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ABSTRACT  
This study looks into the relationship between organizational commitment and ethical leadership within Ethiopia's Mission for Nation Church (MFNC), a religious organization. It explores how ethical leadership characterized by honesty, fairness, transparency, and moral duty affects the dedication, participation, and emotional ties of both church employees and members. While there’s plenty of research on ethical leadership in both public and private sectors, less is known about its role in religious contexts. By focusing on the interplay between organizational commitment and ethical leadership behaviors in a faith setting, this qualitative study addresses this gap in knowledge. 

The research involves document analysis, detailed interviews, and focus groups to gather insights from active members (volunteers), church leaders, and administrative staff. Thematic analysis reveals that MFNC’s ethical leadership is rooted in biblical values. However, over time, trust and commitment have suffered due to inconsistent practices like financial mismanagement, lack of accountability, and autocratic leadership styles. Despite an initial sense of unity driven by shared goals and servant leadership, key findings highlight a decline in emotional commitment due to leadership failures. Furthermore, organizational growth is hampered by structural challenges, such as poor strategic planning and inadequate resource allocation.

This study broadens the theoretical conversation by placing Organizational Commitment Theory and Ethical Leadership Theory within the context of global faith-based organizations and underscoring the connection between spiritual values and leadership dynamics. It also offers practical recommendations for MFNC that can be implemented, such as decentralizing leadership, increasing transparency through audits, and establishing capacity-building initiatives to align practices with core values. For faith-based organizations at large, it suggests that hybrid governance models could help balance accountability with spiritual authority.

However, the study has its limitations, mainly due to its qualitative approach and focus on a single institution, which might limit how widely the findings can be applied. Future research could benefit from cross-cultural comparisons or quantitative methods to deepen understanding. Ultimately, this study emphasizes the critical role of ethical leadership in fostering organizational commitment and presents a framework for faith-based organizations to enhance integrity, trust, and ongoing engagement. 

Keywords: Ethical leadership, organizational commitment, faith-based organizations, Mission for Nation Church, qualitative research.
CHAPTER ONE: INTRODUCTION

1.1 Background of the Study
In today’s world of faith-based organizations, effective leadership is crucial in influencing how dedicated both staff and congregation members feel. This study looks into how ethical leadership impacts organizational commitment at Mission for Nation Church (MFNC), a religious group focused on holistic mission work and transforming communities. Ethical leadership, which includes qualities like integrity, fairness, transparency, and a solid moral foundation, is key to building trust, encouraging teamwork, and creating a common sense of purpose.
 These aspects are vital for keeping the organization running smoothly and achieving both spiritual and structural growth within religious institutions.

              Organizational commitment, as Becker et al. describe, is all about the emotional bond that individual’s feel towards their organizations, which plays a big role in how ready they are to support the institution's vision and goals.
 In the case of MFNC, this commitment goes beyond just being affiliated with the institution; it involves the devotion of pastors, staff, and congregants to the church's mission and core values. This study looks into how ethical leadership practices impact this commitment, shaping aspects like loyalty, engagement, and long-term dedication within the church community.

              Taking on a qualitative research approach, this study explores the personal experiences and insights of church leaders, staff, and members to see how ethical leadership influences their sense of organizational commitment. By examining leadership behaviors such as ethical decision-making, role modeling, and accountability, the research aims to uncover both the direct and indirect ways that ethical leadership helps maintain unity, motivation, and lasting stability in faith-based organizations.

             This study aims to add to the ongoing conversation about ethical leadership, specifically by looking at how it plays out in the context of a religious institution. While there’s been plenty of research on ethical leadership in business and non-religious areas, churches still represent a space that needs more attention. By taking a close look at MFNC, this research hopes to uncover how applying ethical principles in leadership can boost organizational commitment, build a trusting culture, and ultimately help faith-based organizations thrive over time. The findings from this study will be useful not just for MFNC but also for other religious organizations looking to improve their leadership practices and strengthen their community ties. 
1.2 Mission for Nation Church: An Overview
Mission For Nation Church (MFNC) was founded on September 17, 2002, as a charitable organization registered with the Federal Ministry of Justice. Now managed under the Ethiopian Council of Gospel Believers' Churches, MFNC operates as an independent legal entity having its own Board of Directors and Executive Secretary, backed by a professional staff, a semi-professional staff, and volunteer workers. Throughout the years, MFNC has undertaken a number of programs to carry out its mission, including Local Churches, Bible School, Prophets Training Center & Outreach, and Business Center.

1.2.1 Vision
MFNC dreams of nurturing a generation that will rise from Ethiopia and make a mark on the world in these final days, in harmony with the divine vision laid out in the scriptures: “Ephesians 1:10 Paul asserts that in the dispensation of the fullness of times he might gather together in one all things in Christ, both which are in heaven, and which are on earth; even in him.” (Eph. 1:10 KJV)
1.2.2 Mission
Through appropriate preaching and teachings, MFNC aims to develop a spiritually empowered generation by focusing on church programs, Bible school education, prophetic training, outreach initiatives, and business development.
1.2.3 Objectives
· Evangelizing beyond traditional chapels by spreading the gospel in public spaces and gatherings.

· Identifying and nurturing individuals with Apostolic and Prophetic callings, thereby organizing an Apostolic Team as the foundation of a transformative generation.

· Providing structured teachings and institutionalizing learning to ensure future generations grow with a deep knowledge of God.

· Implementing capacity-building programs to empower Christians through income generation, business development, and livelihood skills.
1.2.4 Core Values
MFNC is guided by fundamental principles that shape its mission and community engagement:

· Respect

· Integrity

· Mutual Trust

· Provision of Quality Services to Target Groups

· Personal Relationship with God-Ensuring that faith becomes a personal journey for every believer.

· Renewal of Mind-Cultivating a new generation amplified in Christ, emerging from Ethiopia.

· Recognition of Apostolic and Prophetic Foundations-Identifying and honoring the key leaders who serve as the spiritual foundations of this transformative movement.
             The study of ethical leadership and organizational commitment within MFNC highlights the profound impact of leadership integrity, moral responsibility, and community-oriented governance in religious institutions. MFNC’s structured programs, vision, and mission underscore its dedication to raising a spiritually and socially empowered generation. By reinforcing ethical leadership, MFNC ensures sustained organizational commitment, fostering unity, motivation, and long-term stability within its community and beyond.
1.3 Statement of the Problem
As evangelical churches around the world face tough moral and organizational challenges, the need for ethical leadership and a strong commitment to their mission is becoming increasingly important. Over the last twenty years, we've seen a significant rise in interest in these issues, leading to the creation of specialized organizations designed to help bridge the leadership gaps within Christian communities.
According to Muhammad Farrukh, Chong Wei Ying, and Nazar Omer Abdallah Ahmed, organizational commitment has emerged as a major focus in the field of organizational psychology in recent years.
 A study conducted by Oztekin and his team-Alkahtani, Al Zefeiti, Sahin, and Busra-revealed that organizational commitment is not only positively linked to leadership but is also significantly shaped by it.
 Since both ethical leadership and organizational commitment are grounded in faith-based principles and the spiritual experiences of believers, many scholars contend that these ideas are not just relevant but absolutely vital in every Christian institution. 
             Bouarif highlights, referencing Mokhlis, that "Religion is a significant cultural element to explore," given its strong impact on how individuals think, believe, and act, both personally and within society.
 Thus, it's clear that churches everywhere are in urgent need of both moral leadership and commitment to their organizational missions. 
             In Africa, churches are facing more of a challenge with leadership and organizational alignment than with tasks like evangelism, building infrastructure, or expanding social services. This issue is particularly evident in Ethiopian churches, where the effectiveness and spiritual energy have not kept up with the growing population. Unfortunately, many congregations have seen their organizational commitment decline due to the rise of self-serving leadership styles. As Lussier and Achua point out, it’s tough for any organization to thrive maintaining profitability, productivity, and a competitive edge without strategic and effective leadership.
 A prime example of this trend is the Mission For Nation Church (MFNC) in Ethiopia, which serves as an important case for looking at how moral leadership influences member and employee engagement. There's been a lot of buzz about how crucial ethical leadership is for fostering trust, teamwork, and common goals. However, most research has primarily concentrated on businesses and the public sector.

              It’s quite surprising how little research has been done on the intersection of religion and organizational theory. In a recent literature review covering the years from 1950 to 2011, Tracey found that only 86 papers in leading management journals even mentioned religion.
 This study aims to bridge that gap by exploring how ethical leadership influences commitment-such as loyalty, motivation, and engagement-among members and staff at MFNC. We expect the findings to offer valuable insights that can enhance leadership practices and foster a stronger sense of organizational commitment within the church.
1.4 Objectives of the Study
1.4.1 General Objective
The general objective of the study is to explore how ethical leadership influences organizational commitment within Mission for Nation Church.  
1.4.2 Specific Objectives
The specific objectives of the study would be:

1. To examine the perceptions of ethical leadership among MFNC members and staff.

2. To explore how these perceptions impact their emotional attachment, sense of obligation, and continued commitment to the church. 
3. To identify specific ethical leadership practices that enhances organizational commitment in a faith-based context.
1.5 Purpose of the Study
The purpose of this study is to explore the relationship between ethical leadership and organizational commitment at Mission for Nation Church (MFNC). This qualitative research aims to explore how ethical leadership practices impact the dedication, loyalty, and engagement of both members and staff. By examining the experiences and perceptions of MFNC members and staff, the study seeks to identify key factors that promote or hinder organizational commitment, providing practical insights to strengthen leadership dynamics and enhance the overall effectiveness of MFNC's mission.
1.6 Research Questions 
The research questions of the study are as follows: 

1. How do MFNC members and staff perceive ethical leadership within the church?

2. In what ways do these perceptions influence their organizational commitment?
3. What ethical leadership practices are most effective in fostering member and staff commitment?
1.7 Significance of the Study
This study will be important for both practical and academic reasons.
1.7.1 Practical Significance
The findings are expected to offer valuable insights to Mission for Nation Church (MFNC) regarding how ethical leadership may affect the organizational commitment of its members and staff. This understanding could assist church leaders in formulating strategies to enhance engagement, loyalty, and trust within the organization, thereby potentially improving its ability to achieve its mission and community goals. This could also act as a blueprint for other faith-based organizations that are grappling with the same issues of aligning their leadership practices with ethical values.
1.7.2 Academic Significance
This study aims to add to the growing body of research on ethical leadership and organizational commitment, particularly in the often-overlooked realm of faith-based organizations. While a lot of existing studies focus on corporate or public-sector entities, there’s still a scarcity of research on how ethical leadership impacts organizational commitment in religious and non-profit environments. By filling this gap, the study sheds light on the connection between ethical leadership and the dynamics within faith-based organizations like MFNC, where distinct values and mission-driven objectives play a crucial role in shaping leadership styles and member involvement.
1.8 Delimitations and Limitation

1.8.1 Delimitation
This study focuses specifically on the relationship between ethical leadership and organizational commitment within Mission for Nation Church (MFNC). The study is limited to MFNC members and staff, meaning that findings may not be directly generalizable to other religious organizations, corporate entities, or secular non-profits. Additionally, the study employs a qualitative research approach, primarily utilizing in-depth interviews and focus group discussions. While this method provides rich, detailed insights into participants' experiences, it does not allow for large-scale statistical analysis or broad generalizations.
The scope of the study is also delimited by its theoretical framework, which relies on Ethical Leadership Theory and Organizational Commitment Theory. Other leadership and commitment models that could offer alternative perspectives are not extensively explored. Moreover, the research timeframe is constrained to a specific period, meaning that any long-term effects of ethical leadership on organizational commitment may not be fully captured.
1.8.2 Limitations
This study has a number of limitations in spite of efforts to ensure rigor. First, because the study is qualitative, its conclusions are based on participants' subjective experiences and perceptions, which could introduce bias. Although it works well for identifying informed respondents, the purposive sampling approach may also reduce the range of viewpoints. 
             Another limitation is the reliance on self-reported data. Participants may provide socially desirable responses rather than candid insights, potentially influencing the study’s findings. Additionally, given that MFNC is a faith-based organization, the role of spiritual and religious values in shaping ethical leadership and organizational commitment might be more pronounced compared to other organizational settings, further restricting the generalizability of the results.

