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Abstract 
 

Ethical leadership in sport has been investigated from various perspectives such as coaches’, volunteers’, sport administrators’ and sport fans’ 
perspectives. During the last decades, it has begun to claim much of the scientific attention, due to the existence of scandals in sports that receive 
a lot of publicity from the mass media. The aim of this study was to investigate the perspective of artistic gymnastics coaches on ethical 
leadership. Coaches' job satisfaction and its relationship to ethical leadership was also explored. The sample consisted of 34 Greek artistic 
gymnastics coaches who coached in sport clubs of Thessaloniki, Greece. The self-reported questionnaire of ethical leadership (QueL) was used 
to assess coaches’ ethical leadership. It consists of 27 items distributed to two factors: “telos” which represents the ethical goal of a leader's 
behavior (16 items) and “ethos” which reflects the ethical principles underlying the leader's personal attitudes and characteristics (11 items). The 
answers were given in a 6 points Likert scale format (1=It does not characterize at all to 6=It totally characterizes me). The short form of 
Minnesota Satisfaction Questionnaire (MSQ) was used to assess Coaches’ job satisfaction, that consists of 20 items, 12 of which belong to 
“intrinsic job satisfaction” (feelings regarding the inherent characteristics of the job) and eight of them belong to “extrinsic job satisfaction” 
(feelings about aspects external to the actual work). The answers were given in a 5 points Likert scale format (1=totally disagree to 5=totally 
agree. The questionnaires showed satisfactory internal consistency with values over .70 (Cronbach, 1951). Results showed that "telos" and 
"ethos" were highly correlated with "extrinsic job satisfaction".  A low, but significant correlation was noticed between “telos” and coaches’ age. 
The findings of the study are discussed in a “closed circuit” approach of sport clubs, that include all stakeholders and have the possibility to 
create and cultivate ethical behaviors. This study’s significance lies in the fact that ethical leadership forms the cornerstone for ensuring a 
sustainable and healthy sport organization, such as an artistic gymnastics club, which in turn contributes to sports’ moral influence upon 
individuals and society. Proposals for future research are also given. 
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INTRODUCTION 

 
Leadership has been studied for decades in various and diverse 
environments such as politics (Peele, 2005), education (Crisol 
Moya et al., 2020), the workplace (Decuypere & Schaufeli, 
2020), industries (Fatas-Villafranca, 2009) and sports (Sagas & 
Wigley, 2014; Riemer & Chelladurai, 1995). According to 
Northouse (2018), leadership is the process where an 
individual (leader) influences the behavior of a group of 
people, so that a common target is fulfilled. Various theories 
about leadership have been developed within the field of 
organizational behavior and psychology which can be 
categorized to the following: a) trait theories (they deal with 
the characteristics of leaders’ personality), b) behavioral 
theories (they deal with the behavior that leaders present), c) 
contingency theories (they deal with leaders’ ability to adapt in 
new situations and remain effective) and d) contemporary 
theories. Leadership’s importance is decisive for the 
achievement of goals (Saputa, 2021). Goal setting on the other 
hand, is a fundamental aspect of sports and coaches are the 
ones who lead athletes to achieve goals. A lot of research has 
been conducted on sport coaches’leadership styles (González-
García, Martinent, & Nicolas, 2022; Kim & Cruz, 2016)  and 
how they influence important variables such as team / athletes’ 
satisfaction, athletes’ motivation, team performance, goal 
attainment and team cohesion. During the last decades, the 
ethical dimensions of sport leadership have begun to claim 
much of the scientific attention, and this may be due to the 
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existence of scandals in sports that receive a lot of publicity 
from the mass media (Cleret, McNamee & Page, 2015). In 
most of the relevant studies, coach leadership styles and 
behaviors are investigated through their athletes’ perceptions 
and opinions. In this study, the coaches’ ethical leadership will 
be investigated through their own perceptions. 
 
Ethical leadership- Traits and behaviors 
 
As Mendonca argues (2001), ethical leadership forms the 
cornerstone for ensuring a sustainable and healthy 
organization. It belongs to the contemporary theories, together 
with transactional and transformational leadership. According 
to Brown and his colleagues (2015), ethical leadership is about 
“demonstrating normatively appropriate behavior through 
personal actions and interpersonal relationships and promoting 
this behavior to followers through two-way communication, 
reinforcement, and decision making". One of the basic 
components of ethical leadership is integrity (Kolthoff et al., 
2010; Brown & Treviño, 2006). A leader's integrity is reflected 
in the consistency between his/her beliefs and his/her actions, 
in the display of exemplary behavior that is a model for the 
subordinates, in respecting the laws, moral principles and 
commonly accepted values. Sarros and his colleagues (2006) 
add the characteristics of “wisdom”, “compassion” “humility”, 
“humor””, and “courage” at the list with the ethical leader’s 
traits. Hendrix and his colleagues (2004) talk about “moral 
excellence” involving in ethical leadership while Peterson and 
Seligman (2004) argue that “moral excellence” can be 
developed. All the above examples of behavior make the 
leader trustworthy and able to motivate other people to behave 
in an ethically correct way by the leader’s own paradigm. Main 



