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ABSTRACT: This study examined the influence of ethical leadership on employee job attitudes in selected ministries of the 

Bangsamoro Autonomous Region in Muslim Mindanao (BARMM), specifically the Ministry of Social Services and Development 

(MSSD), the Ministry of the Interior and Local Government (MILG), and the Ministry of Basic, Higher, and Technical Education 

(MBHTE) in Lanao del Sur. Using an embedded mixed-methods design, data were collected through structured questionnaires and 

open-ended questions to assess employees’ perceptions of ethical leadership, the level of ethical leadership practices, their effects 

on job attitudes, and the challenges affecting leadership effectiveness. Findings indicated that ethical leadership across the Moral 

Person and Moral Manager dimensions was perceived at a neutral level (𝑥̄ = 3.03), with behaviors such as integrity, fairness, and 

transparency observed only occasionally, while employee job attitudes—including job satisfaction, organizational commitment, and 

work engagement—were also neutral (𝑥̄ = 2.98). A clear alignment emerged between ethical leadership practices and job attitudes, 

suggesting that ethical leadership functioned as an enabling condition for positive employee outcomes, though its impact remained 

limited due to inconsistent institutionalization. Systemic, leadership-related, socio-cultural, and workplace challenges constrained 

the implementation of ethical leadership, highlighting the need to strengthen accountability, transparency, and ethical role modeling 

to enhance employee engagement, satisfaction, and commitment in BARMM ministries.   

KEYWORDS: Ethical leadership, job attitude, public administration, BARMM, organizational commitment, work engagement, 

accountability  

    

BACKGROUND OF THE STUDY  

 In the Philippine context, ethical leadership has been reinforced through national governance reforms, particularly the adoption of 

results-based mechanisms such as the Strategic Performance Management System (SPMS), which seeks to align individual and 

organizational goals to improve public accountability and performance under the Civil Service Commission. Following the 

Mandanas–Garcia ruling, the expanded devolution of functions to Local Government Units (LGUs) and ministries in the 

Bangsamoro Autonomous Region in Muslim Mindanao (BARMM) has further highlighted the critical need for competent and 

ethical leadership to manage decentralized service delivery within culturally diverse and complex environments (Department of 

Budget and Management, 2021).  

Notwithstanding these national and regional initiatives to institutionalize leadership and performance frameworks, a 

notable gap remains in the contextual literature. Although studies in both developed and developing settings—such as Indonesia 

(Asbara et al., 2022), Jordan (Alharafsheh et al., 2023), and Uganda (Ociti & Kwizera, 2020)—have demonstrated relationships 

between leadership styles and employee job attitudes, empirical evidence from BARMM, particularly in Lanao del Sur, remains 

scarce. Moreover, existing studies seldom incorporate objective performance indicators, such as SPMSbased measures (e.g., IPCR 

and OPCR reports), to substantiate perceptions of leadership effectiveness and its impact on employee outcomes. This limitation 

constrains evidenceinformed policymaking and weakens initiatives aimed at enhancing public sector capacity in post-conflict and 

multi-ethnic governance contexts.  

BARMM’s distinct socio-political context—marked by its post-conflict transition and ongoing pursuit of self-rule—

highlights the necessity for strong leadership performance and sustained employee commitment across its ministries. The region’s 

enduring challenges, including widespread poverty, complex administrative arrangements, and pronounced inequalities in 

education, demand leadership that is both capable and firmly rooted in ethical principles. Ethical leadership is instrumental in 

motivating public servants, reinforcing accountability mechanisms, and preserving public confidence, all of which are vital to 

effective program execution and long-term regional stability.  
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This study aimed to investigate the influence of ethical leadership on employee job attitudes within selected ministries in Lanao del 

Sur, Bangsamoro Autonomous Region in Muslim Mindanao (BARMM), specifically the Ministry of Social Services and 

Development (MSSD), the Ministry of Interior and Local Government (MILG), and the Ministry of Basic, Higher and Technical 

Education (MBHTE). It assessed how leadership perceptions and practices affected civil servants’ job satisfaction, commitment, 

and motivation, while also examining actual performance outcomes through Strategic Performance Management System (SPMS) 

reports for 2023–2024. The findings were intended to inform strategies for developing ethical, engaged, and high-performing 

workforces within decentralized governance systems. Ultimately, this research supported the broader objective of strengthening 

decentralized governance and fostering resilient institutions in fragile regions by providing empirical evidence on the critical role 

of ethical leadership.  

STATEMENT OF THE PROBLEM  

Generally, this study aimed to determine the ethical leadership influence on employee job attitudes in selected ministries in Lanao 

del Sur under the Bangsamoro Autonomous Region in Muslim Mindanao (BARMM).  

Specifically, it sought to answer the following research questions:  

1. What are the perceptions of the respondents on ethical leadership?   

2. What is the level of ethical leadership practices in the selected ministries in Lanao del Sur, BARMM?   

3. How does ethical leadership influence job attitude in the selected ministries in Lanao del Sur, BARMM?   

4. What are the challenges affecting ethical leadership and positive job attitudes in the selected BARRM agencies in terms of:   

a. Government system   

b. Leadership   

c. Socio-cultural, and  

d. Workplace   

 

THEORETICAL FRAMEWORK  

The theoretical framework of this study was grounded in the core principles of ethical leadership, particularly the complementary 

dimensions of the “moral person” and the “moral manager.” This widely recognized conceptual model in ethical leadership 

scholarship served as an integrative framework for examining leadership behavior and its effects on employee attitudes within the 

Bangsamoro Autonomous Region in Muslim Mindanao (BARMM).  