Time and resource constraints also limit the study. The number of participants is relatively small (10-15 per group), which, while sufficient for qualitative analysis, does not allow for broad statistical inference. 
1.9 Key terms of the Study
Ethical leadership: means the way of acting and relating to others in a way that conforms to socially acceptable standards. Using decision-making, open communication, and positive reinforcement, it also inspires people under your leadership to follow suit. Particularly in the context of faith-based organizations, this study highlights fundamental values like integrity, equity, accountability, transparency, and the idea of servant leadership. 

Organizational Commitment: is the emotional connection that a person has to their organization, which affects their likelihood of sticking with it and supporting its objectives, is known as organizational commitment. We're examining Meyer and Allen's (1991) three-component model in this study, which comprises:

Affective Commitment: Engagement and emotional commitment to the organization.

Continuance Commitment: Perceived expenses related to quitting the company.

Normative Commitment: A sense of duty to remain for ethical or moral reasons.

Faith-Based Organization (FBO): An organization is considered faith-based if its administration, practices, and guiding principles are based on religious beliefs. This study focuses on the Mission for Nation Church (MFNC), a faith-based organization dedicated to education, community transformation, and all-encompassing mission initiatives.
Servant Leadership: The primary goal of a leader, according to the leadership idea known as "servant leadership," is to help others. The wellbeing of the group and its members is given precedence over the leader's personal interests under this approach. It is closely related to ethical leadership, particularly in religious settings.

Mission Alignment: The degree to which members' and workers' personal values and motivations coincide with the organization's objectives and mission is known as mission alignment. This alignment is essential for increasing dedication within the company, particularly in settings like MFNC that have high ethical standards.

Spiritual Values: Compassion, honesty, humility, and service are examples of spiritual virtues that stem from religious or theological convictions. These principles are crucial in forming the culture and directing the behavior of leaders in faith-based organizations.
1.10 Organization of the Paper
This study explores the relationship between ethical leadership and organizational commitment, particularly in (Mission For Nation Church) MFNC. It begins with an introduction that provides context by outlining the goals, the research problem, and the background. Ethical leadership theory and Organizational commitment theory serve as the research's compass. It sets out precise research questions and objectives and highlights the study's significance in terms of both academic contribution and real-world application.

The literature review then delves into the tie between ethical leadership and organizational commitment. The research design, sample size, and techniques for data collection and analysis are all covered in detail in the methodology section. Concerns about ethics, such as informed consent and confidentiality, are also considered. The findings, finally, are shared along with a discussion of key insights, contributions to the field, limitations, conclusions, and recommendations.
CHAPTER TWO: REVIEW OF THE LITERATURE

2.1 Leadership
According to Ivancevich and Konopaske, leadership is "the process of influencing others to facilitate the attainment of organizationally relevant goals."
 Northouse defines leadership as "a process whereby an individual influences a group of individuals to achieve a common goal."
 Yuki describes ethical leadership using James McGregor Burns's (1978) claim that leadership is a process in which managers and employees help one another achieve a greater degree of morality and motivation.

2.2 Ethical Leadership
Northouse highlights that ethical leadership is rooted in core values like integrity, fairness, and accountability, emphasizing leaders' commitment to honesty, transparency, and consistency in their actions and decisions, while ensuring equitable treatment of all and refraining from favoritism or discrimination.
 Ciulla emphasizes that ethical leaders lead by example, taking accountability for their decisions and actions while respecting the dignity, opinions, and contributions of all stakeholders.
 
               According to Brown and Treviño, they prioritize fostering trust and credibility through open and honest communication, demonstrating empathy and compassion by addressing others' needs to create a positive workplace.
 Kohlberg notes that such leaders adopt a service-oriented approach, focusing on the welfare of their followers and communities, making morally sound decisions instead of yielding to personal gain or external pressures.
 According to Gardner, Avolio, Luthans, May, and Walumbwa, ethical leadership also entails having the guts to stand by moral principles in the face of adversity and being dedicated to taking into account how decisions will affect people, organizations, and society in the long run.

2.2.1 Ethical Leadership in Faith-Based Organizations Vs. Corporate And Public Sectors
Ethical leadership refers to demonstrating morally good behavior through one's actions and interactions while fostering similar conduct among followers by encouraging open communication, providing support, and making ethical decisions, as explained by Brown et al.
 
              By looking at ethical principles from both ancient and contemporary Western and Eastern philosophies, along with different world religions, Eisenbeiss pinpointed moral standards that are widely acknowledged across cultures.
 According to Krystin Zigan et al., ethical leadership in faith-based organizations is shaped by religious teachings and scriptures, emphasizing servant leadership, humility, and accountability to a higher power, with leaders prioritizing social justice, compassion, and mission-driven goals over financial gain.
 According to Banks and Gallagher, ethical challenges in these settings often include managing unpaid volunteers and ensuring transparency with congregants.

Treviño, Weaver, and Reynolds explain that ethical leadership in the corporate sector is shaped by profit-driven ethics, business objectives, and the interests of shareholders.
 According to Carroll and Buchholtz, Corporate Social Responsibility (CSR) programs, legal adherence, and performance-based accountability are key components, with ethical conduct linked to professional guidelines and workplace ethics initiatives, while competitive pressures and financial rewards can pose ethical challenges, making diversity and inclusion efforts essential for equitable treatment and preventing discrimination.
 Carroll and Buchholtz observe that while competitive pressures and financial rewards can create ethical challenges, efforts in diversity and inclusion aim to ensure equitable treatment and prevent discriminatory practices.

           According to Denhardt and Campbell, upholding legal and administrative frameworks, advancing justice and fairness, and acting in the public interest are the main focuses of ethical leadership in the public sector.
 Leaders in this context manage political and stakeholder pressures, maintain transparency and accountability, and prioritize ethics grounded in service, noted Ciulla.
 Perry highlights challenges such as corruption, bribery, favoritism, and abuse of power.
 Archie B. Carroll and Ann K. Buchholtz emphasize that all sectors place a strong emphasis on honesty, responsibility, and moral decision-making, even though their guiding ideals and driving forces vary.
 According to Jeff Duff et al., faith-based organizations focus on spiritual and moral values, the corporate sector prioritizes profitability and stakeholder interests, and public sector leaders aim to ensure societal welfare and regulatory compliance.

2.2.2 Impact of Ethical Leadership on Trust, Motivation, and Collaboration
According to Brown and Treviño, trust, motivation, and cooperation within organizations are all greatly impacted by ethical leadership.
 According to Craig E. Johnson, ethical leaders foster trust and credibility by embodying honesty, justice, and transparency, reinforcing integrity among employees and stakeholders.
 Mayer, Davis, and Schoorman add that this trust alleviates workplace uncertainty, as employees gain confidence in leaders' consistent adherence to ethical principles, reducing fears of unethical conduct.
 Since trustworthy leadership is seen as more credible by the public, ethical leadership also improves an organization's reputation, claim Dirks and Ferrin.
 Edmondson also emphasizes how moral leadership fosters psychological safety, enabling staff members to express worries and take chances without worrying about reprisals.

             Deci and Ryan suggest that ethical leadership motivates employees by aligning their values with organizational objectives, thereby fostering purpose-driven work and enhancing intrinsic motivation.
 According to Colquitt et al., it promotes fairness and equity, which boosts morale and engagement through perceived just decision-making.
 Treviño, Hartman, and Brown stress that moral leaders act as role models, encouraging staff members to emulate their moral conduct and drive.
 Walumbwa et al., add that ethical workplaces experience lower turnover and burnout rates, as employees feel more committed and satisfied, reducing job-related dissatisfaction.

              In terms of collaboration, Bass and Steidlmeier point out that ethical leadership strengthens team cohesion by encouraging inclusivity, mutual respect, and open communication, which enhances teamwork.
 Van Knippenberg et al. argue that fair and ethical leadership mitigates conflicts by addressing ethical challenges effectively.
 Carmeli highlights that trustworthy leaders foster knowledge sharing, as employees feel encouraged to exchange ideas and expertise, thereby improving collaboration.
 Lastly, Podsakoff et al. note that ethical leadership prioritizes collective success over personal interests, which enhances cross-departmental cooperation and overall collaboration.

2.2.3 Challenges of Implementing Ethical Leadership in Religious Settings
Halafoff and Wright-Neville highlight that implementing ethical leadership in religious settings presents unique challenges, including balancing spiritual authority and accountability, as congregants may perceive leaders as divinely appointed and infallible, making it difficult to address unethical behavior.
 Bowman points out that the absence of formal oversight in many religious institutions can heighten the risk of unchecked power.
 Ethical dilemmas in resource management, as noted by Jeavons and Sargeant, often involve issues with financial transparency and pressures to prioritize growth over ethics, potentially leading to compromises in ethical standards.

              Casanova and Chaves emphasize the tension between tradition and evolving ethical standards, with long-standing religious practices sometimes resisting modern social ethics, and gender restrictions impeding equality in leadership roles.
 According to Shupe and Van den Akker, addressing ethical misconduct and scandals can be problematic, as some institutions choose to conceal violations to protect their reputations, coupled with a lack of informant protections that discourage reporting breaches.
 