concern of ethical leadership is the values and socially 
accepted norms that a leader follows during the decision-
making process. Therefore, an ethical leader makes decisions 
based on ethical values and is characterized by reliability and 
justice(Brown & Treviño, 2006) as well as prudence and 
courage (Stouten, Van Dijike & De Kremer, 2012), facts that 
make him/her a strong influencer upon the followers’ 
behaviors. 
 
Ethical leadership – dimensions 
 
Trevino, Hartman and Brown (2000) argue that ethical 
leadership consists of two distinct dimensions, the moral 
person and the moral manager and that the ethical leader is the 
person who scores high in both dimensions. The moral person 
dimension (or else ethical facet) is about all the personal 
characteristics of the leader (such as honesty, sincerity, 
integrity) and all the behaviors which show concern for other 
people (decision making based on values, being fair, etc). 
Instead, the moral manager is about the leader’s effort to 
influence the followers’ ethical behaviors (by communicating 
ethical values, functioning as role model, creating a fair 
organizational system). At the same vein, Mitropoulou and her 
colleagues (2020), developed a new theoretical framework 
which consists of 27 ethical leadership dimensions. These 
dimensions are categorized into two factors, “telos” and 
“ethos.” Both words come from ancient Greek. “Telos” 
represents the ethical objective, intent or ultimate aim of a 
leader’s behavior) and “ethos” represents the moral 
groundwork and values that form the leader's individual 
attitudes and traits. In terms of sports, Minlanovic and her 
colleagues (2021) argue that ethics is all the unwritten rules 
that people who are involved in sports follow in order to 
maintain fair relations in all sport aspects. They go on by 
highlighting that ethical environment in sports increases 
sports’ moral influence and refines moral climate among 
young people. Ethical behavior can be defined as a low 
frequency of unfair play or involvement in undesirable social 
behaviors (Chow, Murray, & Feltz, 2009). It is exercised from 
sport administrators, sport coaches, sport athletes and sport 
governing bodies. 
 
Job satisfaction 
 
Coaches’ job satisfaction will be also explored to add 
knowledge to how artistic gymnastics coaches feel about their 
job. It is a concept very much studied, because of its well-
established relationship with important psychological and 
organizational issues such as burnout, absenteeism, turnover, 
organizational commitment, life satisfaction and motivation 
(Theodosiou et al., 2020). Job satisfaction consists of multiple 
dimensions, encompassing factors like salary, colleagues, 
career progression, working conditions, social recognition, 
supervision, job nature, autonomy, and security. Weiss and his 
colleagues (1977) argued that job satisfaction dimensions can 
be categorized in two factors: intrinsic job satisfaction (which 
includes all integral qualities related to a job) and extrinsic job 
satisfaction (which includes all peripheral characteristics of a 
job). Many researchers up to now, seem to agree with this 
categorization (Bhagwandeen, 2021; Lakatamitou, 2020; 
Hirschfield, 2000). 
 

Research on Ethical Leadership in Sport 
 

Ethical leadership in sport has been investigated from various 
perspectives such as coaches (Constandt et al., 2018), 
volunteers in non-profit sport organizations (Benevene, et al., 

2018), sport administrators (Burton et al., 2017) and sport fans 
(Constandt et al., 2020). Constandt et al. (2018) investigated 
how coach ethical leadership influence non-professional soccer 
players. A sample of 436 adult players completed an online 
questionnaire which consisted of the Ethical Leadership Scale 
of Brown et al. (2005), the Ethical Climate Index of Arnaud 
(2010) and the Affective Commitment Scale which measures 
affective organizational commitment. The findings suggest that 
the impact of coach ethical leadership as perceived by players 
on their affective organizational commitment is partly 
mediated by the ethical climate perceived within the club. 
Additionally, players' organizational tenure has a modest 
influence on their affective organizational commitment. 
 
In another research, Wells and Walker (2016) conducted a 
qualitative case study where they interviewed nine university 
stakeholders and analyzed public documents of a ten-year 
period, to conclude that clear communication, a component of 
ethical leadership, serves as a crucial factor for success during 
periods of organizational change in collegiate athletic 
departments. Benevene and her colleagues (2018) investigated 
the effect of ethical leadership on volunteers’ job satisfaction 
of non-profit sport organizations. The sample (198 Italian 
volunteers of different non-profit sport organizations) fulfilled 
questionnaires which included the Ethical Leadership Scale 
(Brown et al., 2005) and the Volunteer Satisfaction Index 
(Vecina et al., 2009). Some important findings were a) ethical 
leadership was able to create satisfaction to volunteers and b) 
the level of satisfaction was influenced by how volunteers 
evaluated the situation in which they were engaged. They 
finally concluded that being in an ethical environment allowed 
volunteer to take pride in their work, resulting in increased 
satisfaction. 
 
