected by corruption26. Nonetheless, the ‘bad apple’
theory of police corruption has been recognised as
inadequate. What has begun to replace that theory is
recognition that enhancing police integrity is an
organisational and administrative responsibility that goes
well beyond the culling out of ‘bad apple’ police officers18.
The corruption-centric focus on the police within Malaysia
does not necessarily capture the whole realities of the
institutional profile. 98 public complaints (out of 926
complaints) were received on police corruption and an
internal survey among police personnel found that the
corruption awareness is significantly low among the
personnel at all levels23. It was also reported that 61% of the
public respondents who made calls to report a crime, an
accident or other reasons were not satisfied with the police
response time to arrive at the scene. 32.2% of the respondents
said the police were not concerned with their problems while
15.3% said that they displayed low integrity. 45.3 % of the
respondents did not want to make police reports even as a
crime victim due to reasons that either the police was unable
to do anything or would not assist whereas 41% cited similar
reasons as a witness to a crime. 28.1% of the respondents said

that they gave bribes exactly because police requested them
when caught exceeding the speed limit.
Based on the report of 29 indicated that a total of 2087
police personnel consist of 806 officers and 1281 other ranks
staff was selected to gauge their own responses towards
integrity, work ethics, job importance and job satisfaction.
26% of the respondents – who were officers – did not think
that accepting free drinks or meals from shops while
patrolling was a violation of the official police policy, 17 %
said the same on accepting gifts or hampers from traders
during festive occasions, 12% on carrying out business after
office hours, 9.6% on cover-up for own police officer for
driving under the influence of alcohol in early morning and
9% on getting time-off in lieu of time taken during public
holidays for fixing superior officer’s car. In contrast, 26% of
the respondents – who were other ranks – did not think that
accepting free drinks or meals from shops while patrolling
was a violation of the official police policy. 23% said the
same on carrying out business, 21% on accepting gifts or
hampers, 8% on covering up others and 12% on getting
time-off.
Thus, this study focuses on issues of leadership and police
ethical behaviour. As argued by21, leadership is consistently
identified as one of the most important aspects to maintaining
police ethical behaviour. The research literature on ethical
leadership identifies how principles – such as social learning
theory, transformational and transactional leadership can
effectively promote ethical behaviour. Through adopting
particular leadership styles, leaders can promote and inspire
value systems, set standards, reinforce performance, respond
to problems, and transform organisations from a collection of
individuals to a collective with shared principles22.
Leadership in the police force plays a critical role in
managing the expectations from the society. Police are
required to understand and effectively operate in a complex
social, political, and organisational environment 12. Good
leadership is fundamental to high performance in such realms
and as such, the need for good police leadership is greater
now than ever19. Malaysia has been blessed with many top
police leaders since its independence in 1957. These police
leaders were mainly Malaysian, with the exception of the first
one, being a British police officer during the transition years
from 1958 to 1962. Yet, studies on their leadership styles and
values that define them are still limited in Malaysia compared
to other organisations in the Malaysian civil service.
In order to build a conceptual model that suits the context
of the research, it is important for the researcher to find
empirical evidence regarding the study of police leadership
particularly within the Malaysian context.

Revised Manuscript Received on October15, 2019.
Mohd. Nizam Mohd. Ali, Institut Integriti Malaysia, Kuala Lumpur.
Siti Aisyah Panatik, School of HRD and Psychology, UTM, Malaysia.
Mohammad Saipol Mohd. Sukor, School of HRD and Psychology,
UTM, Malaysia.
Azizah Rajab, Language Academy, UTM, Malaysia.
Retrieval Number: C12141083S219/2019©BEIESP
DOI:10.35940/ijrte.C1214.1083S219