            Gill and Hofheinz discuss the ethical challenges posed by political and social pressures, including issues related to inclusivity, discrimination, and bias within faith communities.
 Finally, Cnaan and Curtis and Garland note the complexities of ethical leadership in volunteer-driven organizations, where unclear leadership boundaries and potential spiritual or emotional manipulation, intentional or otherwise, can arise.

2.3 Organizational Commitment 
2.3.1 Definition and Dimensions 
Organizational commitment, according to Meyer and Allen, is a psychological state that characterizes the bond between workers and their company and influences their decision to remain or depart.
 According to Sommer et al., a crucial component of comprehending employee attachment is organizational commitment.
 Additionally, Benkhoff highlights the close relationship between employee performance and behavior and organizational commitment.
 
               By addressing emotional ties, cost-based decisions, and a sense of moral obligation, Meyer and Allen's well-known three-component model of organizational commitment divides it into affective, continuance, and normative commitment. These components all help to retain and engage employees in the organization.
 
A. Affective Commitment

Affective commitment is the emotional bond, sense of belonging, and engagement an employee has with their company, according to Meyer and Allen.
 Employees with strong affective commitment choose to stay because of their genuine desire, rather than obligation or necessity, as emphasized by Meyer et al.
 
Affective commitment is positively correlated with job satisfaction, motivation, and overall performance, according to studies by Allen & Meyer and Mowday et al.
 Meyer et al. also point out that companies with strong employee engagement plans, supportive work environments, and capable leadership typically see higher affective commitment levels.
 Additionally, Meyer and Herscovitch point out that this kind of dedication is the most beneficial since it motivates staff to work harder and improves overall organizational efficacy.

B. Continuance Commitment
According to Meyer and Allen, continuance commitment measures the perceived cost of leaving a company; employees who have a high level of continuance commitment decide to stay because they fear the possible financial or personal losses that come with leaving.
 Key determinants of this kind of commitment are identified by Becker, Powell, and Meyer as being things like accrued benefits, length of employment, and lack of other options.
 
            Allen and Meyer point out that, in contrast to affective commitment, continuance commitment does not always improve performance or job satisfaction.
 Mathieu and Zajac highlight that employees with high continuance commitment may remain reluctantly, leading to lower engagement and innovation, and while reduced turnover benefits organizations, relying solely on continuance commitment may be less advantageous over time.
 
C. Normative Commitment
Normative commitment, according to Meyer and Allen, is a sense of duty that forces workers to remain with their company.
 According to Wiener, employees with strong normative commitment often perceive leaving as morally or ethically wrong, stemming from a sense of loyalty or gratitude for the opportunities they have received.
 Bergman identifies factors like cultural norms, organizational socialization, and benefits such as training and mentorship as key contributors to normative commitment.
 
              Meyer and Parfyonova suggest that when aligned with organizational values and ethical leadership, normative commitment can enhance employees' sense of duty and responsibility.
 However, Jaros warns that excessive reliance on normative commitment, especially in the absence of affective attachment, may lead to stress or dissatisfaction.

              Affective commitment improves employee engagement and performance, while continuance and normative commitment support retention and organizational stability. The balance of these factors, which are influenced by leadership, workplace culture, and HR practices, ultimately determines the degree and caliber of employees' commitment to their organization. Meyer and Allen's three-component model provides a thorough framework for comprehending organizational commitment.

2.4 Theoretical and Conceptual Frameworks
2.4.1 Ethical Leadership Theory
Ethical Leadership Theory, according to Brown, Treviño, and Harrison, is based on the notion that moral behavior and the development of an ethical workplace culture are largely the responsibility of leaders. Moral role models, ethical leaders lead by example in their decisions, deeds, and interpersonal interactions. 
             They are characterized by qualities like honesty, fairness, and integrity, and their leadership style promotes transparency, respect for one another, and an atmosphere of trust. According to the theory, these attributes have a positive impact on workers' commitment to the company, job satisfaction, and ethical behavior. Crucially, ethical leadership encompasses the leader's impact on the organization's larger ethical climate in addition to their personal qualities.

2.4.2 Organizational Commitment Theory
Employee commitment is defined by Meyer and Allen's Organizational Commitment Theory as a psychological connection to the company that consists of three essential elements: affective, continuance, and normative commitment. Normative commitment is a feeling of moral duty to stay, continuance commitment is a result of the perceived cost of leaving, and affective commitment occurs when workers stay with a company because of emotional attachment.                 

               Together, these factors influence significant workplace outcomes like performance, job satisfaction, and employee retention. According to the theory, organizations can strengthen commitment by creating an atmosphere that promotes emotional engagement, provides worthwhile rewards, and cultivates a sense of shared responsibility and loyalty.

2.4.3 Conceptual Framework
The impact of self-efficacy on organizational commitment has not been fully investigated, according to Chesnut & Burley.
 Hameli and Ordun, for example, emphasize self-efficacy as a predictor of commitment, but they see it as a single idea.
 This study presents four models that link self-efficacy to commitment from a wider perspective because Liu's recognition of the multifaceted nature of commitment may offer fresh insights.
 
                There hasn't been enough focus on the connection between commitment and ethical leadership. Although Bahadori et al. did not specifically address continuance commitment; they did find that ethical leadership has a positive impact on affective and normative commitment. As a result, assessing the impact of ethical leadership requires an understanding of its complexity.
 
As Park et al. propose that ethical leadership is positively related to unethical pro-organizational behavior through continuance commitment, highlighting the importance of self-efficacy in explaining this connection, using self-efficacy as a mediating factor improves our understanding of the relationship between ethical leadership and different types of commitment.
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                 Figure 1: Theoretical Mediation Model. Model  4 (Hayes, 2018).
              According to Brown, Michael E., and Linda K. Treviño, ethical leadership-which is defined by justice, honesty, and fostering trust-is thought to have a more complex effect on continuance commitment but a direct impact on affective and normative commitment.
 To better understand how people's beliefs in their ability to achieve organizational goals amplify the effects of ethical leadership on commitment, Bandura Albert points out that self-efficacy is introduced as a mediating variable.

This framework also takes into account how spiritual values and mission alignment shape the relationship between organizational commitment and leadership practices in the faith-based setting of Mission for Nation Church (MFNC). The framework offers a foundation for examining the ways in which self-efficacy and ethical leadership interacts to foster a stronger sense of commitment, duty, and ongoing involvement among church employees and members.
2.5 Factors Influencing Organizational Commitment in Faith-Based Organizations
Brown and Treviño stress that ethical governance and leadership have a significant impact on organizational commitment in faith-based organizations because leaders who exhibit honesty, openness, and servant leadership encourage greater commitment from their members and employees.
 According to Rego and Cunha, spiritual role modeling-in which leaders’ exhibit values rooted in their faith-helps volunteers and staffs feel dedication and loyalty.

              The alignment of an organization's mission and values with shared spiritual beliefs deepens emotional connections, with many individuals viewing their work as a divine calling, as noted by Jeavons and Wong and Wong.

              According to Gatling, Kim, and Milliman and Markow and Klenke, workplace spirituality and a strong sense of community, supported by a nurturing environment and religious rituals, enhance organizational identity and engagement.
 Job satisfaction and the significance of work, according to Wrzesniewski, McCauley, Rozin, and Schwartz as well as Ashmos and Duchon, strengthen commitment because workers who find intrinsic motivation and fulfillment in their jobs are more loyal, and companies that promote work-life balance cultivate enduring loyalty.
 
                 Eisenberger et al. and Colquitt point out that perceived organizational support and fairness, including recognition, appreciation, equitable treatment, and adherence to ethical standards, significantly enhance commitment levels.
 Lastly, Cnaan, Kasternakis, and Wineburg and Bozeman and Feeney underscore the role of volunteer and community engagement, noting that opportunities for growth, participation, and congregational involvement create stronger attachments to the organization, reinforcing the commitment of both employees and volunteers.

2.6 Organizational Commitment In Non-Profit Vs. For-Profit Settings
According to Benz, organizational commitment in non-profit and for-profit contexts is impacted by different elements, with intrinsic motivation and alignment with the organization's mission being the main drivers of non-profit commitment.
 Employees and volunteers frequently view their work as a calling rather than a job, according to Wrzesniewski et al. and Leete, and their commitment is motivated more by the social impact of their work than by financial rewards.
 Although this emotional investment fortifies commitment through volunteerism and social identity, Kim and Lee as well as Cnaan and Cascio point out that it can also result in burnout.
 Leadership and peer support, particularly transformational and servant leadership, play a vital role in enhancing commitment in this sector, as highlighted by Bass and Steidlmeier and Brower, Lester, Korsgaard, and Dineen.

                 Meyer and Allen, on the other hand, note that extrinsic factors like pay, benefits, and chances for career advancement tend to be the main drivers of commitment in the for-profit industry.
 Williamson et al. and Deci and Ryan argue that performance-based rewards strengthen organizational commitment, as employees often prioritize financial stability and job progression.
 According to Judge et al. and Holtom et al., employees may look for better opportunities elsewhere if their financial or career goals are not fulfilled.
 Leadership in for-profit organizations leverages incentives, recognition, and career development to sustain commitment, and Eisenberger et al. and Glavas and Piderit suggest that incorporating corporate social responsibility (CSR) can enhance commitment, echoing practices seen in non-profits.

                Maslach and Leiter and, Mohan point out that retention and turnover trends also differ between sectors. Non-profits often face higher burnout rates due to resource limitations, with turnover driven by financial strain and work overload rather than dissatisfaction.
 Conversely, Griffeth, Hom, and Gaertner and Meyer and Allen explain that turnover in for-profits is usually influenced by better job offers, pay disparities, or dissatisfaction with leadership.
 Trevor adds that high-performance cultures in for-profits may encourage career mobility rather than long-term commitment.

2.7 The Relationship between Ethical Leadership and Organizational Commitment
2.7.1 How Ethical Leadership Fosters Commitment among Employees and Members
According to Brown and Treviño and Edmondson, ethical leaders who demonstrate integrity, fairness, and transparency build trust within the organization and create a safe space where people can voice concerns without fear of retaliation. This is why ethical leadership is essential in increasing commitment among employees and members by promoting psychological safety, trust, organizational identification, and fairness.
 As members and staff form emotional ties to the company, this trust enhances affective commitment, according to Meyer & Allen.
 
              Ashforth and Mael and Walumbwa et al. claim that moral leaders match their behavior and principles with the organization's goal in order to inspire members and staff to feel a sense of purpose, which increases engagement and loyalty.
 
              Treviño, Hartman, and Brown emphasize that shared ethical values further increase motivation and dedication.
 By ensuring fair treatment and promoting justice in decision-making, ethical leaders reduce workplace conflicts and foster a sense of procedural and distributive justice, which strengthens normative commitment, Colquitt, Greenberg and Mayer et al. pointed out.