Megheirkouni (2022) explored the direct and indirect impacts 
of the psychological contract on job satisfaction, employing a 
quantitative research methodology. A total of 1022 surveys 
were administered within non-profit sports organizations. The 
findings revealed that servant leadership served as a complete 
mediator in the connection between the psychological contract 
and job satisfaction, whereas leader-member exchange (LMX) 
acted as a partial mediator in this association. Furthermore, a 
positive correlation was observed between the psychological 
contract and job satisfaction within the non-profit sports sector. 
 
In another study, Gorsira and her colleagues (2018) 
investigated the potential correlation between the ethical 
atmosphere within organizations and instances of corruption, 
exploring whether such a relationship influences corruption by 
way of individual motivations for engaging in corrupt 
behavior. Analysis of Data gathered by 523 individuals from 
public and private sector showed, among other things, that 
employees who believe their workplace prioritizes self-interest 
over ethical values are more likely to engage in corrupt 
activities. Most studies on ethical leadership focus on the 
opinions of subordinates or employees (Mitropoulou et al., 
2020). However, this study aims to investigate ethical 
leadership of artistic gymnastics coaches from their own 
perspective. As Fleenor and his colleagues argue (2010), 
assessment of leadership based solely on followers' ratings 
may be insufficient, as it fails to encompass critical dimensions 
of leadership (such as networking, negotiation strategies, 
planning and organizing) that may not be fully comprehended 
or appreciated by followers. The study will also explore the 
coaches' job satisfaction and its relationship to ethical 
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leadership. It is hypothesized that ethical leadership of artistic 
gymnastics coaches relates to their job satisfaction and more 
specifically to the extrinsic factor of job satisfaction. The 
study’s significance relies on the fact that ethical leadership 
will be explored from leaders’ point of view. 
 
MATERIALS AND METHODS 
 
Participants 
 
Thirty-four artistic gymnastics coaches (N =34, 13: male, 21: 
female) with a mean age of 41,29 (SD: 14,13) participated in 
the study. Most of them (26) were coaching female gymnasts, 
four of them male gymnasts and three of them both female and 
male gymnasts. 
 
Data collection 
 
Data were collected a) through anonymous paper-pencil 
questionnaires administrated by the author at the end of 
coaching sessions and b) through google forms to coaches who 
did not have the time to answer the first way. All participants 
were ensured that their answers will be confidential and that 
they will be used only for the purpose of the present study. 
Even though the size of the sample is small, yet it is 
representative of the whole population of artistic gymnastics 
coaches who coach in the 20 sport clubs of Thessaloniki, North 
Greece. 
 
Measures 
 
Ethical leadership: The self-reported Questionnaire of ethical 
Leadership (QueL) of Mitropoulou and her colleagues (2019) 
was used to assess coaches’ ethical leadership. Coaches were 
asked to evaluate themselves in terms of ethical leadership. 
The scale consists of 27 items distributed to two factors: 
“telos” (16 items) and “ethos” (11 items) and it has been used 
successfully in five studies in Greek environment, giving 
evidence of adequate validity and reliability (Mitripoulou, et 
al., 2020).  "Telos" represents the ethical goal, purpose, or end 
of a leader's behavior, while "ethos" reflects the ethical 
foundations and principles underlying the leader's personal 
attitudes and characteristics. Each item represents a dimension 
of ethical leadership. “Telos” dimension includes the following 
items: “ethical culture”, “ethical guidance”, “ethical insight”, 
“application of green policies”, “ethical evaluation”, 
“forwarding ethical training”, “ethical encouragement”, 
“development of ethical vision”,  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

“ethical vision of stakeholders”, “ethical determination”, 
“clarification of ethical roles”, “ethical vision”, “ethical 
possibility”, “ethical strategy", “ethical vigilance” and “ethical 
self-control”. “Ethos” dimension includes the following items:  
“honesty”, “integrity”, “sincerity”, “reward of ethical 
behavior”, “altruism”, “humility”, “role-modelling ethical 
behavior”, “collaboration”, “ethical responsibility”, trust and 
“power distribution”.The answers are given in a 6 points Likert 
scale format from 1=It does not characterize me at all to 6=It 
characterizes me very much. 
 