659

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

The Influence of Transformational Leadership on Perceived Ethical Leadership
It was found from the literature that there were some
theoretical and empirical evidences on leadership among
employees including police, soldier, and other paramilitary
personnel in the Western countries. Majority of the literature
on police institution were from the United States of America,
United Kingdom, Australia, Canada and New Zealand20.
However there is little evidence to be found in the Malaysian
context especially one that addresses and investigates the
transformational leadership style, perceived ethical
leadership within the Royal Malaysian Police (RMP). Hence,
it is deemed to be important to study the leadership styles of
the Malaysian police leaders and officers, especially on their
transformational leadership style and perceived ethical
leadership such that the outcome could be compared with
other findings from the literature. This study is proposed to
solely address the influence of the transformational
leadership style on perceived ethical leadership among
Malaysian police officers and personnel. This study shall
underpin the literature as well as reducing the research gap by
providing essential information regarding the Malaysian
police leadership i.e., transformational leadership style and
perceived ethical leadership.
II.

LITERATURE REVIEW

A. Transformational Leadership and Perceived Ethical
Leadership
There have been an increasing interest in the subject of
leadership and ethics over the last decade1,7,25. Yet, regardless
of the supposed significance of ethics and integrity in an
effective leadership, studies on them are still limited24,27.
Perceived transformation leaders defined by8 as “one that
was necessarily elevating, putting his emphasis on whether
society ultimately benefits from them”. On the other hand,
3
claimed that the transformational leadership is not certainly
advantageous leadership, indeed actions could be costly to all
concerned rather than beneficial. However, they contradicted
each other when Bass considered Hitler to be a
transformational leader that Burns disagreed with.
Nonetheless, in Bass subsequent works5, he distinguishes
between the ‘truly’ transformational leaders (share a genuine
interest in others’ welfare) with ‘pseudo’ transformational
leaders (focusing on the benefits that they get). Therefore,
true transformational leadership would customarily stimulate
followers to willingly recognize and voluntarily fulfil the
organisation purposes and they generally do it for the
unpretentious dedications. 20 stated that the type of leadership
style transforms followers into leaders who will take charge
of their own ethical behaviour. As a result, transformational
leadership style is connected with the post-conventional
phases of moral expansion, which practice general ethical
principles to elucidate dilemmas serving the common good16.
The mutually dependent and culturally diverse
organisations require transformational leaders to carry out the
followers’ creativity, imagination, and best efforts11. When
leaders are more capable, those they lead will be more
effective; correspondingly, when leaders are ethically
mature, those they lead would display higher moral
reasoning15. Transformational leaders would also concentrate
on terminal values such as integrity and fairness6. Based from
the study by7, they found that ethical leadership was
associated to consideration behaviour, trustworthiness, faith
in the leader, interactional equality and mingled charismatic
leadership (as measured by the idealised influence dimension
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of the transformational leadership style). They also
established that the ethical leadership foresees outcomes such
as perceived efficacy of leaders, followers’ job fulfilment and
devotion, and their readiness to report difficulties to the upper
management.
Another study by1 among 102 managers from a large
national bank in India focusing on seeing the effects of leader
femininity and masculinity on transformational leadership
style and the relationship between all the three constructs
with the leader ethical behaviour. Despite debates on the
ethical behaviours with the transformational leaders in the
past, this study had shown a positive relationship between
these two variables. Transformational leaders have higher
level of integrity and they form trust in themselves by virtue
of their being perceived by their followers as being
charismatic.
25
study also sets out to analyse the relationship between the
dimensions of transformational leadership style and ethics
among 378 managerial level employees in different business
organisations in and around Delhi in India. The results show
that the transformational leadership style and its dimensions
of articulate vision, individualised support, appropriate role
model, and foster acceptance of goals were significantly
related to ethics at workplace. She concluded that managers
in organisation have to acquire the abilities and aptitude to
develop articulating vision for the employees of their
organisation in addition to providing them with necessary
support whenever required. They have to act as a role model
and practice ethical and moral values as employees look up to
their leaders and follow their behaviours to promote ethical
behaviour at the workplace. Leaders should be able to set
high moral and ethical goals for their subordinates and foster
acceptance to these goals if they want to create and maintain
ethical behaviours at the workplace.
Therefore, based on analysis from previous studies, the
researcher would likely to conclude that there are
relationships between transformational leadership style and
perceived ethical leadership. This study tests the following
hypothesis:
Hypothesis 1: Transformational leadership positively affects
perceived ethical leadership
H1a: Inspirational motivation positively affects perceived
ethical leadership
H1b: Appropriate role model positively affects perceived
ethical leadership
H1c: Fostering acceptance of group goals positively affects
perceived ethical leadership
H1d: High performance expectations positively affect
perceived ethical leadership
H1e: Intellectual stimulation positively affects perceived
ethical leadership
H1f: Individual consideration positively affects perceived
ethical leadership
H1g: Contingent reward positively affects perceived ethical
leadership
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B. Conceptual Framework
Transformational
leadership
1. Inspirational motivation
2. Appropriate role model
3. Fostering acceptance of
group goals
4. High performance
expectations
5. Intellectual stimulation
6. Individual consideration
7. Contingent reward