               By promoting work-life balance, lowering stress and burnout, and raising job satisfaction, ethical leadership also enhances employee well-being and satisfaction, according to Yukl and Neubert et al.
 Employees and members who feel appreciated and respected are more likely to stick with the company, as stated by Kacmar et al.
 Ethical leaders serve as role models who inspire integrity and prioritize empowerment and personal growth, fostering stronger organizational commitment through servant leadership, as emphasized by Liden et al. and Bandura.
 Hunter et al. add that ethical role modeling encourages voluntary participation and dedication.
 
                Additionally, ethical leadership promotes a culture of openness, as noted by Avolio and Gardner, Benevene, Dal Corso, and De Carlo, and Eisenbeiß and Giessner. This openness ensures that employees and members feel heard and valued, facilitating inclusive communication and participatory decision-making, which reinforces continuance commitment.

2.7.2 Ethical Leadership’s Impact on Employee/Member Engagement, Loyalty, and Job Satisfaction 
By promoting trust, justice, and a sense of purpose, ethical leadership plays a crucial role in improving employee and member engagement, loyalty, and job satisfaction. As explained by Brown and Treviño, Walumbwa et al., and Treviño, Hartman, and Brown, ethical leaders serve as role models, integrating their values with the organization's mission to encourage greater emotional and cognitive engagement, which in turn increases intrinsic motivation.
 
Edmondson emphasizes that open communication and psychological safety, promoted by ethical leadership, empower employees to share ideas without fear of retaliation, further strengthening engagement. According to Meyer and Allen, this strategy also increases affective commitment by creating an emotional bond with the company. Mayer et al. and Neubert et al. also point out that this approach creates trust-based cultures that lower turnover and encourage enduring loyalty.
 Leaders who demonstrate integrity and fairness make employees feel valued, thereby increasing their retention, as noted by Liden et al.

               According to Colquitt, Kacmar et al., Schaufeli et al., and Yukl, ethical leadership also prioritizes fairness, respect, and transparency-four essential components of job satisfaction that guarantee that workers feel valued and respected, which raises fulfillment and lowers burnout.
 Treviño, Brown, and Hartman, Eisenbeiß and Giessner, and Greenberg point out that by reducing workplace politics and unethical practices, ethical leaders create a healthier work environment with fewer ethical dilemmas, reducing stress and enhancing organizational satisfaction.
 Furthermore, ethical leadership promotes positive organizational citizenship behaviors (OCBs) like helpfulness and teamwork while strengthening engagement and loyalty through moral decision-making at all organizational levels, according to Walumbwa et al., Neubert et al., and Mayer et al.

2.8 Case Studies or Empirical Research On Ethical Leadership And Organizational Commitment
As Mayer et al. found that ethical leadership in Fortune 500 companies increases employees' affective commitment through fairness and ethical decision-making, resulting in decreased workplace deviance and increased job satisfaction and engagement, empirical research and case studies highlight the significant influence of ethical leadership on organizational commitment across various settings.
 Similarly, in their multi-industry survey, Neubert et al. discovered that trust in leadership acts as a critical mediator between ethical leadership and increased job satisfaction and decreased turnover intentions.

                 In the faith-based sector, Benevene et al. reported that servant leadership and mission-driven ethical approaches by leaders enhance employee loyalty and engagement.
 Parboteeah et al. further highlighted that ethical leadership in religious groups strengthens members' sense of belonging and commitment through transparent decision-making.

                According to public sector studies like Hassan et al., moral leadership in local government organizations has a positive impact on trust, job satisfaction, and organizational citizenship behaviors (OCBs), which strengthens commitment.
 Similarly, Eisenbeiß and Giessner found that ethical behavior among police chiefs fosters greater engagement, loyalty, and teamwork.

                Additionally, cross-cultural research emphasizes how ethical leadership has a universal impact. Although its effects differ depending on the cultural context, Walumbwa et al. showed that ethical leadership consistently increases organizational commitment.
 
              According to Resick et al., moral leadership greatly boosts loyalty, engagement, and trust in South Korean and Japanese companies.
 Finally, Den Hartog and De Hoogh found that trust is a key mediator between organizational commitment and ethical leadership, creating environments with high levels of engagement and trust.

2.9 Ethical Leadership in the Context of Faith-Based Organizations
2.9.1 Unique Leadership Challenges in Faith-Based Organizations
Faith-based organizations (FBOs) operate at the intersection of their religious mission, ethical obligations, and organizational effectiveness, which creates distinct leadership challenges compared to corporate or public-sector contexts as Jeavons and Sargeant note that leaders often struggle to balance their spiritual mission with administrative duties, grappling with financial sustainability while preserving religious integrity.
 
Van Puyvelde et al. and Schnable highlight the challenges of managing diverse stakeholder expectations, including congregants, donors, volunteers, and governing boards, all of whom may have conflicting priorities, while also addressing oversight from religious bodies and external regulators.

               Ethical leadership and accountability are central to overcoming these challenges as Benevene et al.,issues such as financial mismanagement, donor relations, and clergy misconduct pose significant risks to community trust, as moral or spiritual lapses can cause substantial damage.
 Volunteer management presents its own complexities, as volunteers may prioritize personal spiritual fulfillment over organizational efficiency, complicating efforts to maintain commitment, accountability, and retention, Bielefeld & Cleveland and Schnable noted.
 According to Van Puyvelde et al. and Schnable, leaders must also balance traditional beliefs with changing societal expectations, resolve contentious social issues that can split faith communities, and foster inclusivity while navigating doctrinal disputes.
 

                Financial sustainability and fundraising ethics are critical, as reliance on donations and tithes often creates financial uncertainty as Sargeant and Bielefeld and Cleveland emphasize that ethical fundraising practices are essential for maintaining donor trust.
 Lastly, leaders in FBOs frequently face emotional labor demands, as providing spiritual guidance and managing administrative responsibilities can result in high burnout rates as Schnable and Benevene et al. underscore the emotional intensity of pastoral care and crisis management as significant contributors to this stress.
 Jeavons also notes that a lot of leaders find it difficult to maintain their personal faith while juggling the constant demands of organizational leadership.

2.9.2 The Role of Spiritual Values In Ethical Leadership
By influencing decision-making, coordinating organizational and leadership values, and cultivating trust and emotional intelligence, spiritual values provide a crucial basis for moral leadership as Patterson, Fry, and Ciulla emphasize that leaders who integrate spiritual principles such as integrity, honesty, and compassion prioritize moral considerations over material gains.
            
             By acting authentically and with humility, these leaders promote ethical behavior across the organization as Fry and Reave further highlight that such leaders ensure alignment between the organization’s mission and ethical practices, cultivating a sense of purpose and commitment to ethical conduct.

             As per George, Fry, and Patterson, spirituality in leadership also enhances trust and loyalty by fostering empathy and emotional intelligence, which contribute to an atmosphere of care and mutual respect.
 Rooted in spiritual values, thereby fostering an ethical culture within organizations while increasing employee satisfaction and loyalty, Greenleaf and  Van Dierendonck noted.
 In challenging scenarios, spiritual values provide leaders with the ethical guidance needed to navigate dilemmas, challenge organizational norms, and pursue long-term ethical objectives, Fry, Ciulla, and Reave highlighted.
 

              Additionally, by fostering meaningful workplaces where people feel appreciated and empowered, spiritual leadership raises employee motivation and organizational commitment. According to Patterson, Fry, and Van Dierendonck, this strategy enhances productivity, loyalty, job satisfaction, and well-being while fortifying the organization's ethical base.

2.9.3 Mission Alignment and Its Impact on Organizational Commitment
According to Meyer and Allen, mission alignment is the extent to which personal values and organizational objectives complement the organization's primary mission.
 Based on Edwards and Alldredge, employees are more likely to show engagement and commitment when they feel a sense of belonging to the organization's mission.
 Kristof-Brown et al., Van Knippenberg et al., and Riketta claim that mission alignment improves intrinsic motivation, job satisfaction, and engagement by fortifying organizational identity and assisting staff in feeling a sense of belonging to a common vision and purpose.
 In the view of Meyer and Allen and Van Knippenberg et al., staff members who share the organization's mission are more likely to demonstrate strong affective and normative commitment, sticking around because of their emotional attachment and sense of moral obligation.

             Organ, Podsakoff et al., Riketta, Brown & Treviño, Schwartz, and Treviño et al. highlight that clear mission alignment fosters ethical decision-making, encouraging employees to act in alignment with organizational values in their day-to-day actions.
 However, Edwards and Alldredge and Kristof-Brown et al. acknowledge that achieving mission alignment in diverse organizations can be challenging, requiring leaders to effectively communicate the mission and ensure it aligns with employees' personal values.

            Bass & Avolio, Brown & Treviño, and Kouzes & Posner note that leaders play an essential role in promoting mission alignment by exemplifying and reinforcing the organization’s mission, creating a culture where alignment is a collective priority, and ensuring that actions are consistent with mission-driven values.
 In non-profit organizations, Riketta notes that a lack of mission alignment can result in low morale and higher turnover rates.

CHAPTER THREE: RESEARCH DESIGN AND METHODOLOGY
3.1 Research Design
The study uses a qualitative methodology to explore the relationship between ethical leadership and organizational commitment at Mission for Nation Church (MFNC). Because it enables a more thorough comprehension of participants' viewpoints and experiences, a qualitative design is especially well-suited for investigating intricate social phenomena. 
              The research provides a more thorough understanding of the dynamics at work by concentrating on qualitative data, which yields rich, descriptive insights into the lived experiences of church leaders and members. This method enables a thorough exploration of personal narratives and organizational practices, illuminating the ways in which ethical leadership is viewed and practiced within the church.

              Additionally, adopting a qualitative design is essential for capturing the unique cultural and spiritual elements that shape organizational commitment in a faith-based setting. Close interaction with participants is necessary to fully comprehend these elements, enabling their opinions to illuminate the complex interrelationship between MFNC's organizational values and leadership ethics.
3.2 Target Population
The study's target population consists of Mission for Nation Church (MFNC) employees as well as active church members. The staff members encompass church leaders, administrative personnel, and volunteers, all of whom play distinct roles in the church’s daily operations and leadership structure. Their perspectives are crucial for understanding how ethical leadership manifests within the organizational framework of MFNC.

The study includes active church members who take part in a variety of events and programs in addition to staff members. Regular interactions between these members and church leadership offer important insights into how leadership practices affect the congregation as a whole.