Job satisfaction: The short form of Minnesota Satisfaction 
Questionnaire (MSQ) (Weiss, et al., 1977) was used to assess 
Coaches’ job satisfaction. This instrument was chosen due to 
its capability to assess two distinct factors: a) intrinsic and b) 
extrinsic job satisfaction (Hirschfield, 2000). Intrinsic job 
satisfaction pertains to individuals' feelings regarding the 
inherent characteristics of their job tasks, while extrinsic job 
satisfaction involves their feelings about aspects external to the 
actual work (Spector, 1997). The MSQ consists of 20 items - 
statements, 12 of which belong to the intrinsic factor (e.g., “I 
am satisfied by the feeling of accomplishment I get from my 
job”) and 8 belong to the extrinsic factor (e.g., “I am satisfied 
by the working conditions”). The answers are given in a 5 
points Likert scale format from 1=I totally disagree to 5=I 
totally agree. This questionnaire has been also used in Greek 
language showing acceptable validity and reliability 
(Lakatamitou et al., 2020). 
 
Statistical analysis 
 
Cronbach’s alpha coefficient was used to assess the internal 
consistency of the instruments and mean scores were 
calculated for every subscale of the two questionnaires. Thus, 
four latent were created: “telos”, “ethos”, ‘intrinsic job 
satisfaction’ and ‘extrinsic job satisfaction”. Pearson’s r index 
was used to explore the correlations between the variables that 
were created. 
 

RESULTS 
 
The questionnaires’ subscales showed satisfactory internal 
consistency with values over .70 (Cronbach, 1951). The study 
found significant correlations between certain variables. 
"Telos" and "ethos" were highly correlated with "extrinsic job 
satisfaction". "Intrinsic job satisfaction" did not show any 
correlation with other variables. However, a low but significant 
correlation was observed between "telos" and the age of the 
participants, as shown in Table 1. 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 1. Mean scores, standard deviations, Pearson’s r values, and Cronbach’s alpha in the diagonal 
 

Variable M ± SD 1 2 3 4 5 

1. Telos 5.13 ± .49 .88     
2. Ethos 5.45 ± .39 .72** .79    
3. Intrinsic JS 4.10 ± .54 .35 .27 .80   
4. Extrinsic JS 5.33 ± .44 .85** .84** .24 .89  
5. Age 41,29±14,13 .41* .32 .13 .26 - 

 
Variable M ± SD 1 2 3 4 5 

1. Telos 5.13 ± .49 .88     
2. Ethos 5.45 ± .39 .72** .79    
3. Intrinsic JS 4.10 ± .54 .35 .27 .80   
4. Extrinsic JS 5.33 ± .44 .85** .84** .24 .89  
5.  Age 41,29±14,13 .41* .32 .13 .26 - 
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DISCUSSION 
 
This study explored artistic gymnastics coaches’ ethical 
leadership and its relation to their job satisfaction. The sample 
comprised of 34 coaches who represented the 20 artistic 
gymnastics sport clubs of the second biggest city of Greece, 
Thessaloniki. Coaches were asked to evaluate themselves 
about the ethical leadership style they exercise in coaching 
context. As shown from the results, coaches characterized 
themselves as ethical leaders scoring high in both “telos” and 
“ethos”. Regarding job satisfaction, they were satisfied with 
both “intrinsic job satisfaction” and “extrinsic job satisfaction”. 
 
Telos 
 
In the realm of leadership, the concept of "telos" encapsulates 
the overarching ethical goal or purpose driving a leader's 
actions and decisions. It signifies the aim that guides the 
leader's behavior towards achieving a desired outcome or 
vision (Mitropoulou, 2019).” Telos” is very similar to what 
Trevino and her colleagues (2000) define as “moral manager”. 
It is a concept that revolves around a leader's endeavors to 
shape the ethical conduct of their followers, by instilling 
ethical values through communication, and establishing 
equitable organizational frameworks. In regard to this study, 
“ethical vigilance” was the highest scored item of “telos” 
among coaches. That means that coaches of this study believe 
they transmit ethical values, and they want their athletes to 
commit to them (such as treating in a fair manner and telling 
the truth). They support discussions and clarifications about 
their athletes’ ethical commitments and obligations, aiming to 
absolute transparency (“clarification of ethical roles”) and they 
make tough decisions decisively without hesitation when faced 
with ethical dilemmas (“ethical determination”). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Moreover, they support their athletes’ personal development 
by caring and offering equal opportunities to everyone 
(“ethical encouragement”), they inspire their athletes to a 
common vision which is identified by the common good 
(“ethical vision”), they create and maintain a coaching culture 
which emphasizes moral values and beliefs (“ethical culture”) 
and they implement a pure, ethical strategy for handling 
coaching issues (“ethical strategy”). 
 
