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Abstract

Background: The leadership style used by organizations is one of the most important factors
influencing its success or failure. The leader can drive shared vision to followers to empower them
for learning and development. On the other side, destructive leadership especially exploitative
leadership can produce negative influence on nurses’ behaviors and morals. Aim of the study: to
investigate the relationship between exploitative leadership, nurses’ work alienation, and moral
disengagement. Subjects and methods: A stratified random sample of 382 nurses working in
Zagazig University Hospitals, Egypt. This study used a descriptive correlational design; three tools
were used to collect the data; Exploitative leadership scale, work alienation scale, and moral
disengagement scale. Results: revealed that 78.6% of studied nurses had a high perception level of
exploitative leadership. More than half of nurses (54.7%) demonstrated moderate level of work
alienation and 52.4% of nurses had a moderate level of moral disengagement. Conclusion:
Exploitative leadership was significantly and positively correlated to work alienation, and moral
disengagement. Recommendations: Encouraging and enhancing professional behavior of nurse
managers and supervisors away from exploitative leadership behavior.

Keywords: Exploitative leadership, Moral disengagement, Nurses, Work alienation.

Introduction leadership behaviors refer to self-serving
leadership behaviors when leaders use their
power with the primary intention to benefit
themselves (Lyu et al., 2023).

The healthcare environment is becoming
increasingly challenging to meet patients’
expectations and demands. Despite the nurses’ .
best efforts to provide the optimum care, the ~In the  direct  leader-followers
leadership behaviors are essential for facilitating ~ relationship, a leader’s exploitative manner can
and improving nurse performance. Quality mannfest themselves in different ways which
leadership was identified to be one of the major ~ constitute the behavioral = characteristics for
factors for promoting behaviors among nurses ~ exploitative leaders; acting egoistically as they
for exhibiting greater responsibility and prioritize their goals over the needs of others,

physical activity (Alsadaan et al., 2023). On
the other hand, presence of destructive
leadership like exploitative leadership is
expected to evoke negative affective responses
among followers (Verdorfer, Belschak, &
Bobbio, 2023).

The concept of exploitative leadership
(Els) was firstly proposed by Schmid et al.
(2019) as a leadership style that is highly self-
interested at the expense of others. It is
destructive leadership ~ which  violates
universally held ethical norms and can create
sever moral issues at work. Also, exploitative

taking credit that is not due to them, using
influence tactics such as putting an exceeding
amount of pressure on followers or
manipulating followers, and under challenging
followers, continuously giving them tedious
tasks that the leaders do not want to do
themselves, or hinder career advancement.
Furthermore, they didn’t hesitate to delegate
additional tasks to followers, even if followers
are already overloaded (Schmid et al., 2019;
Aly et al., 2023).

This contradictory behavior of Els may
cause varied and different emotions among
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followers. They might frequently be subjected
to excessive workloads feel fear, frustration,
overburdened,  depression, anxiety, and
emotional tiredness. As a result, they frequently
distance themselves from their work and lose
interest in making an effort to adopt novel
behaviors; this distance is also called work
alienation (Fatima and Majeed, 2023).

Alienation is a workplace phenomenon
of negative work attitudes, understood as a
separation or disconnection from work caused
by the needs or expectations of staff nurses are
not met. Furthermore, work alienation is a
common feeling of estrangement from the work,
characterized by lack of control, isolation, and a
loss of meaning in their daily tasks (You, et al.,
2022; Zhao, et al., 2022). .

There are various factors that contribute
to work alienation among nurses, including
excessive workload, inadequate staffing, lack of
autonomy, and weak organizational support. In
additions, when nurses feels that their needs and
expectations are not met at work. Other causes
of alienation are related to circumstances in
their workplace when a nurse loses track of
supervision and leadership behaviors
(Korkmaz and Torlak, 2024; Shahzad, et al.,
2022).

