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Abstract: This article presents a research study that explores the relationship between ethical leadership, self-efficacy, and employee
innovative behavior and knowledge sharing behavior in the textile industry of Pakistan. As a significant sector employing a substantial portion
of the country’s workforce, understanding the interplay of leadership and employee behaviors in the textile industry is critical. Employing
a quantitative research approach, primary data is collected through an adapted structured questionnaire using a 5-Likert scale to measure
responses. The questionnaire assesses participants’ perceptions of their leaders’ ethical behavior, their self-efficacy, and their innovative
and knowledge-sharing behaviors. The sample consists of 350 participants working in apparel outlets and textile firms in Islamabad and
Rawalpindi, selected through convenience sampling. Statistical analyses in SPSS software include correlation, regression, and mediation
analyses. The results reveal a positive impact of ethical leadership on self-efficacy in the textile industry of Pakistan, indicating that ethical
leaders inspire self-confidence and self-belief in their employees. In turn, this self-efficacy drives innovative behavior and knowledge sharing
among employees. Furthermore, the study finds that self-efficacy mediates the relationship between ethical leadership and employee innovative
behavior and knowledge sharing. This suggests that self-efficacy acts as a mechanism through which ethical leadership influences employee
behavior. The study concludes that ethical leadership is crucial in fostering innovative and knowledge-sharing behaviors among employees in
the textile industry of Pakistan. These findings have practical implications for leaders, highlighting the importance of ethical leadership and
its potential to inspire and motivate employees to engage in innovative and knowledge-sharing behaviors. This research sheds light on the
significance of ethical leadership in promoting positive organizational outcomes in the textile industry and beyond.
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INTRODUCTION
Leadership has always been a critical determinant of organizational success, shaping the culture, efficiency,

and adaptability of businesses in a constantly evolving world. Over time, the concept of leadership has evolved,
encompassing various dimensions and approaches, with contemporary leaders viewed as individuals who not only
wield authority but also inspire and empower their teams to drive creativity and surpass their potential (Javed et al.,
2021). Effective leadership plays a pivotal role in determining employee responsiveness, attitude, and creativity,
leading to organizational change and recognition of their innovative contributions (Na-Nan et al., 2019). As
businesses face heightened competition and complexities, effective leadership becomes even more crucial, guiding
employees to improve their behaviors and drive positive outcomes in the workplace (Ilyas et al., 2020).

Ethical leadership is a higher-order construct comprising components such as management-by-exception and
contingent reward (Su et al., 2021). Ethical leadership is of utmost importance in making organizations more
efficient and trustworthy by encouraging employees to manufacture products at the appropriate time, place, quantity,
and with desired quality and value (Özsungur, 2019). In the contemporary business environment, organizations
encounter multifaceted challenges that require effective decision-making and innovative solutions to sustain their
competitiveness (Bashir et al., 2023; Bhatti et al., 2021). In this context, employees’ opinions and ideas play a
crucial role in fostering innovation and promoting knowledge sharing to enhance overall organizational performance
(Asurakkody & Kim, 2020; Jam et al., 2010).
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Self-efficacy, as a psychological construct, plays a vital role in influencing individual performance and behavior.
It refers to an individual’s belief in their ability to overcome challenges, achieve goals, and thrive (Judge & Bono,
2001). Self-efficacy is closely linked to an individual’s perception of their capability to mobilize resources and
knowledge to cope with current situations (Wood & Bandura, 1989). Employees with higher self-efficacy are more
open to change and are more likely to explore innovative solutions (Eby et al., 2000). Consequently, self-efficacy
emerges as a crucial factor in an organization’s success.

In the context of the textile industry in Pakistan, where a significant portion of the country’s workforce is
employed, understanding the complex relationship between leadership and employee behaviors becomes paramount.
The textile industry is a critical economic driver, and its ability to thrive in a competitive global market depends
on effective leadership practices that inspire and motivate employees (Özsungur, 2019). Moreover, in a rapidly
changing industry, marked by technological advancements and shifting consumer demands, leadership plays a
critical role in guiding organizations towards sustainable growth and innovation (Bhatti et al., 2021).