Ethos 
 
"Ethos," on the other hand, delves into the fundamental moral 
principles and values that underpin a leader's individual 
character and beliefs. It aligns with the concept of “moral 
person” as defined by Trevino, Hartman and Brown (2000), 
since it encompasses the ethical framework upon which the 
leader's attitudes, traits, and behaviors are constructed. 
According to the results, coaches of this study achieved, 
among “ethos” items, the highest score in “collaboration”. In 
other words, they strongly believe that they advocate for 
collaboration and teamwork among athletes, striving for 
peaceful resolution of conflicts. Among others, they 
characterize themselves as honest, trustworthy, sincere, and 
they encourage open dialogue regarding their athletes’ ethical 
standards and practices (“power distribution”). 
 
Ethical leadership factors and extrinsic satisfaction 
 
From the results of this study, it depicts that both “telos” and 
“ethos” are highly correlated to “extrinsic satisfaction”. As 
mentioned previously, “extrinsic satisfaction” refers to how 
individuals feel regarding factors external to their jobs’ 
qualities (Hirschfield, 2000; Spector, 1997). The items that 

Table 2. Mean scores and standard deviations of “telos” and “ethos” items 
 

Telos Ethos 

Item Mean SD Item Mean SD 
Ethical vigilance 5.62 ±.60 Collaboration 5.62 ±.60 
Ethical insight 5.56 ±.56 Reward of ethical behavior 5.59 ± .70 
Clarification of ethical roles 5.47 ±.66 Honesty 5.53 ± .61 
Ethical encouragement 5.44 ±.70 Altruism 5.53 ± .66 
Ethical possibility 5.26 ±.66 Sincerity 5.50 ± .66 
Ethical culture 5.26 ±.71 Ethical behavior role model 5.47 ± .56 
Ethical mission 5.24 ±.65 Integrity 5.47 ± .66 
Ethical determination 5.18 ± .90 Trust 5.47 ± .50 
Ethical guidance 5.15 ± .74 Ethical responsibility 5.47 ± .74 
Ethical strategy 5.12 ± .88 Humility 5.35 ±.73 
Development of ethical mission 5.09 ± .83 Power distribution 4.97 ± 1.00 
Ethical evaluation 5.03 ± .90    
Ethical self-control 4.97 ± .83    
Forwarding ethical training 4.97 ± 1.00    
Ethical influence 4.56 ± 1.16    
Applications of green policies 4.09 ± 1.11    

 
Table 3.  Mean scores and standard deviations of “extrinsic satisfaction” and “intrinsic satisfaction” items 

 

Intrinsic satisfaction Extrinsic satisfaction 

Item Mean SD Item Mean SD 
Activity 4.41 ± .74 Recognition 3.94 ± 1.27 
Social services 4.38 ± .73 Co-workers 3.88 ± 1.20 
Achievement 4,35 ± .69 Supervision (Human resources) 3.85 ± 1.25 
Responsibility 4.35 ± .81 Sport club’s policies and practices 3.85 ± 1.20 
Ability utilization 4,29 ± .71 Supervision (Technical) 3.71 ± 1.26 
Creativity 4.24 ± .78 Moral values 3.53 ± 1.16 
Social status 4.03 ± .1.02 Compensation 3.35 ± 1.20 
Authority 4.00 ± .82 Advancement opportunities 3.32 ± 1.31 
Variety 3.97 ± .1.11    
Moral values 3.76 ± .1.30    
Security 3.68 ± .1.38    
Autonomy 3.56 ± 1.16    
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were used to investigate “external” satisfaction explored 
feelings about a) coaches’ supervisor (how supervisors treat 
their subordinates and their ability to make decisions), b) sport 
clubs’ policies (reliability between policies and their actual 
implementation, reward system, development prospects and 
salary/quantity of work) and c) feelings about working 
environment (colleagues and working conditions). One 
explanation of this finding may be the following: coaches are 
the leaders in the coaching session, training and guiding their 
athletes. However, at the same time, they are the followers of a 
head coach who oversees coaching in the sport club, or of the 
director of the sport club, or even of the board of Greek 
gymnastics federation. No matter who the direct supervisor of 
the coach is, he/she has the “power” through administrating the 
sport, to create (or not create) an ethical environment that will 
influence coaches. He/she may as well act as role model, 
exactly just like coaches act for their athletes. In ideal 
conditions, this may create a closed circuit that will create and 
maintain ethical behaviors. As Minlanovic and her colleagues 
(2021) argue, the cultivation of an ethical environment within 
sports augments the moral influence of sports and fosters a 
heightened ethical ambiance, thereby refining ethos of 
individuals who are exposed to sports (participants, 
administrators, fans, etc).Additionally, literature has shown 
that “moral excellence” which is a fundamental quality of 
ethical leadership can be developed (Peterson & Seligman, 
2004) and this may be the issue that this correlation implies 
about coaches’ behaviors. 
 