To further strengthen the analytical foundation, the study incorporated four interrelated theoretical perspectives that 

collectively provided a holistic understanding of how ethical leadership shaped employee job attitudes across selected ministries in 

Lanao del Sur, BARMM. These frameworks addressed key aspects of public sector functioning, including organizational 

characteristics, employee motivation, accountability relationships, and behavior within government institutions. By synthesizing 

New Public Management Theory, Public Service Motivation Theory, Principal–Agent Theory, and Organizational Behavior in the 

Public Sector Theory, the study developed a comprehensive theoretical basis that elucidated both the processes through which ethical 

leadership influenced organizational dynamics and the resulting outcomes in public sector settings.  

New Public Management (NPM) Theory  

New Public Management (NPM) theory emerged as a paradigm shift in public administration, emphasizing performance-based 

management, accountability, and results-oriented governance practices adapted from the private sector (Farazmand, 2023). This 

theory was particularly relevant to the study as it provided a conceptual basis for understanding how ethical leadership contributed 

to improved organizational performance and more efficient service delivery within government ministries. The core tenets of NPM 

included performance measurement, decentralization of authority, an emphasis on outputs and outcomes, customer orientation, and 

the use of market-driven approaches in public service provision. NPM theory helped explain how ethical leadership practices aligned 

with formal performance management mechanisms, such as the Individual Performance Commitment and Review (IPCR), Office 

Performance Commitment and Review (OPCR), and Strategic Performance Management System (SPMS) reports, which served as 

key indicators of organizational effectiveness.  

Public Service Motivation (PSM) Theory  

Public Service Motivation (PSM) theory, originally developed by Perry and Wise and subsequently expanded by other scholars, 

provided a theoretical framework for understanding the motivational forces influencing public sector employees. This study relied 

on PSM theory to explain how ethical leadership enhanced the intrinsic motivational factors underlying public servants’ 

commitment, job satisfaction, and work engagement.  

Building on a moral perspective of public service motivation, Wang et al. (2020) emphasized that public employees were driven by 

a desire to serve the public interest, contribute to policymaking, demonstrate compassion, and engage in self-sacrifice for the benefit 

of society. This perspective was particularly useful in explaining how ethical leadership influenced employee job attitudes, as leaders 

who demonstrated moral integrity and a strong commitment to public service were able to strengthen employees’ levels of public 

service motivation. PSM theory was especially significant in the context of postconflict governance systems, where dedication to 
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public service and nation-building was essential. According to the theory, ethical leaders who embodied public service values and 

demonstrated commitment to the common good, enhanced employees’ PSM, thereby increasing job satisfaction, organizational 

commitment, and work engagement.  

  

 
Figure 1: Schematic Diagram of the Study 

 

RESEARCH DESIGN  

The study utilized a correlational research design to comprehensively examine the effect of ethical leadership on employee job 

attitudes in selected ministries in Lanao del Sur under the Bangsamoro Autonomous Region in Muslim Mindanao (BARMM). This 

research design was appropriate because it enabled the simultaneous collection and analysis of quantitative and qualitative data, 

which were subsequently integrated to provide a more holistic and nuanced understanding of the research problem (Mavodza, 2022). 

By combining these two forms of data within a single overarching framework, the depth, breadth, and credibility of the study’s 

findings were significantly strengthened.  

The quantitative phase employed structured survey questionnaires using three established instruments: the Ethical 

Leadership Scale (ELS) developed by Brown et al. (2005), Spector’s Job Satisfaction Scale (JSS), and Meyer and Allen’s 

Organizational Commitment Scale (OCS). These instruments were contextually adapted to suit the cultural, religious, and 

administrative environment of BARMM ministries, specifically the Ministry of Social Services and Development (MSSD), the 

Ministry of the Interior and Local Government (MILG), and the Ministry of Basic, Higher, and Technical Education (MBHTE).  

 Quantitative data quantified respondents' assessments of ethical leadership and job attitudes. The embedded qualitative 

element, derived from open-ended questions within the same survey, offered deeper insights into employee experiences and 

perceptions of leadership practices.  

This mixed-method design was justified by the need to quantify job attitudes and leadership perceptions and to 

contextualize these within BARMM's postconflict and multi-ethnic governance structures. This study did not aim to compare 

performance, leadership effectiveness, or job attitudes across ministries. Instead, its primary objective was to explore the presence 

and degree of ethical leadership behaviors and their relation to employees' job attitudes. The three ministries (MSSD, MILG, and 

MBHTE) were selected for their extensive clientele and service scope, not for comparative purposes. These ministries frequently 

engaged with a wide array of the population, including vulnerable groups, local government units, community leaders, students, 

educators, and school communities.   

 

PRESENTATION, ANALYSIS, AND INTERPRETATION OF FINDINGS  

This chapter presents the results of the study on the influence of ethical leadership on employee job attitudes within selected 

ministries in Lanao del Sur under the Bangsamoro Autonomous Region in Muslim Mindanao (BARMM). The data gathered from 

the respondents were systematically organized, analyzed, and interpreted in relation to the study’s research questions  
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Part 1. Perceptions of Respondents on Ethical Leadership   

Table 1. Moral Person Dimension Frequency Distribution and Weighted Mean    

Item 

No.  
Indicator  

1  2  3  4  5  

N  
Weighted 

Mean  

Verbal  

Interpretati 

on   
Strongly 

Disagree  
Disagree  Neutral  Agree  

Strongly 

Agree  

1  

My supervisor conducts 

his/her personal life 

ethically.  

28  20  24  22  26  120  2.98  Neutral   

3  

My supervisor listens to 

what employees have to 

say.  

17  21  20  33  29  120  3.30  Neutral  

5  
My supervisor makes fair 

and balanced decisions.  
24  27  28  17  24  120  2.92  Neutral  

6  My supervisor can be 

trusted.  

26  28  21  18  27  120  2.93  Neutral  

9  

My supervisor has the 

best interests of 

employees in mind.  

28  21  20  25  26  120  3.00  Neutral  

11  

My supervisor treats all 

employees equally, 

regardless of tribal or 

clan affiliations.  