Within this organizational setting, employees’ innovative and knowledge-sharing behaviors are indispensable
for the textile industry’s sustained growth and competitive advantage (Hao et al., 2019). Employees who actively
engage in innovative and knowledge-sharing behaviors contribute to process improvement, problem-solving, and
enhance organizational learning. Effective leadership plays a pivotal role in fostering these behaviors by cultivating
an inclusive and psychologically safe environment where employees feel encouraged to share their ideas and
insights (Laraib & Hashmi, 2018; Wadei et al., 2021).

Hence, this study aims to investigate the intricate interplay between ethical leadership, self-efficacy, employee
innovative behavior, and knowledge-sharing behavior within the textile industry of Pakistan. To achieve this, the
following research objectives have been defined:

1. To examine the impact of ethical leadership on self-efficacy in the textile industry.
2. To determine the influence of employee innovative behavior on self-efficacy in the textile industry.
3. To explore the relationship between knowledge-sharing behavior and self-efficacy in the textile industry.
4. To investigate how self-efficacy mediates the relationship between ethical leadership and employee innovative

behavior in the textile industry.
5. To assess how self-efficacy mediates the relationship between ethical leadership and knowledge-sharing

behavior in the textile industry.
To address the research objectives, the following research questions have been formulated:
1. What is the impact of ethical leadership on self-efficacy in the textile industry?
2. How does employee innovative behavior influence self-efficacy in the textile industry?
3. What is the relationship between knowledge-sharing behavior and self-efficacy in the textile industry?
4. Does self-efficacy mediate the association between employee innovative behavior and ethical leadership in

the textile industry?
5. Does self-efficacy mediate the association between knowledge-sharing behavior and ethical leadership in the

textile industry?
By employing a quantitative research approach and utilizing primary data collected through a structured

questionnaire, the study aims to measure employees’ perceptions of their leaders’ ethical behavior, self-efficacy
beliefs, and behaviors related to innovation and knowledge sharing. The sample population will consist of
350 participants from apparel outlets and textile firms located in Islamabad and Rawalpindi, selected through
convenience sampling. Statistical analyses, including correlation, regression, and mediation analyses, will be
conducted using SPSS software.

The anticipated findings of this study hold significant implications for both theory and practice. Understanding
the relationship between ethical leadership, self-efficacy, and employee behavior in the context of the textile
industry can offer valuable insights into how leaders can inspire confidence and belief in their employees, leading
to enhanced innovative and knowledge-sharing behaviors. Moreover, the study’s focus on the mediating role of
self-efficacy provides a nuanced understanding of the underlying mechanisms through which ethical leadership
influences employee behavior.

The study’s findings can guide textile industry leaders in adopting ethical leadership practices to promote
employee self-efficacy and cultivate a workforce that actively engages in innovation and knowledge sharing. Such a
transformation in the textile industry would not only ensure its individual success but also contribute to the broader
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economic development of Pakistan. As such, this research can play a pivotal role in shaping the future of the textile
industry and its contributions to the nation’s prosperity.

LITERATURE REVIEW
Ethical Leadership and Employee Innovative Behavior

In contemporary organizations, ethical leadership plays a crucial role in fostering a work environment that
encourages employee innovative behavior. Ethical leaders exhibit behaviors that create respect and dignity for
others, empowering employees to seek new information, ideas, and skills to enhance their problem-solving and
decision-making abilities (Fukuoka et al., 2020). By treating workers with decency and providing them with
autonomy, ethical leaders instill a sense of ownership and control over their work, enabling them to initiate valuable
improvements in existing processes (Nazir et al., 2020). The open communication and emphasis on job ethics and
norms demonstrated by ethical leaders create an atmosphere where employees feel psychologically safe to propose
unique ideas for service enhancement (Young & Xinxin, 2013).

H1: There is a significant and positive impact of Ethical leadership on employee’s innovative behavior.

Ethical Leadership and Knowledge Sharing Behavior
Ethical leaders play a pivotal role in inspiring and motivating employees to engage in knowledge sharing behav-

ior. By reducing physical barriers and promoting a trustworthy workplace, ethical leaders create an environment
that encourages knowledge sharing (Men et al., 2020). Through their demonstration of values and organizational
standards, such as kindness and prioritizing the needs of others, ethical leaders cultivate a culture of knowledge
sharing (Banks et al., 2021). By removing organizational obstacles and providing fair compensation for resources,
ethical leaders incentivize employees to share their expertise with their colleagues (Castellani et al., 2021). Ethical
leaders also encourage employees to engage in social norms like helping others attain knowledge while reducing
deviance within the organization (Gernot et al., 2020; Khan et al., 2022).