              Involving people who have direct knowledge of the church's leadership allows the study to collect a variety of perspectives that represent dynamics at the organizational and community levels. This all-inclusive strategy guarantees a more thorough comprehension of the connection between MFNC's organizational commitment and ethical leadership.
3.3 Sample Size and Sampling Techniques
Purposive sampling is used to choose study participants, guaranteeing that those selected can provide insightful information about ethical leadership and how it affects organizational commitment. Because it enables participants to be chosen according to their roles, experiences, and knowledge within the church community, this approach is especially well-suited for qualitative research. The goal of the study is to collect rich, pertinent data that reflects the complexity of these dynamics by carefully identifying those who are directly involved with leadership practices.

              In order to represent a wide range of experiences and viewpoints, the study includes roughly 10 to 15 participants from each group: church members and staff. A comprehensive grasp of the influence of moral leadership at all organizational levels is made possible by this balanced inclusion, which guarantees that the opinions of the congregation and the leadership are heard.

             This sample size is thought to be adequate to reach qualitative data saturation, which is the point at which further interviews are unlikely to yield any new themes or insights. In qualitative research, reaching saturation is essential because it indicates that the data gathered is thorough and representative of the population under study. Consequently, the research provides comprehensive insights into the connection between ethical leadership and organizational commitment at Mission for Nation Church (MFNC).
3.4 Data Collection Methods
The primary method for data gathering is semi-structured, in-depth interviews. This approach works especially well for documenting participants' individual experiences, viewpoints, and revelations about moral leadership and their dedication to the church. A balance between structure and flexibility is offered by semi-structured interviews, which guarantee that important subjects are discussed while giving participants the latitude to delve into topics they think are significant. This flexibility fosters a more organic flow of conversation, encouraging participants to share nuanced perspectives that might not emerge in a more rigid interview format.

              To accommodate participants’ preferences and ensure accessibility, interviews are conducted in person and audio calls as well. This dual approach allows for greater flexibility, making it easier for participants to engage in the study while also considering logistical factors.

              In addition to individual interviews, focus group discussions (FGDs) serve as a complementary data collection tool. FGDs create a dynamic environment where participants can interact and exchange viewpoints, often sparking new insights through group dialogue. This method is especially useful for uncovering collective perspectives on leadership dynamics within the church, as participants may build upon each other’s experiences, revealing shared values and concerns.

              Beyond interviews and focus groups, document analysis provides further contextual understanding of ethical leadership at Mission for Nation Church (MFNC). Internal materials such as mission statements, leadership guidelines, and code of conduct, HR, finance policy, and other organizational documents are examined to identify formal expressions of leadership values and commitments. These documents serve as a valuable backdrop for interpreting participants' narratives, offering a clearer picture of how ethical principles are embedded within the church’s structure.

               Finally, observational methods offer direct insights into the behaviors and interactions that exemplify ethical leadership and organizational commitment. By observing church meetings and events, the researcher can witness leadership practices and community dynamics in action. These immersive approaches help capture non-verbal cues, group dynamics, and spontaneous expressions of commitment, enriching the study’s findings with real-world observations.
3.5 Data Analysis
To make sure that every word, pause, and expression that participants shared was appropriately recorded, the interview data were transcribed verbatim. The authenticity of the participants' stories was maintained by this meticulous transcription procedure, which also established a solid basis for in-depth qualitative analysis. Direct interaction with complete transcripts made it possible to thoroughly examine the subtleties included in the experiences and opinions of the participants.

               The data were examined using the six-phase approach to theme analysis created by Braun and Clarke, a well-known method for systematically identifying, categorizing, and interpreting patterns in qualitative datasets.
 Because of its adaptability and suitability for examining intricate and situation-specific phenomena, such moral leadership and organizational dedication in faith-based organizations, thematic analysis was chosen.

             Transcripts were manually and iteratively coded as the first step in the analysis process. After carefully reading each transcript, significant data segments were given preliminary codes that represented recurrent themes regarding organizational commitment levels, ethical standards, and leadership behavior. These codes were further analyzed, refined, and grouped into more general categories to produce overarching themes that captured significant patterns and correlations across the dataset.

               Analytical depth, reflexivity, and consistency were all considered during this procedure. The researcher was able to go back and edit emerging themes to ensure they appropriately represented the viewpoints and experiences of the participants because coding is an iterative process. Techniques like audit trails and reflexive journaling were employed to record analytical choices and lessen possible bias in order to improve the analysis's rigor and traceability.

             Lastly, the themes discovered were explained using well-known theoretical frameworks, especially those related to organizational commitment and ethical leadership. A greater comprehension of how leadership practices affect member involvement and loyalty within the Mission for Nation Church (MFNC) was made possible by the merging of empirical data with theoretical viewpoints. As a result, the thematic findings offer both theoretical and practical perspectives on the dynamics of leadership within religious organizations. 
3.6 Ethical Considerations
Participants are provided with detailed information about the study before their involvement, ensuring they have a clear understanding of its purpose, goals, and procedures. This information outlines the study’s focus on ethical leadership and organizational commitment at Mission for Nation Church (MFNC), as well as the methods of data collection, such as interviews and focus group discussions. Additionally, participants are informed about the voluntary nature of their participation and their rights throughout the research process. 
               Prior to conducting any interviews or collecting data, written informed consent are obtained from each participant. This consent process confirms that participants fully understand the scope of the study, their role in it, and any potential risks or benefits associated with their involvement. It also emphasizes that participation is entirely voluntary, ensuring individuals feel no pressure to take part.

                 To safeguard participants’ privacy, several measures are implemented to maintain confidentiality. All personal information are securely stored, and fictitious names are used in place of real ones in all transcripts, reports, and publications. Moreover, accesses to identifiable data are restricted to the researcher, and digital records are stored too in password-protected files to prevent unauthorized access.

                Participants are also informed of their right to withdraw from the study at any point without facing any negative consequences or needing to provide a reason. This right ensures that participants maintain control over their involvement, reinforcing the ethical principle of autonomy throughout the research process.

                 Furthermore, the researcher prioritizes transparency and integrity at every stage of the study. Efforts are made to ensure accuracy in data collection, analysis, and reporting, with regular checks to verify that findings accurately reflect participants’ perspectives. This commitment to ethical research practices help to build trust with participants and uphold the credibility of the study’s findings.
                 Above all a formal letter is prepared for MFNC from EGST to facilitate the research with regard to handling the intended primary and secondary sources. 
CHAPTER FOUR: FINDING AND DATA PRESENTATION
This chapter presents the findings and discussion of the study. The Chapter begins with a description of the profile of study participants and proceeds with discussion of the findings with the identified themes. 
4.1 Brief Descriptions of Participants
This section provides a summary of each participant’s demographic information. The participants are categorized into three sets; Church Leaders (CL), Administrative Personnel (AP) and volunteers (V). 

Table 4.1: Church Leaders (CL) Demographic Characteristics 
	Code
	Age
	Qualification
	Role
	Years of Service
	Location
	Interview Date

	CL1
	47
	Master’s
	Senior Pastor
	20
	Southern Region
	April 23, 2025

	CL2
	44
	Diploma
	Senior Pastor
	20
	Oromia Region
	April 23, 2025

	CL3
	38
	Diploma
	Senior Pastor
	24
	Sheger Cities
	April 23, 2025

	CL4
	37
	Master’s
	Senior Pastor
	21
	Addis Ababa
	April 28, 2025

	CL5
	40
	Degree
	New. Pastor
	18
	Nekemtie
	April 30, 2025


            The above table presents a concise overview of five pastoral candidates, each identified by a unique code (CL1-CL5), detailing their age, educational qualification (ranging from Diploma to Master's), specific pastoral role (either Senior Pastor or New. Pastor), extensive years of service (from 18 to 24 years), and current geographical location within Ethiopia (including Southern Region, Oromia Region, Sheger Cities, Addis Ababa, and Nekemtie). Furthermore, the table schedules their upcoming interview dates, with the majority slated for April 23, 2025, and subsequent interviews on April 28 and April 30, 2025, offering a comprehensive snapshot for the study.
Table 4.2: Volunteers (V) Demographic Characteristics
	Code
	Age
	Qualification
	Role
	Years of Service
	Location
	Interview Date

	V1
	43
	Degree
	Volunteer
	14
	Hawassa
	April 23, 2025

	V2
	36
	PhD
	Volunteer
	10
	Dilla
	April 23, 2025

	V3
	31
	Master’s
	Volunteer
	17
	Konsso
	April 28, 2025

	V4
	39
	Degree
	Volunteer
	16
	Hawassa
	April 29, 2025

	V5
	33
	Degree
	Accountant
	9
	Burayu
	April 30, 2025


          The table above provides a clear overview of five candidates, each designated by a unique code (V1-V5). It details their age, educational qualification (ranging from Degree to PhD), their assigned role (primarily Volunteer, with one Accountant), their significant years of service, and their current location within Ethiopia (including Hawassa, Dilla, Konsso, and Burayu). Furthermore, the table specifies their scheduled interview dates, which span from April 23 to April 30, 2025, offering a concise summary for evaluation.
Table 4.3: Administrative Personnel (AP) Demographic Characteristics
	Code
	Age
	Qualification
	Role
	Years of Service
	Location
	Interview Date

	AP1
	31
	Degree
	Admin. Staff
	7
	Ashewameda
	April 23, 2025

	AP2
	55
	Grade 12
	Admin. Staff
	20
	Debrebrihan
	April 24, 2025

	AP3
	30
	Degree
	Admin. Staff
	11
	Hawassa
	April 26, 2025

	AP4
	45
	Degree
	Admin. Staff
	10
	Addis Ababa
	April 26, 2025

	AP5
	39
	Diploma
	Admin. Staff
	10
	Debre Zeit
	April 28, 2025


The above table offers a clear and concise overview of five administrative staff candidates, each uniquely identified by a code from AP1 to AP5. It comprehensively outlines their age, educational qualification (ranging from a Grade 12 certificate to a University Degree), their consistent role as Admin. Staff, their substantial years of service which vary from 7 to 20 years, and their current location within Ethiopia, including Ashewameda, Debrebrihan, Hawassa, Addis Ababa, and Debre Zeit. Importantly, the table also specifies their scheduled interview dates, which span from April 23 to April 28, 2025, providing all crucial information for the study.
4.2 Thematic Findings
Theme 1: Perceptions of Ethical Leadership

Sub-theme 1.1: Definitions of Ethics

Interviewees described ethical leadership through diverse yet complementary lenses. Some aligned ethics with biblical principles, viewing it as "leading life with the word of God" (CL2, V2, V4, V1), suggesting a faith-based moral compass. Others emphasized universal moral standards, framing ethics as the discernment of "right or wrong" (CL1, AP3, AP5, V5). Additionally, ethics was seen as integral to institutional integrity, described as the "foundation of an organization" (CL1).
Sub-theme 1.2: Ethical vs. Unethical Behaviors