31  22  24  25  18  120  2.81  Neutral  

12  

My supervisor 

demonstrates honesty 

(Sidq) in all dealings.  

22  22  27  17  32  120  3.13  Neutral  

15  

My supervisor keeps 

personal biases from 

affecting professional 

decisions.  

27  19  24  19  31  120  3.07  Neutral  

16  

My supervisor maintains 

dignity and humility in 

interactions with staff.  

23  24  21  28  24  120  3.05  Neutral  

17  

My supervisor refrains 

from gossip, slander, or 

abusive language in the 

workplace.  

35  20  24  19  22  120  2.78  Neutral  

18  

My supervisor accepts 

feedback without 

defensiveness or 

retaliation.  

18  34  24  20  24  120  2.98  Neutral  

19  

My supervisor respects 

religious and cultural 

practices in the office 

setting.  

23  20  23  31  23  120  3.09  Neutral  

20  

My supervisor is 

consistent in applying 

discipline, regardless of 

status.  

30  27  22  19  22  120  2.80  Neutral  

Total Mean:   2.99  Neutral  

Scaling: 1:00-1.79- Strongly Disagree; 1.80- 2.59- Disagree; 2.60- 3.39- Neutral; 3.40-4.19- Agree; 4.20- 5.00- Strongly Agree  

  

The analysis of the data collected from one hundred twenty (120) employees across selected ministries in Lanao del Sur reveals a 

generally neutral perception of their supervisors’ ethical character, as indicated by the overall weighted mean of 2.99. This suggests 

that while ethical traits are present among supervisors, these traits are not consistently demonstrated strongly enough to produce a 

clear positive perception among employees.  As shown, the highest weighted mean was recorded for the statement “My supervisor 

listens to what employees have to say” (WM = 3.30). This reflects a relatively strong belief among employees that their supervisors 

practice interpersonal respect and openness— qualities central to ethical leadership. Listening is a foundational behavior of moral 

leaders, as Brown et al. (2005) emphasize, because it signals fairness, care, and relational transparency. In the context of ministries 
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in Lanao del Sur, where workplaces often involve multicultural, clan-based, and faith-oriented dynamics, a supervisor who listens 

helps reduce perceptions of bias and supports the cultural emphasis on “tarbiya” (proper conduct) and respectful dialogue.  

Another strong area relates to honesty (Sidq), humility, and respect for religious practices, with items such as “My 

supervisor demonstrates honesty in all dealings” (WM = 3.13) and “My supervisor respects religious and cultural practices” (WM 

= 3.09). These findings reinforce earlier studies, such as Kaptein (2019), which argue that integrity-based behaviors create 

psychological safety and promote trust within organizations. In Marawi and Lanao del Sur, where Islamic values strongly shape 

workplace culture, the presence of Sidq and respect for faith-based practices support harmonious working relationships and affirm 

shared norms.  

Similarly, the low score on avoiding gossip or abusive language suggests challenges in maintaining professional decorum and 

emotional self-regulation among supervisors. Studies such as those by Einarsen et al. (2018) show that negative communication 

from leaders—in any form—directly impacts workplace climate and contributes to employee stress. In post-conflict settings like 

Marawi City, where communities continue rebuilding trust and restoring social cohesion, professional communication becomes 

even more important to ensure a stable and respectful work environment.   

Furthermore, items related to fairness and consistency also fall below the neutral point, such as “My supervisor is consistent 

in applying discipline” (WM = 2.80). This indicates that employees do not always perceive supervisors as equitable or predictable 

in their decision-making. In public administration literature, fairness and consistency are repeatedly cited as essential components 

of ethical leadership (Yukl, 2013), especially in bureaucratic and government environments where transparency and accountability 

are key expectations.   

Overall, the findings suggest that while supervisors in Lanao del Sur ministries display certain moral qualities—particularly 

those tied to honesty, respect, and listening—there are significant gaps in areas dealing with fairness, equality, and professional 

communication. These areas represent critical components of ethical leadership that, when lacking, can weaken employee trust and 

organizational effectiveness. The results imply that ethical leadership in the selected ministries is present but not uniformly practiced. 

This inconsistency may affect employee morale, trust, and engagement in their work. Ministries in Lanao del Sur, operating within 

a culturally diverse, highly relational, and post-conflict environment, require strong moral leadership to model stability and fairness. 

Strengthening ethical leadership practices could translate to more harmonious work relations, reduced internal conflict, and better 

service delivery to the public.  

 

Table 2. Moral Manager Dimension Frequency Distribution and Weighted Mean    

Ite m  

No.  
Indicator  

1  2  3  4  5  

N  
Weight ed  

Mean  

Verbal  

Interpreta 

tion   

Strongl y  

Disagre e  
Disagre e  Neutr al  Agre e  

Strongl y 

Agree  

2  

My supervisor 

defines success not 

just by results but 

also by the way 

they are obtained.  
21  19  25  25  30  

12 

0  
3.20  Neutral   

4  

My supervisor 

disciplines 

employees who 

violate ethical 

standards.  

30  26  18  29  17  
12 

0  
2.80  Neutral   

7  

My supervisor 

discusses business 

ethics or values 

with employees.  
23  29  27  23  18  

12 

0  
2.90  Neutral   
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8  

My supervisor sets 

an example of how 

to do things the 

right way in terms 

of ethics.  22  21  27  27  23  
12 

0  
3.10  Neutral   

10  

My supervisor 

makes sure 

employees  

follow ethical 

standards.  

24  24  33  18  21  
12 

0  
2.90  Neutral   

13  

My supervisor 

ensures resources 

are distributed  28  23  29  23  17  
12 

0  
2.80  Neutral   

 

 equitably to 

marginalized 

communities.  

        

14  

My supervisor 

upholds  

Islamic values  

(e.g.,  

transparency, 

compassion) in 

workplace policies.  