H2: There is a significant and positive impact of ethical leadership on knowledge sharing behavior.

Ethical Leadership and Self-Efficacy
Ethical leadership is characterized by the ability to transform individuals through both words and actions,

inspiring them to share the leader’s vision and take action accordingly (Sarkodie & Kim, 2020). It is a form of
leadership where leaders prioritize in-role high performance and focus on promoting adherence to established norms
rather than provoking novel actions (Hao et al., 2019). While the link between ethical leadership and self-efficacy
has been explored in various studies, there remains ample room for investigating the influential relationship between
the two (Shafique et al., 2019). Ethical leaders have the potential to directly impact followers’ self-efficacy, as
perceived support for innovation and psychological empowerment have been identified as important sources of
self-efficacy (Us et al., 2021).

Ethical leadership enhances employees’ likelihood of success by positively influencing their performance
(Wadai et al., 2021). This boost in confidence is a result of fair treatment and just rewards for employees’ efforts
(Ahmed et al., 2023; Ashfaq et al., 2021). Ethical leaders serve as role models for success by demonstrating how
ethical behavior can lead to achievements. Witnessing such success instills employees with the belief that they too
can achieve greatness through ethical behavior, thereby increasing their self-confidence and self-belief (Javed et al.,
2021).

H3: There is a significant and positive impact of ethical leadership on self-efficacy.

Self-Efficacy and Employee Innovative Behavior
Self-efficacy plays a vital role in influencing an individual’s performance and behavior within an organization.

It refers to an individual’s belief in their ability to perform tasks successfully and achieve desired goals (Bhatti et
al., 2021). People with high self-efficacy are more likely to tackle challenging tasks, be proactive in seeking out
opportunities, and exhibit innovative behavior (Wang et al., 2021). In organizations that value and reward creative
work, self-efficacious employees are more likely to cope with setbacks and engage in creative and innovative tasks
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(Sarkodie & Kim, 2020). Self-efficacy is closely tied to an individual’s intrinsic motivation and goal setting, driving
them to perform tasks effectively and excel in their work (Javed et al., 2021).

H4: Self-efficacy has a positive and significant impact on employee innovative behavior.

Self-Efficacy and Knowledge Sharing Behavior
Self-efficacy also influences an individual’s motivation and willingness to engage in knowledge sharing behavior.

When individuals possess higher levels of self-efficacy, they are more proactive, dedicated, and inclined to share
their expertise with others (Kim et al., 2021). Knowledge sharing behavior is driven by an individual’s perception
of their contribution to the organization’s goals and their belief in the positive impact of sharing knowledge with
others (Na-Nan et al., 2019). Organizations that encourage and recognize knowledge sharing through systematic
structures and reward mechanisms foster an environment where employees are motivated to share their knowledge
(Mehmood et al., 2020). Additionally, an individual’s own networks and relationships influence and encourage
them to share knowledge (Lei et al., 2019).

H5: There is a significant and positive impact of self-efficacy on employee knowledge sharing.

Mediating Role of Self-Efficacy
Ethical leadership has a direct impact on both employee innovative behavior and knowledge sharing behavior

due to the positive values and norms that ethical leaders exemplify (Sarkodie & Kim, 2020). Ethical leaders create
an atmosphere where employees feel psychologically safe to propose and share new ideas and knowledge with
others (Wadai et al., 2021). Employees under the influence of ethical leaders are less likely to engage in knowledge
hiding, as ethical behavior discourages concealment and dishonesty (Na-Nan et al., 2019). This creates a conducive
environment for knowledge sharing, where employees are encouraged to exchange information and expertise (Us et
al., 2021).

H6: Self-efficacy mediates the relationship among ethical leadership and employee innovative behavior.

H7: Self-efficacy mediates the relationship between ethical leadership and knowledge sharing behavior.

By investigating the intricate relationships between ethical leadership, self-efficacy, employee innovative
behavior, and knowledge sharing behavior, this study seeks to contribute to the existing literature on leadership and
employee behaviors in the textile industry of Pakistan. The proposed research will shed light on the role of ethical
leadership in promoting employee self-efficacy and how self-efficacy, in turn, influences employee innovative
and knowledge-sharing behaviors. These insights hold practical implications for leaders in the textile industry,
providing guidance on fostering a positive and innovative work environment that leads to sustained growth and
competitiveness in the global market. Moreover, the study’s findings can contribute to the broader understanding of
leadership and employee behavior, benefiting organizations across different sectors and settings.