Participants identified specific behaviors that distinguish ethical from unethical leadership. Ethical conduct was characterized by integrity (CL1, CL3), transparency (CL1, V2), and servant leadership that prioritizes others (AP3). In contrast, unethical behaviors included abuse of power (CL1, V5), a lack of love and compassion in leadership (CL1, CL4), and financial misconduct (V3), highlighting both relational and operational failures in leadership ethics.
Sub-theme 1.3: Leadership Style Concerns

Leadership style emerged as a significant concern among participants, particularly the prevalence of one-man leadership, which, while enabling quick decisions, was seen to undermine inclusivity and shared decision-making (CL1, CL2, AP1). Others highlighted a lack of delegation, describing the leadership approach as "autocratic" (AP5). 
             These observations echo broader understandings of ethical leadership, which emphasize core values such as integrity, fairness, and accountability, as well as leaders' commitment to honesty, transparency, and consistency in their actions and decisions.
 Ethical leaders also foster trust and credibility through open communication, empathy, and responsiveness to others' needs.
 However, the concerns raised by participants appear to contradict MFNC’s espoused core values of "mutual trust" and "respect."
Theme 2: Impact on Organizational Commitment

Sub-theme 2.1: Positive Influences

Participants reflected on positive influences that have shaped ethical leadership within the organization. A strong shared vision during the early seasons fostered deep commitment and unity among members (CL3, V2, AP1). Additionally, an emotional and spiritual connection expressed as "fellowship with God strengthens loyalty" was seen as a key factor reinforcing dedication and ethical consistency among leaders and followers (CL1, V5).
Sub-theme 2.2: Decline in Commitment

Participants noted a visible decline in commitment within the organization, attributing it to a lack of accountability (CL1, CL2) and inadequate follow-up on responsibilities and initiatives (V4, V1). Leadership failures, particularly the pursuit of "personal ambition of ministers," were also cited as key contributors to waning dedication and trust (AP2, AP3). These concerns resonate with the concept of affective commitment, defined as the emotional attachment, identification, and involvement an individual has with their organization.
 In faith-based contexts, such commitment is often reinforced by alignment with shared spiritual values and a sense of divine calling, which strengthens mission-driven loyalty.
 However, the reported leadership shortcomings appear to undermine these foundational elements.
Theme 3: Challenges in Ethical Leadership & Commitment

Sub-theme 3.1: Leadership Challenges

 Leadership challenges were a recurring concern among participants, particularly regarding a lack of transparency, with financial mismanagement cited as a key issue (CL2). Resistance to change also emerged as a barrier to ethical leadership, typified by an “I know everything” attitude that hindered collaboration and growth (CL2).
Sub-theme 3.2: Organizational Challenges

Organizational challenges were also identified, particularly the absence of strategic planning, which resulted in inconsistent and random directives from leadership (CL1, CL2). Furthermore, certain ministries such as the children’s ministry were reported to be overlooked and under-resourced, reflecting a lack of holistic organizational focus (CL1, V4). Accordingly, Halafoff and Wright-Neville highlight that implementing ethical leadership in religious settings presents unique challenges, such as managing the delicate balance between spiritual authority and accountability.

Theme 4: Recommendations for Improvement

Participants offered several practical recommendations to enhance ethical leadership within the organization. They emphasized the need to restructure current leadership models by revising the one-man leadership approach (CL5), and called for improved accountability through measures such as regular audits (CL1). Capacity building was also highlighted, with a focus on leadership training for ministers to strengthen ethical and managerial competencies (CL1, AP3). Moreover, participants stressed the importance of strengthening internal communication by establishing effective feedback mechanisms (V4, V1). These suggestions align with Bass and Avolio’s principles of transformational leadership and Sargeant’s emphasis on ethical practices in nonprofit management, including fundraising.

4.3 Summary of Key Findings
Ethical Leadership is Biblically Grounded but Inconsistently Practiced
Ethical leadership within the organization is often rooted in biblical principles, with some leaders demonstrating integrity. However, inconsistent application of ethical standards, particularly in relation to power abuse, remains a persistent issue.
Organizational Commitment Has Declined 

While there was a strong sense of commitment and unity in the organization’s early years, this dedication has diminished over time. Poor leadership, including a lack of accountability and vision, has contributed to the erosion of commitment among members.
Structural and Cultural Challenges Hinder Growth 

Key challenges, including a lack of transparency, strategic planning, and delegation, have hindered the organization’s development. These structural and cultural issues, such as mismanagement and resistance to change, have weakened the organization’s ability to effectively function and grow.
Participant Recommendations Focus on Reform 

Participants suggested several measures for improvement, including restructuring leadership to move away from a one-man model, enhancing accountability through regular audits, and providing leadership training. These reforms are seen as crucial for restoring ethical leadership and fostering a healthier organizational culture.
4.4 Brief Descriptions of Participants FGD 
This section provides a summary of each participant’s demographic information. The participants are categorized into a group and coded A to E.
Table 4.4: Communal Respondents Demographic Characteristics

	Code
	Age
	Qualification
	Role
	Years of Service
	Location
	Discussion Date

	A
	28
	Level 4
	Senior Pastor
	9
	Sheger City 
	May 1, 2025

	B
	41
	Adv. Diploma
	Senior Pastor
	23
	Bishoftu 
	May 1, 2025

	C
	37
	Adv. Diploma
	Senior Pastor
	10
	Sendaffa 
	May 1, 2025

	 D
	36
	Degree 
	Senior Pastor
	15
	Addis Ababa
	May 1, 2025

	E
	35
	Adv. Diploma
	Senior Pastor
	15
	Hawassa 
	May 1, 2025


The table above offers a succinct overview of five Senior Pastor Applicants, each identified by a unique code (A through E). It meticulously details their age, level of educational attainment (ranging from Level 4 to a university Degree), their consistent pastoral position, their extensive service duration spanning from 9 to 23 years, and their current geographic region of residence in Ethiopia, including Sheger City, Bishoftu, Sendaffa, Addis Ababa, and Hawassa. Notably, all candidates are slated for a review session on the same date, May 1, 2025, providing a comprehensive snapshot for evaluative purposes.
4.5 Thematic Findings
Theme 1: Perceptions of Ethical Leadership

MFNC members and staff perceive ethical leadership as a dynamic interplay of spiritual integrity, disciplined performance, and organizational alignment. Thematic analysis reveals three core dimensions shaping their understanding.
Sub-theme 1.1: Spiritual and Moral Foundations

Ethical leadership is strongly rooted in faith, as reflected in the emphasis on living a "Christ lifestyle" and upholding moral, spiritual, and political principles within the association. Integrity, faithfulness, and compassion are considered essential traits, reinforcing the idea that leadership should embody ethical and moral responsibility.
Sub-theme 1.2: Performance and Discipline 

Beyond moral principles, ethical leadership is also defined by work ethics and accountability. Participants highlight the importance of maintaining disciplined performance, demonstrating industriousness, enthusiasm, and serving as role models. These elements suggest that ethical leadership is not only about values but also about practical engagement in one's duties.
Sub-theme 1.3: Organizational Alignment

Adherence to institutional rules and regulations is another crucial aspect. Transparency and minimizing power abuse emerge as key expectations, reflecting a desire for governance practices that foster fairness and trust within the organization.

             Overall, ethical leadership within MFNC is viewed as a balance between personal integrity, professional discipline, and organizational accountability. The interplay of faith, performance, and governance structures shapes how members and staff define ethical leadership, underscoring its significance in sustaining commitment and fostering a strong organizational culture.
Theme 2: Impact on Organizational Commitment

Ethical leadership significantly influences organizational commitment within MFNC by fostering trust, collaboration, and emotional engagement among members and staff. Two key themes emerge in shaping this connection:

Sub-theme 2.1: Trust and Collaboration

Ethical leadership establishes a foundation of mutual respect and cooperation. Participants underscore the importance of honoring one another, reinforcing a culture where individuals feel valued and motivated to contribute. Working collaboratively strengthens relationships and ensures alignment with shared goals, while ethical leadership is recognized as a crucial factor in maintaining trust and accountability.
Sub-theme 2.2: Emotional and Behavioral Attachment

Transparency plays a vital role in deepening emotional bonds within the organization. When leadership demonstrates openness and fairness, members experience a stronger sense of belonging. Ownership and responsible resource utilization further enhance commitment, as individuals take an active role in sustaining the organization's mission. Compassion and faithfulness, emphasized by participants, reinforce the idea that ethical leadership nurtures long-term dedication.

             Basically, ethical leadership fosters commitment by creating a culture of trust, transparency, and shared responsibility. Through collaborative efforts and value-driven practices, members and staff develop a lasting connection to the organization, ensuring its continued growth and stability.
Theme 3: Ethical Practices Enhance Commitment

Ethical practices that enhance organizational commitment within MFNC integrate skill development, role modeling, and spiritual engagement, creating a holistic approach to leadership and organizational growth. Three key themes emerge from participant responses:
Sub-theme 3.1: Capacity Building

Strengthening commitment begins with empowering individuals through instructions, training sessions, and leadership opportunities. Participants emphasize the value of structured learning, where leaders actively cultivate skills and knowledge, ensuring that members are well-equipped to contribute meaningfully to the organization's mission.
Sub-theme 3.2: Role Modeling

Ethical leadership is exemplified through visible actions, with leaders serving as models of integrity and passion. Participants highlight the importance of leaders demonstrating ethical behavior, inspiring others through their dedication and moral character. By embodying strong ethical values, leaders foster a culture of accountability and motivation.
Sub-theme 3.3: Spiritual Practices

Faith-centered engagement plays a significant role in reinforcing commitment. Prayer, spiritual discipline, and cross-level consultations are recognized as vital practices that strengthen alignment with organizational values. These elements create a sense of unity and shared purpose, deepening individuals' connection to the organization.
             Overall, ethical leadership enhances commitment by combining structured development, moral exemplification, and faith-based guidance. Leaders, who actively train, inspire, and nurture spiritual connections create an environment where members and staff feel valued, empowered, and dedicated to sustaining organizational success.
Theme 4: Ethical practices foster trust and collaboration 

Ethical leadership plays a vital role in shaping organizational culture by fostering motivation, ownership, and strong interrelationships among members and staff. The analysis highlights three key aspects of this influence:

Sub-theme 4.1: Igniting Working Spirit

Ethical leadership inspires a proactive and dedicated work ethic. Participants emphasize that it cultivates enthusiasm and perseverance, encouraging individuals to approach their responsibilities with energy and commitment.
Sub-theme 4.2: Endorsing Ownership 

           Leaders who uphold ethical values instill a sense of accountability and belonging among members. When individuals feel empowered and responsible for their contributions, they become more engaged in organizational goals, ensuring sustained commitment and progress.
Sub-theme 4.3: Strengthening Organizational Interrelationships

 Ethical leadership serves as a cornerstone for building meaningful connections within the organization. By fostering fairness, trust, and open communication, it creates an environment where collaboration thrives, reinforcing shared purpose and mutual support.
           In essence, ethical leadership unites individuals under a common vision, driving motivation, ownership, and cohesive relationships. Through consistency, fairness, and transparency, it strengthens the fabric of the organization, ensuring long-term stability and success.
Theme 5: Participant Recommendations

Participants provide several recommendations to enhance ethical leadership and strengthen organizational commitment within MFNC. Their suggestions focus on four key areas:

A. Improve Transparency

Upholding openness between leaders and ministers is essential to fostering trust and accountability. Participants emphasize minimizing power abuse and ensuring transparent communication, which helps create a fair and equitable leadership structure.
B. Support Leaders’ Well-being

Recognizing the significance of leaders' personal and family lives, participants advocate for initiatives that support the well-being of ministers and their families. Strengthening this foundation enhances their effectiveness in leading with integrity and dedication.
C. Strengthening Spiritual Culture 

Developing a leadership approach rooted in love and spiritual discipline is highlighted as a critical aspect. Participants stress the importance of leaders embodying genuine spiritual values, reinforcing faith-based principles within the organization.
D. Adopt Inclusive Practices

Learning from past experiences and engaging all leadership levels in decision-making processes can contribute to a more united and well-informed organization. Participants encourage broad consultations to ensure diverse perspectives shape policies and direction.