16  31  19  28  26  
12 

0  
3.10  Neutral   

21  

My supervisor 

ensures that 

procurement and 

hiring follow ethical 

guidelines.  

28  13  26  21  32  
12 

0  
3.13  Neutral   

22  

My supervisor 

initiates  

training programs 

on ethical 

governance.  

20  29  19  26  26  
12 

0  
3.08  Neutral   

23  

My supervisor 

publicly 

acknowledges 

ethical behavior 

among staff.  

19  29  22  28  22  
12 

0  
3.04  Neutral   

24  

My supervisor 

protects 

whistleblower s 

from any form of 

retaliation.  

22  22  24  30  22  
12 

0  
3.07  Neutral   
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25  

My supervisor uses 

his/her position to 

promote social 

justice within the 

ministry.  

23  21  25  26  25  
12 

0  
3.08  Neutral   

26  

My supervisor 

makes  

performance  

appraisals fair, 

clear, and criteria-

based.  

28  19  18  31  24  
12 

0  
3.03  Neutral   

27  

My supervisor 

ensures that 

decisions made are 

welldocumented 

and transparent.  

28  15  23  24  30  
12 

0  
3.11  Neutral   

      Total Mean:   3.02  Neutral   

Scaling: 1:00-1.79- Strongly Disagree; 1.80- 2.59- Disagree; 2.60- 3.39- Neutral; 3.40-4.19-  

Agree; 4.20- 5.00- Strongly Agree  

As shown in Table 2 above, the data show that supervisors are generally perceived as moderately ethical managers, with a 

total weighted mean of 3.02, which falls in the “Neutral” range. This suggests that while supervisors exhibit certain moral 

management behaviors, these are not consistently demonstrated across all areas, and employees have mixed perceptions regarding 

their supervisors’ management of ethics in the workplace.  

The pattern of weighted means indicates that supervisors in Lanao del Sur ministries demonstrate moderate ethical 

management, with clear strengths in modeling ethical behavior, transparency, and adherence to Islamic values. However, 

inconsistencies appear in enforcement, equity, and proactive ethical communication. This mixed perception may reflect broader 

challenges in the local governance and public administration context, where historical socio-political factors, clan affiliations, and 

resource constraints can influence organizational practices.  

 

Part 2. Ethical Leadership Practices in the Selected Ministries in Lanao del Sur  

Table 3.  Level of Ethical Leadership Practices Frequency Distribution and Weighted Mean    

Ite m  

No.  Indicator  

1  2  3  4  5  

N  

Weight 

ed  

Mean  

Verbal  

Interpret 

ation   
Neve r  Rarel y  Sometime 

s  

Ofte n  
Always  

1  

Leaders regularly 

communicate 

organizational values 

to all staff.  

26  18  25  28  23  120  3.03  Neutral   

2  

Leaders demonstrate 

accountability in 

public resource 

management.  

20  27  30  17  26  120  3.02  Neutral   

3  

Ethical rules and 

guidelines are clearly 

explained and 

disseminated.  

19  27  24  26  24  120  3.08  Neutral  

4  

There are clear 

sanctions for ethical 

violations in the 

ministry.  

15  27  23  30  25  120  3.19  Neutral  
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5  

Feedback mechanisms 

on ethical concerns are 

accessible and 

effective.  

30  23  21  31  15  120  2.82  Neutral  

6  

Leadership ensures that 

policy decisions are 

based on fairness and 

merit.  

23  21  21  25  30  120  3.15  Neutral  

7  

Transparency is 

practiced in decision-

making and 

communication.  

25  17  29  24  25  120  3.06  Neutral  

8  

Employees are 

consulted in key 

decision-making 

processes.  

27  32  18  21  22  120  2.83  Neutral  

9  

Diversity and inclusion 

(e.g., tribal equity, 

gender) are promoted 

in recruitment and 

hiring.  

24  22  20  25  29  120  3.11  Neutral  

10  

The ministry integrates 

Islamic and local 

values (e.g., 

“Amanah”, 

“Maratabat”) in 

governance.  

22  26  19  31  22  120  3.04  Neutral  

11  

Supervisors serve as 

ethical role models to 

their staff.  

21  24  31  22  22  120  3.00  Neutral  

12  

Ministry leadership 

upholds confidentiality 

and integrity in service 

delivery.  

17  20  31  27  25  120  3.19  Neutral  

13  

Regular ethical training 

is conducted for 

employees.  

24  22  27  16  31  120  3.07  Neutral  

14  

The ministry evaluates 

ethical risks and 

addresses them 

proactively.  

24  23  34  16  23  120  2.93  Neutral  

15  

Ethical leadership 

indicators are included 

in staff performance 

appraisal.  

27  22  23  21  27  120  2.99  Neutral  

Total Mean:   3.03  Neutral  

 

Scaling: 1:00-1.79- Strongly Disagree; 1.80- 2.59- Disagree; 2.60- 3.39- Neutral; 3.40-4.19-  

Agree; 4.20- 5.00- Strongly Agree  
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Table 3 shows the overall mean of 3.03 falls to the “Sometimes” point on the scale. This suggests that while ethical leadership is 

present in the ministries, it is not yet consistently practiced across all leadership behaviors and organizational processes. Employees 

generally perceive that leaders sometimes model, communicate, and enforce ethical standards effectively.  

These lower scores suggest that employees experience gaps in participation, proactive risk management, and accountability 

feedback systems. For example, limited consultation in decision-making may indicate that some employees feel excluded from key 

organizational choices, which can reduce their sense of ownership and commitment. According to Yukl (2013), ethical leadership 

involves engaging subordinates in decisions, promoting transparency, and creating mechanisms for feedback to ensure fairness and 

shared responsibility.  

Similarly, low scores for ethical feedback and risk evaluation point to areas where the ministry could improve its internal 

governance structures. Establishing clear and accessible channels for reporting concerns and proactively addressing ethical risks is 

crucial, particularly in contexts like Lanao del Sur and Marawi, where institutional trust may still be recovering after past conflict. 