Theoretical Framework

Figure 1: Theoretical Framework
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RESEARCH METHODOLOGY

The research methodology section outlines the approach and techniques used to investigate the specific research
aims of the study. This chapter encompasses the research design, target audience, sampling strategy, sample size,
unit of analysis, assessment of variables, data collection tool, data collection technique, data collection software,
and researcher interference. A comprehensive explanation of the research methodology is essential for any study,
and rigorous data analysis is a fundamental part of the research process.

Study Setting

The present study adopts a non-contrived context, employing distributed questionnaires in a natural environment
to collect data from employees in Pakistan’s IT sector. This approach ensures that data are collected in real-world
settings, reflecting the actual experiences and perceptions of the participants.

Time Horizon

In line with Saunders et al.’s (2009) research onion, the time horizon represents the stage of research that clarifies
the type of time perspective used, whether cross-sectional or longitudinal. For this research study, a cross-sectional
approach is employed as the time horizon due to constraints in terms of limited time and financial resources. Data
are gathered from employees in the banking and IT sectors in Islamabad, as well as from development projects like
the orange train in Lahore.

Research Approach

The research approach for this study is deductive and explanatory. It involves examining the impact of one
variable on another and using the results to make predictions about future associations. The study explores causal
relationships between the variables under consideration, wherein one variable influences and changes another to
some extent.

Unit of Analysis

The unit of analysis for this study is employees working at the managerial level or above in Pakistani textile
companies. These individuals constitute the primary focus of the investigation, and their perceptions and behaviors
are examined in relation to the research variables.

Population

The population refers to the intended audience for the study, which, in this case, includes employees working
for textile firms in the twin cities of Rawalpindi and Islamabad, Pakistan. Since gathering data from the entire
population is practically unfeasible, a representative sample is chosen for data collection. The target group for this
study is employees in textile firms, and a sample of 400 respondents is selected using the Morgan Table, Sample
Size Calculator, and other appropriate tools.

Sampling

An ideal sample size is crucial for accurate representation of the population. In accordance with previous
research, a sample size larger than 30 and less than 500 is considered appropriate for most studies. Therefore,
400 questionnaires are distributed to the sample population, and 375 respondents complete the questionnaire,
meeting the recommended sample size criteria. The sampling technique used is purposive sampling, a type of
non-probability sampling where researchers deliberately select individuals to participate in the survey based on their
judgment. This approach helps ensure data collection even in challenging situations like the COVID-19 pandemic,
as only willing participants who opt to take part in the study are approached.

Data Collection Procedure

The data collection procedure involves distributing 400 questionnaires to the sample population, with 375
respondents completing the survey. The questionnaire is adapted from prior research projects and presented in
sections to facilitate respondents’ understanding and provide reliable responses. Google forms are utilized to collect
responses and conduct surveys, ensuring ease of participation. The respondents are informed that the questionnaire
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is exclusively used for academic research purposes.

Data Analysis Techniques
Data analysis is a critical step following data collection, involving the use of statistical tests to evaluate the

information gathered from survey respondents. The study employs correlation, regression, and mediation analysis
to investigate the relationships among the research variables: ethical leadership (independent variable), self-efficacy
(mediator), employee innovative behavior, and employee knowledge sharing (dependent variables). Statistical
Package for the Social Sciences (SPSS) software is utilized for the data analysis process, facilitating rigorous
examination and interpretation of the study’s findings.

DATA ANALYSIS AND FINDINGS
This study collected data from 400 respondents (employees working for apparel outlets and textile firms

operating in Islamabad and Rawalpindi) on a given standardized questionnaire. Data was analyzed using SPSS
Software (SPSS 21).

Data Analysis
Demographics: Questionnaire was divided into several portions to collect the data. The demographic data was
based on gender, age, education, and experience which is shown in the following table:

Table 1: Descriptive Statistics

Demographics Frequencies Percentages Cumulative Percentage
Gender Male 202 58 58

Female 148 42 100
Age 20-25 years 70 20 20

26-30 years 81 23 43
31-35 years 76 22 65
36-40 years 64 18 83
41 years and above 59 17 100

Qualification Undergraduate 156 45 45
Graduate 118 34 79
Postgraduate 76 21 100

Experience Less than 5 years 196 56 56
5 to 10 years 88 25 81
More than 10 years 66 19 100

The research data presents demographic information of the respondents based on their gender, age, qualification,
and experience. Out of the total 400 respondents, 202 (58 percent) are males, while 148 (42 percent) are females.
Regarding age distribution among the 350 respondents, 70 (20 percent) fall between 21-25 years, 81 (23 percent)
between 26-30 years, 76 (22 percent) between 31-35 years, 64 (18 percent) between 36-40 years, and 59 (17
percent) are 41 years or above.