Work alienation  mostly includes
powerlessness, meaninglessness, and
estrangement or helplessness. Powerlessness is
a feeling that staff nurse has no control over the
decision-making process. Also, refers to
individuals lack job autonomy and have limited
freedom to  control  work  activities.
Meaninglessness, occurs when staff nurse
perceives his or her work as unimportant or
worthless, or even fails to understand the
relationship between his or her contribution and
the organization’s goals. Estrangement or
Helplessness means isolated feeling of staff
nurse who feels incapable to fit in and be
recognized and cared by the organization
(Chen, et al., 2024).

Nurses who spend most of their time in
their workplaces may develop work alienation
which  has serious negative outcomes,
organizationally as well as personally;

damaging their relationships within the
workplace, decreasing both the individual and
organizational performance. Other negative
consequences are absenteeism, health problems,
anti-productivity behavior, cyber loafing, less
commitment  toward  organization, less
satisfaction in both life and their work, and
neglect in following common goals of the
organization (Giimiis, et al., 2021).

Exploitative  leadership  (ELs) can
contributes to moral disengagement among staff
nurses, which in turn might lead to illegal or
unethical action among them (Cheng et al.,
2021, Guo et al,2021, and Wang et
al., 2021).Moral  disengagement refers to
nurses’ ability to justify immoral actions and
avoid feeling remorse, guilt, regret, or shame. It
allows staff nurses to behave in ways that
deviate from moral standards  without
experiencing psychological discomfort. Moral
disengagement may contribute to callous-
unemotional  traits, angry  rumination,
irritability, and aggressiveness, leading to
deviant workplace behavior (Mansor, et al.,
2023).

Also, Moral disengagement is
characterized by several cognitive
rationalization mechanisms that enable staff
nurses to participate in unethical behavior while
distancing themselves from their morals.
Specifically, these cognitive reasoning systems
can be broken into three distinct groups
(Bandura et al., 1996). The first strategy is to
reframe unethical behavior so that it may be
justified; the second is to misrepresent or
cover up the consequences of unethical
activity as well as the responsibility for it; and
the third strategy is to stigmatize those who
are on the receiving end of unethical
behavior. Since these defenses are designed to
make unethical action acceptable by them
(Basaad, S, Bajaba, S., & Basahal, A., 2023).

Morally disengaged nurses are more
likely to engage in activities that negatively
impact the organization and its members,
because of angry rumination, irritability, and
aggressiveness,  their  deviant  workplace
behavior, knowledge-hiding practices and
aggressive actions appear, and this tension
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created by this negative work atmosphere affect
teamwork, cooperation, and productivity. On
other side, because of their feeling as victims to
their destructive leaders, staff nurses perceive
everyday circumstances as threatening, engage
in poor coping strategies and alienate
themselves leading to low productivity,
absenteeism, low organizational performance
(Mansor, et al., 2023).

Significance of the study:

Presence of destructive style of
leadership  especially  exploitative  one
contributes to create an atmosphere of fear,
exhaustion, boring, and powerlessness as those
leaders exploit their followers for his favors and
self-interest which results in followers alienate
them in their work. On the other side, moral
disengagement is considered a crucial factor in
explaining various negative behaviors in the
workplace and characterized by several
cognitive rationalization mechanisms that
enable individuals to participate in unethical
behavior while distancing themselves from their
morals, which morally questionable leadership
influences subordinates’ unethical behavior.
However, most previous studies have focused
on the affective pathways (Guo et al., 2021)
and relational attachment (Wang et al., 2021).
Less focus has been placed on cognitive
mechanisms, particularly moral ones, which
may explain why exploitative leadership is
connected to work alienation.  These
mechanisms may provide some answers, and
this research gap is one that the current study
aims to attempt to close. So, the purpose of this
study was to investigate the relationship
between exploitative leadership, nurses’ work
alienation, and moral disengagement.

Aim of the study

The present study aimed to investigate
the relationship between exploitative leadership,
nurses’  work  alienation, and  moral
disengagement.

Research Question

1.What is the level of nurses' perception
toward exploitative leadership behaviors?

2.What is the level of work alienation
among nurses?

3.What is the level of moral
disengagement among nurses?