Studies on post-conflict governance (Abinales & Amoroso, 2017) highlight that transparent and responsive leadership fosters 

confidence, reduces favoritism, and strengthens social cohesion. 

 

Part 3. Job Attitude in the Selected Ministries in Lanao del Sur   

Table 4.  Job Attitude: Satisfaction, Commitment, and Engagement Frequency Distribution and Weighted Mean  
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Scaling: 1:00-1.79- Strongly Disagree; 1.80- 2.59- Disagree; 2.60- 3.39- Neutral; 3.40-4.19-  

Agree; 4.20- 5.00- Strongly Agree  

The analysis of data collected from 120 employees in selected ministries in Lanao del Sur and Marawi City indicates that 

respondents exhibit a moderate or neutral level of job satisfaction, commitment, and engagement, as reflected by the overall 

weighted mean of 2.98. This suggests that while employees experience certain positive aspects of their work, there are areas where 

engagement, loyalty, and organizational support could be strengthened.  

These findings suggest that employees generally value their work, recognize personal contributions, and perceive fair 

grievance handling, indicating moderate satisfaction and positive recognition of leadership support. According to Locke (1976), job 

satisfaction is influenced by the alignment between employee expectations and work experiences. In the context of Lanao del Sur 

and Marawi City, moderate satisfaction may reflect the importance employees place on meaningful work and fair supervisory 

practices in a post-conflict setting, where public service stability is critical for community recovery.  

Meanwhile, areas needed for improvement have been observed in several items had lower weighted means, suggesting 

weaker perceptions of support, loyalty, and engagement:  

“The ministry provides sufficient support for professional development” (WM = 2.78)  

“I am committed to serving in the BARMM region despite challenges” (WM = 2.76)  

“I am loyal to the mission and vision of the ministry” (WM = 2.88)  

“Time flies when I am working because I am immersed in what I do” (WM = 2.88) “I feel energized at work even when facing 

difficulties” (WM = 2.91)  

These results suggest that employees may perceive limited opportunities for career growth, professional development, and 

motivation, which could negatively affect long-term retention and commitment. Research by Meyer and Allen (1991) highlights 

that organizational commitment is shaped by emotional attachment, perceived support, and belief in the organization’s mission. In 

Lanao del Sur and Marawi City, where ministries face challenges including resource limitations, security concerns, and post-conflict 

reconstruction, employees may experience moderate engagement due to contextual constraints rather than personal disinterest. The 

overall pattern shows that employees have a moderate level of satisfaction and engagement, with strengths in recognition of work 

and grievance handling, but weaknesses in professional development, loyalty, and sustained motivation. This reflects a workforce 

that is moderately committed but could benefit from enhanced support systems and organizational practices that foster greater 

engagement and connection to the mission. 

 

  

Part 4. Influence of the Level of Ethical Leadership Practices on Job Attitude in the Selected Ministries in Lanao del Sur, 

BARMM  

Table 5.  
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Influence of the Level of Ethical Leadership Practices on Job Attitude in the Selected Ministries in Lanao del Sur, 

BARMM Overall Weighted Mean   

Variable  Overall Weighted 

Mean  

Verbal Interpretation  Implication on Influence  

Ethical Leadership Practices  3.03  Neutral  Ethical leadership practices are present 

but inconsistently  

applied, indicating neither strong  

reinforcement nor clear absence of  

ethical leadership across ministries.  

Job Attitude 

(Satisfaction,  

2.98  

  

Neutral  

  

Employees exhibit moderate levels of 

job satisfaction,  

Commitment, Engagement)    

  

 organizational  

commitment, and  

work engagement,  

suggesting cautious or ambivalent  

attitudes toward their work and  

organization.  

  

  

Overall Influence  —  Neutral Influence  The neutral level of ethical leadership  

corresponds with a neutral level of job  

attitude, indicating that ethical  

leadership practices  

have not yet reached  

a level strong enough to significantly  

enhance employee satisfaction,  

commitment, and engagement.  

  

The results indicate that the neutral level of ethical leadership practices (𝑥̄ = 3.03) aligns with the neutral job attitude of employees 

(𝑥̄ = 2.98) across the selected BARMM ministries in Lanao del Sur. This pattern suggests that while ethical leadership mechanisms 

exist, they are not sufficiently institutionalized or consistently practiced to generate strong positive job attitudes among employees. 

Consequently, ethical leadership appears to exert a moderate or neutral influence on employees’ satisfaction, commitment, and 

engagement. Strengthening ethical leadership behaviors and practices may therefore be necessary to foster more favorable job 

attitudes and improve overall organizational performance.  

Furthermore, the neutral alignment between ethical leadership and job attitude implies that employees may recognize the existence 

of ethical frameworks, policies, and values, yet remain uncertain about their consistent application in daily managerial practices. As 

a result, ethical leadership does not translate into strong emotional attachment, heightened enthusiasm, or deep organizational 

commitment among employees. Instead, employees exhibit cautious or ambivalent attitudes toward their work and leadership.  

Overall, the findings imply a directional relationship in which ethical leadership practices and job attitudes move in tandem: 

stronger and more visible ethical leadership practices are likely to correspond with more positive job attitudes, while moderate or 

weak ethical leadership is associated with neutral employee responses. This observed pattern underscores the importance of 

strengthening ethical leadership behaviors—such as accountability, transparency, and ethical role modeling—to foster higher levels 

of job satisfaction, commitment, and engagement within BARMM ministries.  

 

Part 5. Challenges Affecting Ethical Leadership and Positive Job Attitudes in the selected Ministries in Lanao del Sur, 

BARMM  

A. Government System Challenges  Weighted  

Mean  

Std. 