percentage had degree or advanced degree qualification i.e.
18% approximately. Rank of the respondents in the current
organization was also recorded. 247 respondents that are
62.4% were junior employees in organization. 28%
respondents were senior employees in organization. Only
7.6% respondents had managerial position while 2% were at
employees’ position. Information about total work
experience of the respondents was also collected. 63.9% of
the respondents had work experience above 25 years. 13.1%
respondents had work experience ranging from 21 to 25
years. 8.1% respondents had work experience of 16 to 20
years. 7.8% respondents had experience of 11 to 15 years.
4.3% respondents work experience was ranging from 5 to 10
years. Only 2.6% respondents had work experience of below
five years.

Ethical
Leadership

Figure 1: Conceptual framework of the study
Figure 1 depicts the conceptual framework of this research.
The first part of the framework portraying transformational
leadership and its seven dimensions (i.e., inspirational
motivation, appropriate role model, fostering acceptance of
group goals, high performance expectations, intellectual
stimulation, individual consideration, and contingent reward
which represent the predictor of the research. The second part
of the framework depicts perceived ethical leadership the
outcomes of the research. The framework suggests that when
police personnel perceive a state of transformational
leadership in their leader, this will influence their perception
towards their leader’s ethical leadership.
The relationship between the transformational leadership
style and perceived ethical leadership could be theoretically
linked to the social learning theory. The social learning
theory posits that learning is a cognitive process that takes
place in a social context and proposed that learning can occur
simply by observing the actions of others2. If police leaders
were being perceived as a transformational leader by their
followers, they would then perceive their leaders as an ethical
leader too. The social learning theory suggests that for a
leader to be seen as an ethical leader, he or she must be an
attractive and a credible role model6, which is consistent with
the dimension of the transformational leadership style. It is
theorised that a positive transformational leadership style will
affect the followers’ positive perception towards their
leader’s ethical leadership.

B. Measures
Transformational leadership was measured using the
adapted version of the Differentiated Transformational
Leadership Inventory (DTLI)9. The adapted DTLI contains
27 items that consisted of seven subscales, namely individual
consideration,
inspirational
motivation,
intellectual
stimulation, fostering acceptance of group goals and
promoting team work, high performance expectations,
appropriate role model, and contingency reward. Each item is
rated on a 5-point Likert scale ranging from 1 (not at all) to 5
(all of the time). The DTLI shows a good model fit when
incorporating all seven subscales (χ2 = 499.1, χ2 /df = 1.80,
RMSEA = 0.05, SRMR = 0.06, NNFI = 0.98, CFI = 0.98).
Perceived ethical leadership was measured using
Perceived Leader Integrity Scale (PLIS) developed by14. This
scale consisted of 32 items containing behavioural statements
that describe generally accepted ethical or unethical
behaviours that can be observed by a subordinate. These
items are weighted in the direction of unethical behaviours
due to the salience of unethical behaviours on overall
perception. The 5-point scale was deliberately chosen to
force the respondent to make a choice and avoid the middle
ground. The PLIS had high internal consistency with a
Cronbach’s alpha of greater than .9713.
IV.