             Generally, these recommendations emphasize the need for ethical leadership that prioritizes transparency, well-being, spiritual depth, and inclusivity. By embracing these principles, MFNC can cultivate a leadership culture that nurtures trust, commitment, and organizational resilience.
CHAPTER FIVE: DISCUSSION CONCLUSION AND RECOMMENDATIONS
This chapter synthesizes the study’s key findings, interprets them in light of the theoretical framework, and addresses the research objectives. It concludes with practical recommendations for Mission for Nation Church (MFNC) and avenues for future research.
5.1 Summary of Key Findings
The study identified four central themes that shed light on the current state of leadership and organizational dynamics within MFNC. Firstly, ethical leadership was primarily understood by participants as being rooted in biblical values, moral principles, and alignment with organizational standards. However, a significant gap was noted between the organization's stated core values such as integrity and mutual trust and actual leadership behaviors, with concerns raised about financial transparency and misuse of authority.

              Secondly, the impact of leadership on organizational commitment was evident across different periods. During the organization's earlier phases, there was strong affective commitment driven by a shared vision and servant leadership. Over time, however, this commitment declined due to increasing mistrust stemming from inadequate accountability measures and centralized, leader-driven decision-making processes.

              Thirdly, the organization faces both structural and cultural challenges. Structurally, the absence of strategic planning and the neglect of vital ministries, such as children’s programs, were highlighted. Culturally, issues like resistance to change and informal groups were seen as barriers to progress.

               Finally, participants recommended several key interventions: restructuring the leadership framework, introducing regular audits to ensure transparency, and prioritizing leadership training to better align practices with the organization's values and mission.
Moreover, the Focus Group Discussion (FGD) insights reinforced these findings, particularly highlighting that ethical leadership is perceived as a balance of spiritual integrity, disciplined performance, and alignment with institutional regulations. FGD participants consistently emphasized the role of transparency, cross-level consultations, and compassion in sustaining commitment and trust within MFNC. These group insights echoed earlier interview themes and added stronger confirmation of shared values and collective priorities.
5.2 Discussion of Findings
The discussion of findings highlights how MFNC’s leadership practices intersect with established theories and literature in ethical leadership and organizational behavior, particularly within faith-based contexts. Participants consistently emphasized the importance of biblical values in defining ethical leadership, aligning with spiritual leadership frameworks advanced by Fry and Patterson as spirituality in leadership also enhances trust and loyalty by fostering empathy and emotional intelligence, which contribute to an atmosphere of care and mutual respect.
 
               Greenleaf's servant leadership philosophy, which prioritizes inclusivity and participatory governance, contrasts with MFNC's prevalent "one-man leadership" style. Servant leadership, which has its roots in spiritual principles, places a high priority on helping others and cultivates an ethical workplace culture that increases employee loyalty and pleasure.
 Servant leadership aims to empower people rather than consolidate power in the hands of one leader by putting the welfare of followers at the center of leadership. 

Biblical leadership concepts also support decentralized accountability as opposed to centralized authority. According to Exodus 18:21-22, "Moreover thou shalt provide out of all the people able men, such as fear God, men of truth, hating covetousness; and place such over them, to be rulers of thousands, and rulers of hundreds, rulers of fifties, and rulers of tens: And let them judge the people at all seasons." This advice emphasizes how crucial it is to provide leadership responsibilities to competent people who respect moral principles in order to ensure efficient governance and accountability.
               The servant leadership style is also emphasized in Matthew 20:28, where it is stated that "Even as the Son of man came not to be ministered unto, but to minister, and to give his life the ransom for many." This supports the notion that service, not power, should be the focus of leadership. Furthermore, Mark 6:7 demonstrates the practice of shared leadership when Jesus equips his followers with spiritual authority by sending them out two by two: "And he called unto him the twelve, and began to send them forth by two and two; and gave them power over unclean spirits." This strategy exemplifies the value of teamwork and empowerment-based leadership over individual authority.

              Organizations can foster a culture that encourages moral governance, group accountability, and sustainable growth by abandoning "one-man leadership" and adopting the ideas of servant leadership.
              This deviation undercuts the transparency and role modeling emphasized by Ethical Leadership Theory as Brown et al., emphasizes as the role of leaders in promoting ethical behavior and creating an ethical organizational culture.
 It is also vital for building trust and, subsequently, affective organizational commitment as per the observation of Meyer & Allen that commitment in the for-profit sector is typically driven by extrinsic factors such as salary, benefits, and career advancement opportunities.

               Organizational commitment within MFNC has experienced notable shifts. In its early years, strong affective commitment emerged from alignment with the church’s mission, echoing Kristof-Brown et al.’s concept of person-organization fit: the role of leaders in promoting ethical behavior and creating an ethical organizational culture.
 Over time, however, factors such as emotional dependency on the spiritual community (linked to continuance commitment per Becker’s [1960] "side-bet" theory) and moral disillusionment due to unethical leadership actions (impacting normative commitment as outlined by Wiener [1982]) led to a marked decline in overall commitment.

                 Moreover, the study revealed unique challenges rooted in MFNC’s faith-based identity. A key barrier was the perception of spiritual leaders as infallible, which impedes accountability a dynamic noted by Jeavons in religious NGOs as the alignment of an organization's mission and values with shared spiritual beliefs deepens emotional connections, with many individuals viewing their work as a divine calling, as noted by Jeavons and Wong and Wong.
 In addition, the church struggled with volunteer engagement, as competing priorities and lack of structured support mirrored challenges identified by Cnaan and Cascio in sustaining volunteer involvement as emotional investment strengthens commitment through volunteerism and social identity, it may also lead to burnout.
 
Focus Group participants reaffirmed these dynamics, emphasizing that visible servant leadership, ethical role modeling, and access to open feedback channels were all perceived as lacking yet vital. Their collective narratives added nuance by showing how spiritual loyalty, when not matched by administrative fairness and accountability, leads to frustration and disengagement. This supports the view that emotional and behavioral attachments must be nurtured through congruent actions from leadership.
              These findings suggest a pressing need for balance between spiritual authority and transparent governance, as well as improved management of human resources within the faith-based framework.
5.3 Contributions to Knowledge
The study makes both theoretical and practical contributions to the existing body of knowledge. Theoretically, it extends Ethical Leadership Theory by applying it to faith-based organizational contexts, revealing how cultural dynamics such as the tension between communal decision-making and autocratic leadership shape ethical perceptions and practices. This contextual application underscores the need to adapt leadership theories to reflect localized socio-cultural realities.
             Practically, the study offers MFNC a tangible framework for reform by encouraging alignment of leadership practices with biblical principles, particularly Ephesians 4:12, which emphasizes "equipping the saints" for ministry. This serves as a blueprint for cultivating inclusive, servant-oriented leadership and restoring trust and commitment within the organization.
5.4 Limitations and Future Research
This study acknowledges several limitations that may affect the generalizability of its findings. Primarily, the sample was limited to MFNC staff and members, introducing potential sample bias and restricting broader applicability. Secondly, the reliance on self-reported data through interviews presents a risk of bias, as participants may have offered socially desirable responses or withheld critical perspectives.

                For future research, quantitative approaches are recommended to deepen understanding of the relationships identified. Specifically, studies using ethical leadership scales (ELS) alongside organizational commitment questionnaires (OCQ) could provide measurable insights into the correlation between leadership behavior and commitment levels. In addition, cross-cultural comparisons with other Ethiopian churches would help determine whether the patterns observed in MFNC are unique or reflective of broader trends within the country’s faith-based institutions.
5.5 Conclusion
In conclusion, this study demonstrated the critical role of ethical leadership in shaping organizational commitment within MFNC, exposing disconnects between the church’s biblical ideals and its leadership practices. The findings highlight the urgent need for reform in areas such as transparency, accountability, and participatory leadership. By adopting the recommended changes, MFNC has the opportunity to rebuild trust, enhance long-term commitment among its members, and position itself as a model for other faith-based organizations, both within and beyond.

            The study’s key strengths lie in its cohesive structure clearly linking empirical findings to established theory and translating them into practical, actionable solutions. It maintains an academically rigorous yet humble tone, particularly in its transparent acknowledgment of methodological limitations. Furthermore, its integration of Scripture, such as the application of Ephesians 4:12, ensures that its recommendations are firmly rooted in MFNC’s theological identity, reinforcing the relevance and resonance of its proposed path forward.
5.6 Recommendations
The study offers targeted recommendations for both MFNC leadership and broader faith-based organizations. For MFNC, structural reforms are essential to address leadership centralization and policy gaps. These include decentralizing decision-making through advisory committees and revising key policies, particularly those concerning financial transparency and child protection. To enhance leadership effectiveness, capacity-building initiatives are also recommended, such as ongoing ethics training guided by Treviño and Brown’s (2004) "moral manager" model, and mentorship programs to bridge generational divides.

            Culturally, MFNC is encouraged to foster a shift toward servant leadership by embedding its principles-articulated by Van Dierendonck and Greenleaf as servant leadership emphasizes serving others and prioritizing the well-being of followers, thereby fostering an ethical culture within organizations while increasing employee satisfaction and loyalty—into both pulpit teachings and performance evaluations.
 This approach would help internalize values of humility, accountability, and service throughout the organization.