4.1s there a relation between exploitative
leadership, work alienation, and moral
disengagement among nurses?

5.Does moral disengagement mediate the
relationship between exploitative leadership and
nurses’ work alienation?

Subjects and methods
Research Design:

A descriptive correlational design was
used to achieve the aim of the current study.
The descriptive correlational study design aims
to describes variables and examine relationships
among them (Grove et al., 2015).

Research Setting:

This study was conducted at Zagazig
University Hospitals, Alsharagia, Egypt, which
includes two sectors involving eight teaching
hospitals, namely; the Emergency sector
includes four hospitals and EI-Salam sector
includes four Hospitals, with a total number of
2860 staff nurses and total capacity of 2043
beds.

Subjects & Sampling:

A stratified random sample of 382
nurses providing direct patient care in the above
mentioned hospital. The study includes staff
nurses with at least one year of experience, both
male and female nurses and who were willing to
participate in the study.
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Exclusion Criteria:

The study did not include staff nurses
who were not directly involved in caring for
patients, and nurses who had less than 3 months
of experience in Zagazig University Hospitals.

Sample size was estimated using the
following formula [n= N/ 1+ N (e)2] (Yamane,
1967); at confidence interval 95%, margin of
errors 5.0%, a total population size of 2860 staff
nurses. The required sample size was 382 staff
nurses.

Instruments:

Three tools were used to collect data for
this study.

Tool I: Exploitative Leadership Scale:
It consisted of two parts as follows:

A-First part: personal characteristics:
This part aimed to collect the personal and job
characteristics of study subjects such as: age,
gender, educational qualifications, and years of
experience.

B-Second part: Exploitative
Leadership Scale was developed by Schmid et
al., (2019) to determine nurses’ perception level
toward exploitative leadership style. It consists
of 15 items grouped under five domains
identified as: genuine egoistic behaviors,
exerting pressure, under-challenging followers,
taking credit, and manipulating followers. Each
domain had 3 items.

Scoring system:

Nurses response to the scale was based
on a five-point Likert scale, ranging from 1
(strongly disagree) to 5 (strongly agree). The
participants' responses were added up; it ranged
from 15 to 75, and the whole was distributed by
the number of the items giving a mean score of
exploitive leadership. The scores were
converted into a percentage score, conferring to
a validated cut-off point, a higher score of more
than 50 % revealed a highly perceived
exploitative leadership style (Aly, Wahba, &

Abdel- Aleem, 2023). The Cronbach’s alpha
coefficient was 0.87.

Tool I11: Workplace Alienation Scale:
It was developed by researcher based on
relevant literature from Osman (2017) and
Faiyez, et al., (2023), to assess workplace
alienation level as experienced by nurses. It
consists of 22 items grouped thunder three
categories as the following; powerlessness (7
items); meaninglessness (7 items); self-
estrangement (8 items).

Scoring System:

Nurses responses to the scale was
measured on a Five-point Likert Scale, ranged
from 1 (strongly agree) to 5 (strongly disagree).
The participants' responses were added up; it
ranged from 22 to 110, and the whole was
distributed by the number of the items giving a
mean score of work alienation. The scores were
converted into a percentage score, conferring to
a validated cut-off point, A score was
considered high if it was > 75%, moderate if the
percentage ranged from 60% to less than 75%,
and low if it was < 60%. Cronbach alpha
coefficient was 0.84 that demonstrated a
reasonable degree of internal reliability.

Tool I11: Moral Disengagement scale:
It was developed by Fida et al., (2015) to assess
moral disengagement as perceived by staff
nurses. It included 22 items.

Scoring system:

Nurses responses to the scale was
measured on a five-point Likert Scale, ranged
from 1 (completely disagree) to 5 (completely
agree). The participants' responses were added
up; it ranged from 22 to 110, and the whole was
distributed by the number of the items giving a
mean score of moral disengagement. The scores
were converted into a percentage score,
conferring to a validated cut-off point, A score
was considered high if it was > 75%, moderate
if the percentage ranged from 60% to less than
75%, and low if it was < 60% (Mansor et al.,
2023). Cronbach alpha coefficient was 0.89.
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Preparatory Phase:

This phase involved reviewing, national,
and international related literature concerning
the topic of the study, this review was
conducted wusing books, articles, journals,
periodicals, and the internet to be acquainted
with the current relevant tools about the study
subject.