On the contrary, if the supervisors support an ambiguous 
coaching climate, this may force coaches respond with obscure 
strategies (influence upon “telos”), even if they have ethical 
background (high score in “ethos”). This explanation is in 
accordance with the findings of Gorsira’s and her colleagues’ 
study (2018) about corruption in organizations, where they 
claim that, employees who hold the perception that their 
organizational climate prioritize self-interest overethical 
principles, are more likely to exhibit a greater susceptibility to 
engaging in unethical behavior. 
 
Age and “telos” 
 
As shown from the results, age significantly correlates with 
ethical leadership, and more specifically with the factor 
“telos”. In previous studies, the age of a follower has been 
identified as a factor that impacts ethical reasoning and ethical 
decision-making (Cagle & Baucus, 2006). As followers age 
and accumulate experience, they tend to mature, broaden their 
perspectives, and enhance their understanding of various 
contexts and situations, bringing their experiences closer to 
reality. With age comes an advancement in ethical 
development (Forte, 2004). Similarly, as coaches get older, 
they accumulate experience and deepen their comprehension 
of diverse contexts and situations, thereby aligning their 
experiences more closely with reality. Taking into account that 
a) there was a significant correlation between coaches’ age and 
“telos” and b) coaches of this study are in the beginning of the 
fifth decade of their lives, this may imply that with advancing 
age, there is a progression in ethical development among 
coaches. Nevertheless, the results found in this study lack of a 
theoretical model’s support and this can be recorded as a 
weakness of the study. They, however, imply a sophisticated 
relationship among the beliefs of coaches about their ethical 
leadership and their feelings about certain aspects of their job, 

that could lead to an inclusive model embracing all sport clubs 
stakeholders in future research. 
 
Conclusion 
 
This study explored ethical leadership of artistic gymnastics 
coaches and its relation to job satisfaction.  Coaches evaluated 
their ethical leadership with high scores in both ethical 
leadership factors, “telos” (ethical objective, intent, or ultimate 
aim of a leader’s behavior) and “ethos” (moral groundwork 
and values that form the leader's individual attitudes and 
traits). "Telos" and "ethos" were highly correlated with 
"extrinsic job satisfaction", and this may be explained by the 
fact that coaches have a double role. The first role is to act as 
leaders in coaching context leading their athletes and the 
second role is to act as followers lead by their direct 
supervisor. The direct supervisor is responsible for 
implementing policies and procedures of the sport club. 
Supervision and sport policies play an important role in 
“extrinsic satisfaction” of sport coaches. One might argue that 
athletes, coaches, and coaches’ supervisors are the key-parts of 
a closed circuit which has the potential to create and maintain 
an ethical environment, which in turn may increase sports’ 
moral influence in general. Future research with larger samples 
will shed light on ethical leadership differences in relation to 
individual attributes like coaches’ gender and level of athletes. 
It would also be interested to explore ethical leadership of 
coaches in a context that would cover all stakeholders of the 
sport unit (club and/or federation), including parents’ athletes 
and superior supervisors. That would give answers and 
interpretations about issues that involve misunderstanding in 
what ethical behavior is about. 
 
REFERENCES 
 
Arnaud, A. (2010). Conceptualizing and measuring ethical 

work climate. Development and validation of the Ethical 
Climate Index. Business & Society, 49(2), 345–358. 
doi:10.1177/0007650310362865 

Benevene, P., Dal Corso, L., De Carlo, A., Falco, A. Carluccio, 
F. & Vecina, M.L. (2018). Ethical Leadership as 
Antecedent of Job Satisfaction, Affective Organizational 
Commitment and Intention to Stay among Volunteers of 
Non-Profit organizations. Frontiers in Psychology 

Bernstein, D. A., & Nash, P. W. (2008). Essentials of 
psychology. Houghton Mifflin Company. 

Bhagwandeen, T. P. (2021). Relationship between Intrinsic 
Job Satisfaction, Extrinsic Job Satisfaction, and Employee 
Turnover Intentions (Doctoral dissertation, Walden 
University). 

Brown, M. E., & Treviño, L. K. (2006). Ethical leadership: A 
review and future directions. The Leadership 
Quarterly, 17(6), 595–616. 

Brown, M.E., Trevino, L.K., & Harrison, D.A. (2005). Ethical 
˜ leadership: A social learning perspective for construct 
development and testing. Organizational Behavior and 
Human Decision Processes, 97(2), 117–134. doi:10. 
1016/j.obhdp.2005.03.002 

Burton, L. J., Peachey, J. W., & Wells, J. E. (2017). The role 
of servant leadership in developing an ethical climate in 
sport organizations. Journal of Sport Management, 31(3), 
229-240. 

Cagle, J.A. and Baucus, M.S. (2006). “Case studies of ethics 
scandals: effects on ethical perceptions of finance 

6994                                     International Journal of Science Academic Research, Vol. 05, Issue 02, pp.6990-6996, February, 2024 



students”, Journal of Business Ethics, Vol. 64 No. 3, pp. 
213-229. 