ANALYSIS AND RESULTS

A. Descriptive Statistics and Intercorrelation
III.

METHODOLOGY

Table 1. Mean, standard deviation, and correlation

A. Population and Sample
The population of this study was the Royal Malaysian
Police. The sample was selected by using convenience
sampling method. A total of 396 respondents participated in
this study. Majority of the respondents were male, which is
95.5% respondents were male and only 4.5% were females.
Majority of the respondents were Malay that is 90.2%.
Chinese and Indians respondents were in the same ratio that
is 3.8% each race. Only 2.3% of respondents belonged to
other diverse races. In terms of age, majority of the
respondents can be considered senior citizens as 54.8%
respondents were around 45 to 54 years old and around
20.5% respondents were above 55 years age. 15.7% of
respondents were falling between range of 35 to 44 and only
small percentage of respondents was below 35 years i.e.
9.1%. Most of them were married i.e. 95.5%. Only seven
respondents were single and 10 were divorced or widowed.
64.4% of respondents had secondary education (PMR or
SPM) only. 19.2% had certification or diploma. Small
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Variables

Mean

SD

Ethical
Leadership

Inspirational motivation

4.08

.61

.294**

Appropriate role model

3.98

.56

.225**

Fostering acceptance of
group goals
High performance
expectations
Intellectual stimulation

4.27

.53

.354**

4.02

.53

.045

4.05

.48

.216**

Individual consideration

4.01

.47

.180**

Contingent reward

4.05

.59

.236**

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

Table 1 displays the
variables Mean, standard
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Deviation and Correlation. Mean value of inspirational
motivation was 4.08. Mean value indicates that respondents of
the organisation were inspirationally motivated. Similarly, the
mean values of other constructs of transformation leadership
were high that shows the positive trend of respondents towards
appropriate role model; fostering acceptance of group goals;
high performance expectations; intellectual stimulation;
individual consideration and contingent reward.
The correlation results indicated that all constructs of the
transformational leadership except high performance
expectations had positive and significant correlation with
ethical leadership.
B. Structural Model Analysis
SEM using AMOS version 21 was applied to test the
hypotheses of this study. The result indicated that the overall
structural model of relationship between transformational
leadership style and ethical leadership have a good model fit.
The structural model analysis indicated that the normed
chi-square of structural model was 1.690 that is less than 3.
NFI, TLI and CFA of the structural model were 0.836, 0.920
and 0.925 respectively that are considered satisfactory.
RMSEA of the model was 0.043.
Table 2. The Path Analysis
Path

Individual consideration →
Perceived ethical leadership
Inspirational motivation →
Perceived ethical leadership
Intellectual stimulation →
Perceived ethical leadership
Fostering acceptance of group
goals → Perceived ethical
leadership
High performance expectations →
Perceived ethical leadership
Appropriate role model →
Perceived ethical leadership
Contingent reward → Perceived
ethical leadership