Validity:

After the tools were translated into
Arabic; a panel of experts (5 professors) from
the academic nursing staff, at Zagazig
University performed face and content validity.
According to their opinions all needed
adjustments were done.

Pilot Study:

It was carried out before starting the
actual data collection to confirm clarity,
understanding, and applicability of the tools.
Additionally, to estimate the required time to
complete the questionnaire sheet. The pilot
study was carried out on 38 staff nurses (10% of
the study sample), selected randomly and
excluded from the main sample and the
necessary modifications were done.

Fieldwork:

Data collection extended four months
from September 2023 to December 2023.
Through group discussions, the researchers
explained the study's purpose to the nurses.
Under the researchers' supervision, each nurse
was given the chance to finish the
questionnaire. It took about 25 to 30 minutes to
finish the questionnaire form.
ethical

Administrative and

consideration:

The study was approved by Ethics
Committee and dean of the Faculty of Nursing,
Zagazig University. Verbal and written
explanation of the nature and aim of the study
have been explained to nurses included in the
study. The researchers informed the participants
that their participation is absolutely voluntary;

they could refuse without any rational, they
aren't forced to write their names with emphasis
on confidentiality of information as it would be
used for the research purpose only.

Statistical Design:

Data entry and statistical analysis were
performed using the Statistical Package for
Social Science (SPSS), version 25.0. Cleaning
of data was done to ensure there is no missing
or inappropriate data. Data were displayed using
descriptive statistics in the form of frequencies
and percentages for categorical variables, and
means and standard deviations for continuous
variables. Pearson correlation analysis was used
for assessment of the inter-relationships
between total scale scores. 1% level (p-value).
A p-value of < 0.01 indicates a significant
result. Testing the significance of predictors was
used.

Results

Table (1): presents that more than half
of nurses’ age were < 30 years (53.9%) with a
mean of 35.27 + 8.38. Furthermore, the
majority of them were female, married, had less
than 10 years of experience, and had Bachelor
of nursing (74.9 %, 61.8 %, 41.6 %, and 51.0 %
respectively).

Table (2): demonstrates study variables'
mean scores; the highest mean scores of
exploitative leadership domains were for
genuine egoistic behaviors followed by exerting

pressure and under-challenging followers
(18.1+1.12, 17.9+1.28 &17.8+ 1.32
respectively). With total mean score of

exploitative leadership was (88.8+4.07).

Concerning domains of work alienation,
the highest mean scores were self-
estrangements followed by meaninglessness and
self-estrangements  (17.01+2.18, 12.32+3.17,
and 10.12+ 0.95 respectively). As well, the total
mean score was 39.45+ 4.19. In addition, the
total mean score of moral disengagement was
(30.95+ 3.67).
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Figure (1): demonstrates that 78.6% of
nurses had a high perception level of
exploitative leadership.

Figure (2): illustrates that more than half
of nurses (54.7%) demonstrated moderate level
of work alienation.

Figure (3): displays that more than half
of nurses (52.4%) had a moderate level of moral
disengagement.

Table (3): shows that, exploitative
leadership was significantly and positively
correlated to work alienation, and moral
disengagement (r=0.877& r=0.470, at P=0.000,
respectively). Additionally, there was a
significant and positive correlation between
work alienation, and moral disengagement (r=-
0.696, at P=0.000).

Table (4): shows exploitative leadership
(independent  variable) was  significantly
correlated to work alienation (dependent
variable). Hence, the first condition of
mediation is fulfilled. Next, there is a significant
positive correlation between Moral
disengagement (mediator) and work alienation
(dependent variable). These results support the

second condition of mediation. Next, moral
disengagement (mediator) was significantly
correlated to exploitative leadership
(independent  variable); hence, the third
condition of mediation is supported.