Chow, G.M., Murray, K.E., & Feltz, D. (2009). Individual, 
team, and coach predictors of players’ likelihood to aggress 
in youth soccer. Journal of Sport & Exercise Psychology, 
31(4), 425–443. PubMed doi:10.1123/jsep.31.4.425 

Cleret, L., McNamee, M., & Page, S. (2015). ‘Sports 
integrity’needs sports ethics (and sports philosophers and 
sports ethicists too). Sport, ethics and philosophy, 9(1), 1-5. 

Constandt, B., Parent, M. M., & Willem, A. (2020). Does it 
really matter? A study on soccer fans’ perceptions of 
ethical leadership and their role as “stakeowners”. Sport 
Management Review, 23(3), 374-386. 

Constandt, B., De Waegeneer, E., & Willem, A. (2018). Coach 
Ethical Leadership in Soccer Clubs: An Analysis of Its 
Influence on Ethical Behavior. Journal of Sport 
Management, 32(3), 185-198. Retrieved Feb 1, 2024, from 
https://doi.org/10.1123/jsm.2017-0182 

Crisol Moya, E.; Molonia, T.; Caurcel Cara, M.J. Inclusive 
Leadership and Education Quality: Adaptation and 
Validation of the Questionnaire “Inclusive Leadership in 
Schools” (LEI-Q) to the Italian Context. Sustainability  
2020, 12, 5375. https://doi.org/10.3390/su12135375 

Cronbach, L. (1951). Coefficient alpha and the internal 
structure of test. Psychometrika, 16, 297-334. 

Decuypere, A., & Schaufeli, W. (2020). Leadership and work 
engagement: Exploring explanatory mechanisms. German 
Journal of Human Resource Management, 34(1), 69-95. 
https://doi.org/10.1177/2397002219892197 

Den Hartog, D. N., & De Hoogh, A. H. B. (2009). 
Empowering behaviour and leader fairness and integrity: 
Studying perceptions of ethical leader behaviour from a 
levels-of-analysis perspective. European Journal of Work 
and Organizational Psychology, 18(2), 199–230. 

Fatas-Villafranca, F., Jarne, G., Sanchez-Choliz, J. (2009). 
Industrial leadership in science-based industries: A co-
evolution model. Journal of Economic Behavior & 
Organization, 72 (1), 390-407. 

Finegan, J. E. (2000). The impact of person and organizational 
values on organizational commitment. Journal of 
occupational and Organizational Psychology, 73(2), 149-
169. 

Fleenor, J. W., Smither, J. W., Atwater, L. E., Braddy, P. W., 
& Sturm, R. E. (2010). Self–other rating agreement in 
leadership: A review. The leadership quarterly, 21(6), 
1005-1034. 

Forte, A. (2004), “Business ethics: a study of the moral 
reasoning of selected business managers and the influence 
of organizational ethical climate”, Journal of Business 
Ethics, Vol. 51 No. 2, pp. 167-173. 

González-García, H., Martinent, G., & Nicolas, M. (2022). 
Relationships between coach's leadership, group cohesion, 
affective states, sport satisfaction and goal attainment in 
competitive settings. International journal of sports science 
& coaching, 17(2), 244-253. 

Gorsira, M., Steg. L., Denkers, A. &Huisman W. (2018). 
Corruption in Organizations: Ethical Climate and 
Individual Motives. Administrative Sciences. 8(1):4. 
https://doi.org/10.3390/admsci8010004 

Hendrix, W. H., Barlow, C. B., & Luedtke, C. J. (2004). 
Multimethod approach for measuring changes in 
character. Journal of Research in Character 
Education, 2(1), 59–80. 

Hirschfield, R.R . (2000). Validity studies: Does revising the 
intrinsic and extrinsic subscales of the Minnesota 

Satisfaction Questionnaire Short Form make a difference? 
Educational Psychological Measurement, Vol.60, pp.255-
270. 

Kim, H. D., & Cruz, A. B. (2016). The influence of coaches’ 
leadership styles on athletes’ satisfaction and team 
cohesion: A meta-analytic approach. International Journal 
of Sports Science & Coaching, 11(6), 900-909. 

Kolthoff, E., Erakovich, R., & Lasthuizen, K. (2010). 
Comparative analysis of ethical leadership and ethical 
culture in local government: The USA, The Netherlands, 
Montenegro and Serbia. International Journal of Public 
Sector Management, 23(7), 596–612. 

Lakatamitou, I., Lambrinou, E., Kyriakou, M., Paikousis, L., & 
Middleton, N. (2020). The Greek versions of the Team 
STEPPS teamwork perceptions questionnaire and 
Minnesota satisfaction questionnaire “short form”. BMC 
Health Services Research, 20, 1-10. 