             For faith-based organizations more broadly, the study recommends the adoption of hybrid governance models that combine spiritual oversight with elected leadership structures to ensure balanced authority and accountability, as suggested by Halafoff and Wright-Neville as ethical leadership in religious settings presents unique challenges, such as managing the delicate balance between spiritual authority and accountability.
 
             Furthermore, conducting annual organizational climate surveys is advised to track trends in commitment and engagement, enabling timely and data-informed leadership responses.
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APPENDICES 
Appendix I: Consent Form
Ethiopian Graduate School of Theology (EGST) Program of MALM 

Code _________________ 

Date of Interview _________________ 

Introduction and Consent Statements

My name is Aynalem Mersie Kokeb. I am now working on my thesis, "Exploring the Experiences of Ethical Leadership and Organizational Commitment in Mission for Nation Church," as a Master's student in the EGST department of MALM. Thus, your collaboration is what enables me to achieve the study's goals. Therefore, I respectfully ask that you contribute your knowledge, experience, and perspective. I want to reassure you that whatever information you choose to disclose during our conversation will be kept private and used exclusively for educational purposes. 

If the questions make you uncomfortable, you are also free to stop answering and to refuse to answer. You are under no obligation to enter into a contract that requires you to continue the research through to its conclusion. Your voluntary participation in this study will result in the recording of your information using a code. The results of this investigation will be reported and submitted to the EGST of MALM department. So, are you willing to take part in this research? 
Yes__________________

No__________________

Thank you very much for your participation!

Research site_____________ 

Date____________ 

Time __________ 
Appendix II: Questionnaire
Staff (church leaders, administrative personnel, and volunteers) and church members Interview 
Part I 

Demographic Characteristics
1. Sex ___________ 

2. Age _______

3. Educational background __________________

3. Position (responsibility) in the church _____________________________

4. Title _____________________________  

5. For how long you stayed ________________  
Part two

Semi-Structured Interview Questions

1. How do you define ethics? 

2. How do you define organization and organizational commitment? (Is there organizational commitment in MFNC? If yes, what are the indicators?)

3. How would you describe the leadership practices at Mission for Nation Church (MFNC)? 

4. Can you provide examples of ethical leadership behaviors you have observed among the church leaders? What about the unethical ones? 

5. In what ways do you believe ethical leadership influences your emotional connection to the church? What about the unethical ones?   
6. How does the leadership at MFNC impact your sense of obligation to remain involved with the church?  How?

7. What challenges have you observed in maintaining ethical leadership within MFNC? What about organizational commitment ones? 

8. How do you think the church’s mission aligns with its leadership practices? 
Part three 

Focus Group Discussion (FGD) Questions

1. How do you define ethics? 

2. How do you define organizational commitment? 

3. What are the common perceptions of ethical leadership among church members and staff? 

4. How do ethical leadership practices contribute to fostering trust and collaboration within MFNC? 

5. In what ways do you think ethical leadership impacts organizational commitment, such as emotional attachment or continued involvement? 

6. Can you identify specific practices by the church leadership that have enhanced your commitment? 

7. What recommendations do you have for improving ethical leadership practices in MFNC? 
Appendix III: Amharic version of consent form and Questionnaire
የኢትዮጵያ የሥነ-መለኮት ድህረ ምረቃ ትምህርት ቤት የአመራርና አስተዳደር ድህረ ምረቃ ዲፓርትመንት  
ቀን _______________________

መለያ ቁጥር ______________________

መግቢያና ስምምነት
ስሜ አይናለም መርሴ ኮከብ ይባላል፡፡ በኢትዮጵያ የሥነ-መለኮት ደህረ-ምረቃ ትምህርት ቤት፡ በአመራርና አስተዳደር ትምህርት ክፍል የድህረ-ምረቃ ተማሪ ስሆን፤ በአሁኑ ሰዓት ″ሥነ ምግባራዊ አመራርና የተቋም መሰጠት ልምድ ምን ይመስላል″ በሚል ርዕስ በተልዕኮ ለትውልድ ቤተ ክርስትያን ውስጥ ጥናት በማድረግ ላይ እገኛለሁ፡፡ የእናንተ ቀና ትብብር ለዚህ ጥናት ዓላማ መሳካት አብይ ጉዳይ ነው፡፡ ስለዚህ ያላችሁን ልምድ፡ ችሎታና ዕዉቀት እንድታካፍሉኝ ስል በትህትና እጠይቃለሁ፡፡ በዚህ መጠይቅ ወቅት ማንኛውም ሰዉ ለዚህ ጥናት የሚሰጠዉ መረጃ ለዚህ ጥናት አገልግሎት ብቻ የሚዉል እና ምስጥራዊነቱ የተጠበቀ ነው፡፡ 
በተነሱት ጥያቄዎች ላይ መልስ ያለመስጠት፤ በመሀል አቋርጦ የመሄድ (የማቆም) ወይም እስከ ጥናቱ መጨረሻ ያለመቆየት መብታችሁ እንደተጠበቀ ሆኖ ከእናንተ ያገኘኋቸውን መረጃዎች ለሌላ ሶስተኛ ወገን ተላልፈው የማይሰጡ ስለመሆኑ እንዲሁም የግለሰቡን ሚስጢር በታማኝነት ለመጠበቅ ቃል መግባቴን ጭምር አሳዉቃለሁ፡፡ ስለዚህ እናንተ በዚህ ጥናት ለመሳተፍ ፍቃደኛ ከሆናችሁ የምትሰጡኝን መረጃ በልዩ መለያ(ኮድ) በመመዘገብ የማስቀምጥ መሆኑን እገልጻለሁ፡፡ በመጨረሻም የዚህ ጥናት ዉጤት ለኢትዮጵያ የሥነ መለኮት ድህረ ምረቃ ትምህርት ቤት አመራርና አስተዳደር ትምህርት ክፍል  የሚቀርብ እና ሪፖርት የሚደረግ ይሆናል፡፡ 

ስለዚህ፡ በጥናቱ ለመሳተፍ ፍቃደኛ ነዎት? 

አዎ ____________ 

አይደለሁም _______ 

ስለ ተደረገልኝ ትብብር ሁሉ በጣም አመሰግናለሁ!!!
ጥናቱ የተካሄደበት ሥፍራ _____________________

ቀን _________________
ሰዓት ___________________________________
ለቤተ ክርስትያን አመራሮች፣ አስተዳደር ሠራተኞች፣ የበጎ ፈቃድ አገልጋዮች፣ አባላት ቃለ መጠይቅ
ክፍል አንድ 
1. ጾታ ________________
2. እድሜ _____________
3. የትምህርት ደረጃ ___________________________________
4. በቤተ ክርስትያን ያለዎት ሃላፊነት ___________________________________
5. ማዕረግ ___________________________________
6. ለምን ያህል ጊዜ በቤተ ክርስትያኑ ቆይተዋል? ___________________________________
ክፍል ሁለት
የነፍስ ወከፍ (የግል) የቃለ መጠይቅ ጥያቄዎች
1. ሥነ ምግባርን እንዴት ትፈታዋለህ/ትፈቺዋለሽ?  
2. የተቋም መሰጠትን እንዴት ትፈታዋለህ/ትፈቺዋለሽ? (በተ.ለ መሰጠት አለ ወይ? ካለ፣ ማሳያው ምንድን ነው?) 
3. በተልዕኮ ለትውልድ ቤተ ክርስትያን ያለውን የአመራር ሂደት እንዴት ትገልጸዋለህ/ትገልጪዋልሽ?     
4. በቤተ ክርስትያን አመራሮች ላይ ካየኸው ሥነ ምግባራዊ አመራር ባህሪያት ምሳሌ መስጠት ትችላለህ/ትችያለሽ?
4.1 በቤተ ክርስትያን አመራሮች ላይ ካየኸው ኢ-ሥነ ምግባራዊ አመራር ባህሪያት ምሳሌ መስጠት ትችላለህ/ትችያለሽ?

5. ሥነ ምግባራዊ አመራር ከቤተ ክርስትያን ጋር ባለህ ግንኙነትና ስሜት ላይ በምን መልኩ ተጽእኖ ያሳድራል በልህ ታምናለህ/ታምኚያለሽ? 
5.1 ኢ-ሥነ ምግባራዊ አመራር ከቤተ ክርስትያን ጋር ባለህ ግንኙነትና ስሜት ላይ በምን መልኩ ተጽእኖ ያሳድራል በልህ ታምናለህ/ታምኚያለሽ?

6. በተልዕኮ ለትውልድ ቤተ ክርስቲያን ያለው አመራር ግዴታህን እየተወጣህ በቤተ ክርስትያኑ እንድትቆይ ተእጽኖ አሳድሮብሃል/አሳድሮብሻል? ከሆነ እንዴት ነው ተእጽኖ ያሳደረብህ/ያሳደረብሽ?   
7. በተልዕኮ ለትውልድ ቤተክርስቲያን ውስጥ ሥነ ምግባራዊ አመራርን ከማስፈን አንጻር ምን ዓይነት ተግዳሮቶችን ተመልክተሃል/ተመልክተሻል? (ከተቋም መሰጠት አንጻርስ ተግዳሮቶቹ ምንድን ናቸው?)   
8. የቤተ ክርስቲያኑን ተልዕኮ  ከአመራሩ ልምምድ ጋር እንዴት ማቀናጀት ይቻላል ብለህ ታስባለህ/ታስቢያለሽ?
ክፍል ሶስት
የቡድን ውይይት ጥያቄዎች
1. ሥነ ምግባርን እንዴት ትፈቱታላችሁ?
2. የተቋም መሰጠት እንዴት ትፈቱታላችሁ?
3. ስለ ሥነ ምግባራዊ አመራር የቤተ ክርስትያን መእመናንና አገልጋዮች የጋራ የሆኑ አመለካከቶች ምን ምን ናቸው?
4. በተልዕኮ ለትውልድ ቤተ ክርስቲያን የሥነ ምግባራዊ አመራር ልምምዶች መተማመንን እና ትብብርን ለማጠናከር ምን ዓይነት አስተዋጻ ይኖራቸዋል?
5. ሥነ ምግባራዊ አመራር ተቋምን ተሰጥቶ በማገልገል ረገድ በምን ዓይነት መንገድ ተጽእኖ ያሳድራል ብላችሁ ታስባላችሁ? ለምሳሌ የመተሳሰር  ወይም ያለማቋረጥ
6. ለአገልግሎት መሰጠትህን (ቁርጠኝነትህን) ሊያጎለብቱ የሚችሉ፥ በቤተ ክርስትያኑ አመራር የተከናወኑና ልትገልጻቸው የምትችላቸው ተግባራት አሉ?
7. በተልዕኮ ለትውልድ ቤተ ክርስትያን ያለውን ሥነ ምግባራዊ አመራር ከማሻሻል አንጻር ምን መደረግ አለበት ትላለህ/ትያለሽ?
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