Additionally, when moral disengagement
was involved in exploitative leadership — work
alienation interaction, regression coefficient of
exploitative leadership was decreased from p= -
0.070, p = 0.001 to p= - 0.025, p= 0.141 (no
significance).  Consequently, the  moral
disengagement has a complete mediation on the
relation between exploitative leadership and
staff nurses’ work alienation

Table (5): proves that there were
statistically significant relationships between
exploitative leadership and nurses’ gender, and
educational qualification (7.04, 3.97, and 8.13 at
P=0.000 respectively). Additionally, there were
statistically significant relationships between
nurses’ work alienation and their gender, and
educational qualifications (8.55 at P=0.000,
2.74 at P=0.043, and 12.89 at P=0.000
respectively). As regards moral disengagement;
there were statistically significant relationships
with  nurses’ gender, and educational
qualification (4.75 at P= 0.067, and 17.64 at P=
0.043 respectively).

Table (1): Personal Characteristics of Studied Nurses (n=382)

Characteristics
Age (years)
= <30 yrs.
= 30- <40 yrs.
= > 40 yrs.
Mean+ SD
Gender
= Male
= Female
Level of education
= Diploma in nursing
= Technical institute of nursing
= Bachelor degree of nursing
= Master degree of nursing or more
Years of experience
= < 5yrs.
= 5-<10yrs.
= >10yrs.
Mean+ SD

No %
206 53.9 %
106 271.7 %
70 183 %
35.27+8.38
96 251 %
286 749 %
71 18.6 %
101 26.4 %
195 51.0 %
15 3.9%
87 22.8%
159 41.6 %
136 35.6 %
7.68 £5.03
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Table (2): Distribution of Different Study Variables' Mean Scores as Reported by Studied Nurses (n=382)

Study variables Mean + SD
Exploitative leadership
= Genuine egoistic behaviors 17.9 + 2.28
= Exerting pressure 18.1 * 2.12
= Under-challenging followers 17.8 + 2.32
= Taking credit 17.4 + 1.56
= Manipulating followers 17.6 + 1.96
Total exploitative leadership 88.8 + 8.07
Work alienation
= Self-estrangements 10.12 + 0.95
= Powerlessness 17.01 + 2.18
= Meaninglessness 12.32 * 1.40
Total work alienation 39.45 + 4.19
Moral disengagement
Total moral disengagement 30.95 * 3.67
21.40% }
w High wLow

Figure (1): Total Levels of Nurses' Perception toward Exploitative Leadership (n=382).

i High = Moderate i Low

Figure (2): Total levels of Workplace Alienation among Nurses (n=382).

ElHigh Bl Moderate HLow

Figure (3): Total levels of Moral Disengagement among Nurses (n=382).
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Table (3): Correlation Matrix between Study Variables as Reported by Studied Nurses (n=382).

Work alienation Exploitative leadership

Study variables R p R p
Exploitative leadership 0.877** 0.000
Moral disengagement 0.696** 0.000 0.470** 0.000

** Correlation is highly significant where p < 0.01

Table (4): Regression analysis to study the mediating effect of moral disengagement on the relation between
exploitative leadership and staff nurses’ work alienation

Items R R2 Unstandardized coefficient T Sig

B Std. Error
Exploitative Leadership 0.286 0.082 0.341 0.058 5.84** 0.000
Work Alienation 0.432 0.186 0.042 0.070 0.602 0.547
Moral Disengagement 0.312 0.045 6.98** 0.000

*Statistically significant at p < 0.05, * * Highly statistically significant at p < 0.01

Table (5): Relation between nurses' personal and job characteristics and study variables (n=345)