Megheirkouni, M. (2022). Psychological contract, leadership, 
and job satisfaction: an empirical investigation into the 
non-profit sports sector. Annals of Leisure Research, 25(2), 
203-226. 

Mendonca, M. (2001). Preparing for ethical leadership in 
organizations. Canadian Journal of Administrative 
Sciences, 18(4), 266–276. doi:10.1111/j.1936-4490. 2001. 
tb00262.x 

Milanovic, L., Randelovic, N., Zivkovic, D., & Savic, Z. 
(2021). Ethics and Sports, Ethics in Sports, Sports Ethics: 
Aspects of Consideration of Different Authors. Physical 
Education and Sport through the Centuries, 8(2), 16-32. 

Mitropoulou, E. M., Tsaousis, I., Xanthopoulou, D., & 
Petrides, K. V. (2020). Development and psychometric 
evaluation of the Questionnaire of Ethical Leadership 
(QueL). European Journal of Psychological Assessment, 
36 (4), 635 – 645 https://econtent.hogrefe.com/doi/10. 
1027/1015-5759/a000533 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979).  
Organizational Commitment Questionnaire (OCQ)  
[Database record]. APA PsycTests. https://doi.org/10.1037/ 
t08840-000 

Stouten, J., van Dijke, M., & De Cremer, D. (2012). Ethical 
leadership: An overview and future perspectives 
[Editorial]. Journal of Personnel Psychology, 11(1), 1–
6. https://doi.org/10.1027/1866-5888/a000059 

Northouse, P. (2018). Leadership: Theory and practice. 
California US: Sage Publications Inc. 

Peele, G. (2005). Leadership and Politics: A Case for a Closer 
Relationship? Leadership, 1(2), 187-204. https://doi.org/10. 
1177/1742715005051858 

Peterson, C., & Seligman, M. E. P. (2004). Character strengths 
and virtues: A handbook and classification. New York: 
Oxford University Press. 

Porter, L.W.,  Steers, R.M., Mowday, R T., & Boulian, P. 
(1974). Organizational   commitment, jobsatisfaction and 
turnover among psychiatric   technicians. Journal of   
Applied Psychology, 59,603–609. 

Riemer, H. A., & Chelladurai, P. (1998). Development of the 
athlete satisfaction questionnaire (ASQ). Journal of sport 
and exercise psychology, 20(2), 127-156. 

Riemer, H. A., & Chelladurai, P. (1995). Leadership and 
satisfaction in athletics. Journal of sport and exercise 
psychology, 17(3), 276-293. 

Sagas, M., & Wigley, B. J. (2014). Gray area ethical leadership 
in the NCAA: The ethics of doing the wrong things 
right. Journal of Intercollegiate Sport, 7(1), 40-57. 

6995                                     International Journal of Science Academic Research, Vol. 05, Issue 02, pp.6990-6996, February, 2024 



Saputra, F. (2021). Leadership, Communication, And Work 
Motivation In Determining The Success Of Professional 
Organizations. Journal of Law, Politic and 
Humanities, 1(2), 59-70. 

Sarros, J. C., Cooper, B. K., & Hartican, A. M. (2006). 
Leadership and character. Leadership & Organization 
Development Journal, 27(8), 682–699. 

Snyder, C. J. (1990). The effects of leader behavior and 
organizational climate on intercollegiate coaches’ job 
satisfaction. Journal of Sport Management, 4(1), 59-70. 

Spector, P.E. (1997). Job satisfaction: Application, assessment, 
causes, and consequences. Thousand Oaks: sage 

Theodosiou, A., Drakou, A., Sdoukos, T. (2020). Job 
satisfaction and job commitment of Greek tennis, table-
tennis and badminton coaches. International Journal of 
Racket Sports Science, 2(2), 47-58. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Trevino, L.K., Hartman, L.P., & Brown, M. (2000). Moral ˜ 
person and moral manager: How executives develop a 
reputation for ethical leadership. California Management 
Review, 42(4), 128–142. doi:10.2307/41166057 

Vecina, M. L., Chacón, F., and Sueiro, M. (2009). Satisfacción 
en el voluntariado: estructura interna y relación con la 
permanencia en las organizaciones. Psichotema 21, 112–
117. 

Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. 
(1977). Minnesota satisfaction questionnaire--short 
form. Educational and Psychological Measurement. 

Wells, J.E., & Walker, N.A. (2016). Organizational change and 
justice: The impact of transparent and ethical leaders. 
Journal of Intercollegiate Sport, 9(2), 179–199. doi:10. 
1123/jis.2016-0007 

 
 

******* 

6996                                     International Journal of Science Academic Research, Vol. 05, Issue 02, pp.6990-6996, February, 2024 