Deviation  

Qualitative 

Description   

Rank   

Confusion between the roles of BARMM ministries and the local 

governments.  

4.263  0.685  Extremelycc 

hallenging   

1  

Slow and complicated processes for getting approvals and funds.  3.789  0.843  Very 

Challenging  

3  

Our office lacks enough money and resources to do our jobs well.  3.842  1.027  Very 

Challenging  

2  

Constant changes in rules and leadership as BARMM is being set 

up.  

3.079  1.282  Moderately 

Challenging   

4  
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The findings revealed a mixed level of challenges experienced by respondents in navigating the government system under BARMM 

governance. The challenge with the highest weighted mean is “Confusion between the roles of BARMM ministries and the local 

governments” (WM = 4.263, SD = 0.685), which falls under the category of Extremely Challenging. This indicates a widespread 

perception that structural and functional overlaps between ministries and Local Government Units (LGUs) cause operational 

inefficiencies, unclear lines of authority, and delays in service delivery. Literature on governance transitions supports this, noting 

that newly formed political systems often experience “institutional ambiguity,” which can hinder coordination and reduce 

administrative effectiveness (Rodriguez & Brillantes, 2020). The high consistency of responses, reflected in the relatively low 

standard deviation, further suggests a common experience across respondents.  

The second-highest challenge is “Our office lacks enough money and resources to do our jobs well” (WM = 3.842, SD = 

1.027), classified as Very Challenging. This highlights that resource constraints significantly impact the capacity of institutions to 

function effectively. Studies on decentralization in developing regions point out that financial and logistical limitations can weaken 

LGU performance, particularly during transition periods when funding mechanisms and budget flows are still stabilizing (Ponce & 

Escobar, 2019). The high standard deviation indicates that while many respondents experience significant resource shortages, the 

extent of the problem varies across offices.  

In the unique socio-political landscape of Lanao del Sur and Marawi City, these findings carry important implications. The 

extremely high challenge related to unclear roles between BARMM ministries and LGUs suggests that local offices may struggle 

to identify which agency has jurisdiction over specific functions. In areas recovering from conflict and continuing rehabilitation—

such as Marawi City—such confusion may delay essential services, reconstruction efforts, and community programs.  

 

B. Leadership Challenges   

Leaders are being chosen for political reasons instead of their 

skills.  

3.079  1.282  Moderately  

Challenging  

4  

Leaders find it hard to turn good values (like trust and honesty) 

into actual performance goals.  

3.579  1.030  Very 

challenging  

2  

Good, skilled employees are leaving their jobs.  4.105  0.863  Very 

challenging  

1  

Leaders are inconsistent in applying rules to everyone.  3.474  1.224  Very 

challenging  

3  

  

The survey results revealed several leadership-related challenges within respondents’ institutions, reflecting the realities of 

governance during the BARMM transition period. Among the items measured, the most pressing challenge is “Good, skilled 

employees are leaving their jobs” with a weighted mean of 4.105 (SD = 0.863), interpreted as Very Challenging. This suggests that 

employee turnover is a significant concern, potentially driven by uncertainties during the transition from ARMM to BARMM, lack 

of career stability, or inadequate compensation and support systems. Literature on organizational behavior emphasizes that high 

employee turnover disrupts institutional memory and weakens organizational performance (Mobley, 2011). In the context of 

BARMM, where institutions are still stabilizing, the loss of talented personnel can delay service delivery, strain remaining staff, and 

impede capacity-building efforts— particularly in provinces like Lanao del Sur where skilled human resources are already limited.   

The second major concern is “Leaders find it hard to turn good values (like trust and honesty) into actual performance 

goals” (WM = 3.579, SD = 1.030), likewise classified as Very Challenging. This points to a gap between leadership values and 

actual organizational practices. Transformational leadership theory suggests that effective leaders are able to translate values into 

concrete behaviors, measurable targets, and consistent actions (Bass & Riggio, 2006). The difficulty highlighted by respondents 

may indicate that although leaders espouse good intentions, they struggle with role modeling, strategic alignment, or implementing 

systems that reinforce ethical conduct. This is particularly critical in Marawi City and Lanao del Sur, where communities often 

expect leaders to demonstrate accountability and moral leadership, especially following the Marawi siege and the ongoing efforts 

toward social healing and governance reform.   

The lowest-rated item is “Leaders are being chosen for political reasons instead of their skills” with a weighted mean of 

3.079 (SD = 1.282), categorized as Moderately Challenging. While political appointments remain an issue, the moderately 

challenging rating suggests that respondents recognize improvements in merit-based appointments or that the issue is less severe 

compared to other leadership concerns. Still, political selection—common in transitioning governance systems—may affect leader 

competence, resulting in inefficiencies or favoritism. This is a longstanding concern in Mindanao’s governance, where clan politics 

and patronage often influence leadership positions (Abinales & Amoroso, 2017). The high standard deviation, however, indicates 

varied experiences—some agencies may operate more meritocratically than others.  
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C. Socio-Cultural Challenges  Weighted  

Mean  

Std. 

Deviation  

Qualitative 

Description   

Rank   

Family and clan connections influence work decisions.  

3.947  0.868  

Very 

Challenging  

2  

The emotional impact of the Marawi siege is still felt in our 

workplace.  3.421  1.081  

Very 

Challenging  

3  

Difficulty traveling to remote areas to deliver services.  

4.316  0.525  

Extremely 

Challenging  

1  

Pressure to show quick results instead of working on long-term 

solutions.  3.368  1.025  

Moderately  

Challenging  

4  

  

The data reflects several socio-cultural factors that continue to shape the work experiences of employees within BARMM 

ministries and partner institutions. Among the indicators, “Difficulty traveling to remote areas to deliver services” emerged as the 

highest-rated and most critical challenge, with a weighted mean of 4.316 (SD = 0.525), interpreted as Extremely Challenging. This 

indicates a consistent and widespread concern among respondents. Geographical isolation, conflict-prone areas, and poor 

transportation infrastructure remain significant barriers in Lanao del Sur and the broader BARMM region. Studies on service 

delivery in conflict-affected areas highlight that physical inaccessibility directly limits program reach, slows down implementation, 

and increases operational costs (World Bank, 2017). In Lanao del Sur’s mountainous municipalities and island barangays, these 

challenges are even more pronounced, often delaying health services, social welfare interventions, and development programs.  