Regarding educational qualifications, 156 (45 percent) of the 350 respondents are undergraduates, 118 (34
percent) are graduates, and 76 (21 percent) are postgraduates. In terms of experience, 196 (56 percent) of the
350 respondents have less than 5 years of experience, 88 (25 percent) have 5 – 10 years of experience, and 66
(19 percent) have more than 10 years of experience. The demographic data provides valuable insights into the
characteristics of the participants in the study, allowing for a comprehensive analysis of how different groups may
perceive and respond to the variables under investigation.
Reliability Analysis: Reliability of an instrument refers to the accuracy of the data gathered through that instrument.
It is measured using Cronbach’s Alpha value with the minimum acceptable range of 0.7 or above. The Table 2
shows the reliabilities of all the studied variables:
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Table 2: Reliability Statistics

Variable Cronbach’s Alpha No. of Items
Ethical Leadership 0.916 10
Self-Efficacy 0.815 10
Employee Innovative Behavior 0.712 5
Employee Knowledge Sharing 0.740 9
Total 0.936 34

Table shows co-efficient alpha reliabilities for the scales used in the present study. the scales reliabilities
are exceeded the .07 as recommended by Nunnally (1980). The values are .916, .815, .712, .740 for the ethical
leadership, self-efficacy, employee innovative behavior and employees’ knowledge sharing respectively, which
shows the scales are reliable.

Table 3: Correlation Analysis
N Mean St. Deviation Ethical Self-efficacy Employee Innovative Knowledge Sharing

Leadership Behavior Behavior
Ethical leadership 350 3.6663 .98650 1
Self-efficacy 350 3.7809 .72961 .660** 1
Employee innovative behavior 350 3.3011 .97013 .495** .569** 1
Knowledge sharing behavior 350 3.5032 .72055 .733** .749** .740** 1
**. Correlation is significant at the 0.01 level (2-tailed).

Correlation Analysis: The research findings indicate significant positive correlations between various variables.
Ethical leadership and self-efficacy show a strong positive correlation with a coefficient of 0.660 (p < 0.01). Ethical
leadership is also positively correlated with employee innovative behavior, with a coefficient of 0.495 (p < 0.01).
Moreover, self-efficacy is positively correlated with employee innovative behavior, showing a coefficient of 0.569
(p < 0.01).

Additionally, the study reveals a significant positive relationship between ethical leadership and knowledge
sharing behavior, with a coefficient of 0.733 (p < 0.01). Self-efficacy is also positively correlated with knowledge
sharing behavior, displaying a coefficient of 0.749 (p < 0.01). Similarly, employee innovative behavior and
knowledge sharing behavior exhibit a positive correlation with a coefficient of 0.740 (p < 0.01).

These findings suggest that ethical leadership and self-efficacy play vital roles in fostering employee innovative
behavior and knowledge sharing behavior in the textile industry of Pakistan. Ethical leadership practices by
managers have a positive impact on employees’ self-confidence and belief in their abilities, encouraging them to
engage in innovative and knowledge-sharing behaviors. Moreover, self-efficacy serves as a mediating mechanism,
linking ethical leadership to employee behaviors, and further promoting a culture of innovation and knowledge
exchange within the organization. The study highlights the importance of ethical leadership and self-efficacy in
enhancing employee outcomes and overall organizational performance.

Regression Analysis

Table 4: Impact of Ethical Leadership on Employee Innovative Behavior

R R-Sq F P
.495 .245 112.764 .000
Coefficient T P
Constant 8.725 .000
EL .495 10.619 .000
Outcome: EIB

The R Square value in the model indicates that 24.5 percent of the variation in Employee Innovative behavior
can be attributed to Ethical leadership. The coefficient (beta) value of 0.495 demonstrates a positive and highly
significant impact (p < 0.0000) of Ethical leadership on Employee Innovative Behavior. These findings provide
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evidence that supports the acceptance of H1, which posited a positive relationship between Ethical leadership and
Employee Innovative Behavior.