Beta

0.082
0.140*
-0.105

Result

Rejected
Supported
Rejected
Supported

0.332**
-0.177*
0.114
0.022

Contradicted
Rejected
Rejected

Table 2 shows the results of hypotheses testing. The first
construct named as individual consideration had insignificant
positive effect on perceived ethical leadership (β = 0.082),
thus hypothesis H1a is rejected. Inspirational motivation was
hypothesised to have positive significant effect on perceived
ethical leadership. Results proved this proposition with
positive and significant relationship (β = 0.140), thus
accepted the H1b. Intellectual stimulation was also expected
to have positive significant effect on perceived ethical
leadership but the results rejected the hypothesis H1c (β =
-0.105). Fostering acceptance of group goals had positive and
significant effect on perceived ethical leadership with
standardised estimate of 0.332 so H1d is accepted. Negative
but significant effect of high performance expectations was
found on perceived ethical leadership with β = -0.177, thus
contradicted with H1e. This is an interesting finding within
the police department of Malaysia as it was hypothesised that
this relationship must be positively significant. Effect of
appropriate role model and contingent reward was positive
but insignificant on perceived ethical leadership with
standardised regression weights of 0.114 and 0.022
respectively. Therefore, H1f and H1g were rejected.
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V. DISCUSSION AND CONCLUSION
Social learning theory posited that for leaders to be seen as
ethical leaders by their followers, they must be attractive and
credible role models7. Social learning theory is based on the
idea that individuals learn by paying attention to, and
emulating the attitudes, values and behaviours of, attractive
and credible models2. Most individuals look outside
themselves to other individuals for ethical guidance. Ethical
leaders are deemed as likely source of guidance because of
their attractiveness and credibility as role models and these
traits would draw attention to their model behaviour. Power
and status are two characteristics of such model that enhance
their attractiveness, thus making it more likely that followers
will pay attention to ethical leaders’ model behaviour. 9that
ethical leadership was associated to consideration behaviour,
trustworthiness, faith in the leader, interactional equality, and
mingled charismatic leadership (as measured by the idealised
influence dimension of transformational leadership). 1also
established the effect of transformational leadership on
ethical behaviour. 25found that transformational leadership
dimensions of articulate vision, individualised support,
appropriate role model, and foster acceptance of group goals
are significantly related to ethics at workplace. Therefore,
this study hypothesised that the seven dimensions of
transformational leadership to have positive influences on
perceived ethical leadership. However, this study found that
only three dimensions of transformational leadership, namely
inspirational motivation, fostering acceptance of group goals,
and high performance expectation to have effects on
perceived ethical leadership. The relationship of other four
dimensions of transformational leadership on perceived
ethical leadership could not be established.
These three dimensions of inspirational motivation,
fostering acceptance, and high performance expectation are
significantly related to the perceived ethical leadership of the
police institution by way of the clear vision set by the
Malaysian police itself. The study was conducted during the
period of the Police Integrity Plan 2010/2015 that clearly
outlined their ethical goals and proper conducts as expected
by the top police leadership. Apart from the usual crime
control and service delivery targets, the value of integrity and
ethical conducts were spelt out as key performance indicators
of the RMP 5-year Strategic Plan. It would be natural then to
assume that the police officers and staff would be inspired by
the compelling vision of integrity as articulated by their
Inspector-General of Police during the annual Police Day
celebrations.
Since the Integrity Plan emphasises the need for all police
officers and staff to be ethical, such an expectation would
bind them to own up to their organisational goal as a group,
rather than simply being ethical individually. These
transformational leaders who expect their subordinates to
perform dutifully would also be able to transform their
respective groups under their command to be a more ethical
group in carrying out their duties as required.
Being transformational and ethical leaders co-exist
together in this instance because the Police Integrity Plan
depicts an ethical leader to be one who understands the police
organisational vision, accepts it and performs his or her roles
accordingly as expected.
Similarly from the eyes of the
subordinates, they would
perceive their leaders to be
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ethical once these police leaders could lead them as a group
to perform in line with the organisational goal as per expected
and accepted by all. This contextual justification of
transformational leadership dimensions and perceived ethical
leadership of the police force were evidenced by the results of
the study.
The other explanation is the locus of reference of the
transformational leadership dimensions that were
significantly accepted. Inspirational motivation, fostering
acceptance of group goals and high performance expectation
are inherent traits of transformational leadership that could be
construed as referring to the leaders’ own mirror imagery of
leadership. They shape the ethical principles to be such a
leader. All these three factors point to the need for them to
internalising the core ethical values in forming out their
leadership styles. In contrast, the transformational leadership
dimensions of contingent reward, appropriate role model,
intellectual stimulation and individual consideration; that
were rejected; point to refer towards the followers rather than
the leaders. They would only be apparent when leaders and
followers interact.
In conclusion, this study provides evidence related to the
effect of transformational leadership on perceived ethical
leaders by the police, specifically in Malaysian context.
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