For a leader to be perceived as a "moral person" embodying integrity and care for all constituents, their ability to ensure 

equitable service delivery, even to the most remote populations, is crucial. When physical barriers consistently prevent service reach, 

it can subtly undermine the leader's perceived efficacy and commitment to fairness, regardless of their intrinsic moral character. The 

gap between intention (to serve all equally) and outcome (unequal service access due to logistical constraints) can weaken the 

perception of the leader as a truly moral figure, particularly for those adversely affected by inaccessibility.   

The "moral manager" is responsible for establishing and enforcing ethical norms, ensuring accountability, and effectively 

communicating values. However, if leaders cannot physically reach and regularly engage with employees and beneficiaries in remote 

areas, their capacity to perform these functions is severely constrained. This logistical challenge can erode trust in leadership, as 

employees and citizens may question the manager's ability to monitor performance, provide support, or even understand their unique 

challenges. The inability to consistently visit and oversee remote operations can lead to a breakdown in ethical climate, as 

mechanisms for accountability and support become harder to implement and sustain. This aligns with broader studies highlighting 

that inaccessibility directly limits program reach and hinders implementation.  

A related item, “The emotional impact of the Marawi siege is still felt in our workplace”, has a weighted mean of 3.421 

(SD = 1.081), also interpreted as Very Challenging. This highlights how the psychological trauma and collective memory of the 

2017 Marawi siege continue to influence the work environment. Consistent with trauma studies, communities recovering from 

conflict may experience lingering emotional stress, reduced focus, and heightened interpersonal tensions (Miller & Rasmussen, 

2010). Employees who lost their homes, relatives, or livelihoods may still be coping with the effects of displacement and recovery. 

This is particularly relevant in Marawi City, where rehabilitation efforts remain ongoing, and many families continue to face 

uncertainty. This finding also has broader theoretical implications for models of governance in post-conflict and decentralized 

settings. It suggests that purely prescriptive models of ethical leadership, which do not account for severe logistical and 

environmental constraints, may fall short in practice  

The lowest-ranked indicator is “Pressure to show quick results instead of working on long-term solutions” with a weighted 

mean of 3.368 (SD = 1.025), which falls under Moderately Challenging. Although still a concern, the lower score suggests that 

respondents do not perceive this issue to be as severe as the others. However, the pressure for immediate outcomes is consistent 

with transitional governance environments, where institutions are expected to demonstrate progress quickly to maintain public trust. 

Research on public administration in postconflict settings indicates that short-termism can hinder sustainable development, 

especially in regions requiring systemic reforms (Brinkerhoff, 2005). In Lanao del Sur and Marawi, where communities expect 

visible improvements, this pressure may affect decision-making and resource allocation.  

  

D. Workplace Challenges   Weighted  

Mean  

Std. 

Deviation  

Qualitative 

Description   

Rank   
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Employees are afraid to speak up about problems or wrongdoings.  

3.921  0.912  

Agree  3  

We feel stuck between following national government rules and 

new BARMM rules.  3.474  1.133  

Agree  4  

Hard work and good behavior are not recognized or rewarded well.  

3.947  0.804  

Agree  2  

Not enough training for leaders on how to be ethical in our specific 

context.  4.263  0.685  

Strongly  

Agree  

1  

  

Scale:  1.00-1.80- Definitely Not Challenging  1.81-2.60- Not Challenging    2.61-    

3.40- Moderately Challenging      3.41-4.20- Very Challenging    

4.21-5.00- Extremely Challenging  

  

SUMMARY OF FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS  

This chapter presents the summary of the summary of findings, conclusions, and recommendations derived from the results of the 

study on the influence of ethical leadership on employee job attitudes within selected ministries in Lanao del Sur, BARMM  

Summary of Findings  

The findings of the study indicate that, across the Moral Person and Moral Manager dimensions, employees generally perceived 

their immediate supervisors as moderately ethical, with overall weighted mean scores ranging from 2.99 to 3.02. Respondents 

reported that ethical behaviors—such as integrity, fairness, transparency, and the provision of ethical guidance—were observed only 

occasionally. This suggests that while ethical leadership is present in the selected BARMM ministries, its practice is uneven and 

lacks consistency across leadership levels. Although employees expressed a baseline level of trust in their supervisors, lingering 

concerns remained regarding fairness in decision-making, cultural bias, and transparency in managerial actions.  

A parallel pattern was evident in employees’ job attitudes. The overall weighted mean score of 2.98 indicated a neutral 

level of job satisfaction, organizational commitment, and work engagement. Employees generally found meaning and satisfaction 

in the nature of their work, yet reported lower levels of emotional attachment, organizational loyalty, and enthusiasm. This reflects 

a workforce that remains professionally committed but is constrained by perceived limitations in organizational support, leadership 

consistency, and a strong sense of belonging.  

The findings further revealed that systemic and institutional challenges were perceived as very to extremely challenging. 

These challenges are largely attributed to the ongoing organizational transition following the establishment of the BARMM, which 

has affected administrative stability and the uniform implementation of ethical leadership practices across ministries. Such 

conditions have constrained leaders’ capacity to consistently model and enforce ethical standards.  

Overall, the findings imply a directional relationship in which ethical leadership practices and job attitudes move in tandem. 

Stronger, more visible, and consistently enforced ethical leadership behaviors—particularly in accountability, transparency, and 

ethical role modeling—are likely to foster higher levels of job satisfaction, organizational commitment, and work engagement. 