Table 5: Impact of Ethical Leadership on Knowledge Sharing Behavior

R R-Sq F P
.733 .537 403.939 .000
Coefficient T P
Constant 15.234 .000
EL .733 20.098 .000
Outcome: KSB

According to the R Square value in the model, Ethical leadership accounted for 53.7 percent of the variation in
knowledge sharing behavior. The coefficient /beta value .733 shows positive and significant (p 0.0000) impact of
Ethical leadership on knowledge sharing behavior The result presents that H2 is accepted.

Table 6: Ethical Leadership and Self-Efficacy

R R-Sq F P
.660 .436 268.555 .000
Coefficient T P
Constant 17.610 .000
EL .660 16.388 .000
Outcome: SE

Impact of ethical leadership on self-efficacy: In this table the regression analysis performs to find the effect of ethical
leadership on self-efficacy. The R-square measures the change in the mediator (self-efficacy) caused by predicting
factor (ethical leadership). Simply said, R2 measures how well “ethical leadership” can explain “self-efficacy”.
According to the R Square value in the model, ethical leadership accounted for 43.6 percent of the variation in
self-efficacy. The coefficient /beta value .660, shows positive and significant (p 0.001) impact of Ethical leadership
on self-efficacy. The result presents that H3 is accepted.

Table 7: Self-efficacy and Employee Innovative Behavior

R R-Sq F P
.569 .324 166.891 0.001
Coefficient T P
Constant 1.946 0.001
SE 0.05 12.919 0.001
Outcome: EIB

Impact of self-efficacy on employee innovative behavior: According to the R Square value in the model, self-efficacy
accounted for 56.9 percent of the variation in employee innovative behavior”. The coefficient /beta value 0.05
shows positive and significant (p 0.0001) impact of self-efficacy and employee innovative behavior. The result
presents that H4 is accepted.

Table 8: Self-efficacy on Knowledge Sharing Behavior

R R-Sq F P
.749 .561 444.099 .000
Coefficient T P
Constant 5.235 0.00
SE .749 21.074 0.00
Outcome: KSB
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Impact of self-efficacy on knowledge sharing behavior: According to the R Square value in the model, self-efficacy
accounted for 56.1 percent of the variation in knowledge sharing behavior. The coefficient /beta value .749 shows
positive and significant (p 0.0000) impact on self-efficacy and knowledge sharing behavior. The result presents that
H5 is accepted.

Table 9: Descriptive Statistics

R R-Sq F P
.5909 .3492 93.0961 .0000

Coefficient P
Constant .3784 .0897
EL .2073 .0003
SE .5720 .0000
Outcome: Employee innovative behavior

Self-efficacy as mediator between Ethical leadership and employee innovative behavior: Table indicates that ethical
leadership and self-efficacy are positively and significantly linked with employee innovative behavior with (B =
0.2073, p < 0.0001; B = 0.5720, p < 0.0001).

Table 10: Descriptive Statistics

Effect T p LLCI ULCI
EL .4865 10.6191 .0000 .3964 .5766

Table shows the total effect of ethical leadership on employee innovative behavior with (B = 0.4865, p < 0.0001),
which indicates that ethical leadership significantly related to employee innovative behavior.

Table 11: Direct effect of Ethical Leadership and Employee Innovative Behavior

Effect T P LLCI ULCI
EL .2073 3.6564 .0003 .0958 .3188

The results indicated in the Table represents that the direct effect of ethical leadership is a strong predictor of
employee innovative behavior with B = .2073 and p < 0.0001.

Table 12: Descriptive Statistics

Effect SE LLCI ULCI
SE .2792 .0360 .2145 .3561

Findings of this study also indicates that self-efficacy significantly and positively mediates the effect of ethical
leadership on employee innovative behavior as the direct effect between these variables is significant (B = 0.2073,
p < 0.0001) and indirect effect of self-efficacy between these variables is also significant and positive (B = 0.2792;
LLCI, ULCI = 0.2145, 0.3561) which means 95% CI doesn’t include any zero, as shown in table above. Hence, H6
is accepted.