Conversely, moderate or weak ethical leadership is associated with neutral employee responses, highlighting the critical role of 

ethical leadership in strengthening human resource outcomes within BARMM ministries.  

CONCLUSIONS  

Based on the findings of the study, the relationship between ethical leadership and employee job attitude in the selected ministries 

of Lanao del Sur, BARMM, demonstrated a consistent and meaningful pattern. The overall mean score for ethical leadership 

practices was rated at a neutral level (𝑥̄ = 3.03), while employee job attitude—comprising job satisfaction, organizational 

commitment, and work engagement—was likewise assessed as neutral (𝑥̄ = 2.98). This parallel assessment indicated that the 

presence and quality of ethical leadership practices were closely associated with the nature of employee job attitudes within the 

ministries.  

In light of these results, the null hypothesis (H₀) stating that ethical leadership had no significant influence on employee 

job attitude was not fully supported, as the findings revealed a discernible alignment between the level of ethical leadership practices 

and employee job attitudes. At the same time, while the influence was not strong, the observed pattern supported the alternative 

hypothesis (H₁), indicating that ethical leadership had an influence on job attitude, albeit at a moderate level under the prevailing 

organizational conditions.  
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Overall, the findings suggested a directional relationship in which ethical leadership practices and job attitudes moved in 

tandem: stronger, more visible, and consistently practiced ethical leadership behaviors were likely to correspond with more positive 

employee job attitudes. Consequently, strengthening ethical leadership practices—particularly in the areas of accountability, 

transparency, ethical role modeling, and consistent enforcement of ethical standards—was deemed necessary to foster higher levels 

of job satisfaction, organizational commitment, and work engagement among employees in BARMM ministries.  

Recommendations  

Based on the findings of the study, the following recommendations are proposed to strengthen ethical leadership practices and 

improve employee job attitudes in the selected ministries of Lanao del Sur, Bangsamoro Autonomous Region in Muslim Mindanao 

(BARMM). These recommendations address leadership behaviors, institutional systems, and contextual realities identified in the 

study.  

First, it is recommended that BARMM ministries strengthen and institutionalize ethical leadership development programs 

for senior leaders, middle managers, and frontline supervisors. This recommendation is grounded in the finding that ethical 

leadership behaviors—such as integrity, fairness, transparency, and ethical guidance—were observed only occasionally, indicating 

inconsistency across leadership levels. To address this gap, ministries should implement regular, competency-based leadership 

training focused on ethical decision-making, accountability, transparency, and role modeling. These programs may be delivered 

through the BARMM Human Resource Development units in collaboration with the Civil Service Commission (CSC), academic 

institutions, and training providers, and should include mentoring, case-based learning, and valuesoriented leadership workshops 

tailored to the BARMM context.  

Second, it is recommended that ethical leadership practices be embedded more explicitly into performance management 

and accountability systems, particularly within the Strategic Performance Management System (SPMS), IPCR, and OPCR. The 

study found that while ethical frameworks existed, they were not consistently reinforced through institutional mechanisms. 

Integrating clear ethical leadership indicators into performance appraisal tools will ensure that ethical conduct is not treated as an 

abstract value but as a measurable leadership responsibility. This can be implemented by revising appraisal forms to include 

indicators on fairness, transparency, ethical communication, and accountability, and by linking ethical leadership performance to 

rewards, promotions, and developmental interventions.  

Third, ministries are encouraged to enhance transparency, communication, and employee participation in decision-making 

processes. Findings showed that employees remained cautious and ambivalent due to perceived gaps in transparency, fairness, and 

consultation. To address this, leaders should institutionalize regular communication platforms—such as staff forums, consultative 

meetings, and feedback mechanisms—where policies, decisions, and ethical standards are clearly explained and discussed. 

Establishing accessible grievance and whistleblowing mechanisms, with assurances of confidentiality and protection, will further 

strengthen trust and reinforce ethical norms in daily operations.  

Fourth, it is recommended that BARMM ministries adopt culturally responsive ethical leadership approaches that recognize 

the socio-cultural realities of Lanao del Sur. The study highlighted the strong influence of local customs,  

Islamic values, post-conflict conditions, and geographic constraints on leadership and workplace dynamics. Ethical leadership 

programs and policies should therefore integrate culturally grounded values such as Amanah (trust), Maratabat (dignity), justice, 

and respect for diversity. This can be operationalized through localized ethical guidelines, culturally sensitive training modules, and 

leadership practices that respect tribal, religious, and community norms while upholding national governance standards.  

Fifth, it is recommended that ministries strengthen organizational support systems to enhance employee job attitudes, 

particularly in terms of commitment, engagement, and sense of belonging. The findings indicated that employees were generally 

satisfied with the nature of their work but exhibited weaker emotional attachment and organizational loyalty. Ministries can address 

this by expanding professional development opportunities, recognition programs, and well-being initiatives that acknowledge 

employee contributions and reinforce their role in BARMM’s peacebuilding and development agenda. Such initiatives will help 

translate ethical leadership into tangible positive employee experiences.  

Finally, it is recommended that BARMM leadership and oversight bodies continuously monitor and evaluate ethical 

leadership implementation across ministries, especially during the ongoing institutional transition. Given the systemic challenges 

identified in the study, regular assessment of ethical leadership practices will help ensure consistency and sustainability. This may 

be achieved through periodic ethics audits, employee perception surveys, and leadership performance reviews, with results used to 

inform policy refinement and targeted interventions.  

In sum, these recommendations emphasize that ethical leadership must move beyond policy statements and exist as a lived 

organizational practice. By strengthening leadership capacity, embedding ethics into performance systems, enhancing transparency, 

respecting socio-cultural contexts, and reinforcing organizational support, BARMM ministries can foster more positive job attitudes 

and build a more committed, engaged, and ethical public service workforce.  
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