Table 13: Self-efficacy as Mediator

R R-Sq F P
.8134 .6617 339.3000 .0000
Coefficient P
Constant .6171 .0000
EL .3090 .0000
SE .4638 .0000
Outcome: Knowledge sharing behavior
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Self-efficacy as mediator between Ethical leadership and Knowledge sharing behavior: It indicates that ethical
leadership and self-efficacy are positively and significantly linked with knowledge sharing behavior with (B =
0.3090, p < 0.0001; B = 0.4638, p < 0.0001).

Table 14: Effect of Ethical Leadership and Knowledge Sharing Behavior

Effect T p LLCI ULCI
EL .5353 20.0982 .0000 .4830 .5877

Table shows the total effect of ethical leadership on employee innovative behavior with (B = 0.5353, p < 0.0001),
which indicates that ethical leadership significantly related to knowledge sharing behavior.

Table 15: Direct effect of Ethical Leadership and Knowledge Sharing Behavior

Effect T P LLCI ULCI
EL .3090 10.1777 .0000 .2493 .3687

The results indicated in the Table represents that the direct effect of ethical leadership is a strong predictor of
Knowledge sharing behavior with B = .3090 and p < 0.0001.

Table 16: Indirect Effect Ethical Leadership on Knowledge Sharing Behavior through Mediator

Effect SE LLCI ULCI
SE .2264 .0298 .1737 .2908

Findings of this study also indicates that self-efficacy significantly and positively mediates the effect of ethical
leadership on Knowledge sharing behavior as the direct effect between these variables is significant (B = 0.3090, p
< 0.0001) and indirect effect of self-efficacy between these variables is also significant and positive (B = 0.2264;
LLCI, ULCI = 0.1737, 0.2908) which means 95% CI doesn’t include any zero, as shown in table above. Hence, H7
is accepted.

CONCLUSION
The objective of this study was to investigate the impact of ethical leadership on employee innovative behavior

and knowledge sharing behavior, considering the mediating effect of self-efficacy in the textile industry of Pakistan.
A structured questionnaire was utilized to collect data from 400 respondents, representing employees working
in apparel outlets and textile firms located in Islamabad and Rawalpindi. The study examined the relationships
between ethical leadership, self-efficacy, employee innovative behavior, and knowledge sharing behavior, and
conducted correlation, regression, and mediation analyses to explore the effects of these variables.

The results of the correlation analysis revealed a positive and significant correlation between ethical leadership
and self-efficacy, with a magnitude of 0.421. Similarly, self-efficacy showed positive correlations with employee
innovative behavior (magnitude of 0.451) and knowledge sharing behavior (magnitude of 0.428). Furthermore,
the regression analysis demonstrated significant relationships between ethical leadership (independent variable),
self-efficacy (mediator), and employee innovative behavior and knowledge sharing behavior (dependent variables).

The mediation analysis provided evidence of the significant mediating effect of self-efficacy in the relationship
between ethical leadership and employee innovative behavior as well as knowledge sharing behavior in the textile
industry of Pakistan. This finding indicates that changes in self-efficacy bring about definite changes in the
relationship between ethical leadership and employee innovative behavior and knowledge sharing behavior.

Research Limitations
This study utilized a structured questionnaire for data collection and was constrained by time, making it a

cross-sectional study. The research was limited to the textile industry in Rawalpindi and Islamabad, and future
researchers are encouraged to expand the data collection to other cities like Lahore and Karachi to enhance the
study’s validity. Additionally, the time frame for the study was limited, and future research could benefit from an
extended time frame to allow for more comprehensive investigations.
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Recommendations & Future Research
To enhance the generalizability of the findings, future research should involve a broader range of participants

from diverse backgrounds and industries in Pakistan. Researchers may also consider using longitudinal research
designs to analyze the relationships between the variables used in this study over an extended period.

Expanding the sample size and conducting interviews with individuals from various backgrounds could also
strengthen future research. Furthermore, examining other industries in Pakistan and exploring the relationships
between variables in those contexts could provide valuable insights.

In conclusion, this study sheds light on the significant role of ethical leadership and self-efficacy in promoting
employee innovative behavior and knowledge sharing behavior in the textile industry of Pakistan. The findings
have practical implications for organizations in this sector and beyond, emphasizing the importance of ethical
leadership and self-efficacy in fostering a culture of innovation and knowledge sharing among employees. However,
researchers should be mindful of the limitations mentioned and aim for more comprehensive and inclusive studies
in the future to enrich our understanding of leadership and employee behavior in various industries in Pakistan.
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