Study Variables Exploitative Work alienation Moral disengagement
leadership

Mean + SD Mean + SD Mean + SD
Age in years
<30 3878 £ 4.16 3950 £ 4.17 30.86 * 3.78
30-<40 3897 £ 3.75 3959 £ 4.22 30.98 t 3.50
>40 38.31 + 4.29 39.20 + 4.24 31.18 + 3.66
ANOVA F test--P-value 0.562— 0.570 1.96 —0.822 0.202 —0.817
Gender:
Male 41.13 + 2.48 42.37 + 3.03 32.45 + 3.08
Female 37.94 + 4.19 38.49 + 4.08 30.45 + 3.72
Independent  t-test--P- 7.04%—0.00 8.55% — 0.00 4.75%— 0,067
Educational qualification:
diploma in nursing 40.70 2.76 4209 = 3.48 33.63 + 3.49
:Ef:i?]'ga' nstitute  of o773 4 457 3850 + 421 3011  + 326
Bachelor of nursing 3855 £ 4.02 39.05 = 4.05 30.45 * 3.55
ma;tgrre degree in NUISING  gg85 4 341 3893 + 438 3040 + 326
ANOVA F test--P-value 8.13** — 0.000 12.89** — 0.000 17.64** — 0.000
Years of experience:
<5 years 38.77 + 4.25 39.71 + 4.26 31.05 * 3.71
5: <10 years 38.79 + 3.99 39.40 + 4,12 30.80 + 3.71
>10 years 38.67 + 4.07 39.38 + 4.25 31.06 + 3.63
ANOVA F test---P-value 0.03—0.96 0.187— 0.830 0.22 —0.79

*Statistically significant at P < 0.05, ** Highly statistically significant at P < 0.01.

Discussion

Nurse leaders represent their
organizations, and their activities are frequently
linked to their subordinates’ actions, they have a
large impact on their subordinate through the
way they allocate resources, assign tasks, and
how they shape and manage their interpersonal
interactions. While the positive behavior of

leadership contributes many positive outcomes,
there is exploitative leader who take advantage
of followers for his personal gain. When nurses
feel exploited at work, they became dissatisfied,
alienated and developed immoral behaviors
without experiencing any forms of guilt or
self-accusation as they consider their leader as a
role model imitate, and repeat the leader’s
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behaviors (Verdorfer, Belschak, and Bobbio,
2023).

Concerning total exploitative leadership
behavior as perceived by their staff nurses, the
results of the existing study showed the majority
of nurses reported a high perception level of
exploitative leadership. From the researchers
point of view, staff nurses working in an
organization suffered from shortage, heavy
work load, and nurse managers strive to
complete routine tasks, this place excessive
pressure on staff nurses to get tasks done, and
respond to excessive demands and orders from
their leaders, also the leaders may use their
power to get work done, Under such
supervision, employees are likely to form a
perception of highly exploited leaders. These
findings disagreed with a study carried out by
Basiony, and Ibrahim, (2023) in Egypt, to
examine staff nurses' perception regarding
exploitative leadership and its effect on their
work alienation, and found that more than three
quarters of nurses had low perception of their
nurse managers’ total exploitative leadership
behavior. Furthermore, El-Sayed, et al., (2023)
to explore the correlation between nurses'
passion for work, organizational
dehumanization, exploitative leadership, and
deviant work behaviors at Port Said isolation
hospitals during the COVID-19 pandemic and
concluded that, nearly one-quarter of the studied
nurses reported that their nurse managers had
high level of exploitative leadership behavior.
In the same context, Wang, et al., (2021) in
china, to examine the relationship between
exploitative leadership and employee innovative
behavior and explore the mediating role of
relational attachment and the moderating role of
high-performance work systems and mentioned
that, exploitative nursing leadership behavior
was low as perceived by nurses.

Regarding domains of exploitative
leadership; the highest mean scores of
exploitative leadership were genuine egoistic
behaviors followed by exerting pressure and
under-challenging followers. This finding is
incongruent with Basiony and Ibrahim (2023),
who concluded that most of low perception of
their  managers’  exploitative  leadership
regarding under challenging followers, exerting

pressure, and genuine egoistic behaviors.
Similarly, the study of Abdulmuhsin, Zaker,
and Asad, (2021) in Irag, to examines how
exploitative  leadership  (EL) influences
knowledge management who found that the
highest mean score of exploitative leadership
perception was regarding  manipulating
followers.

Concerning work alienation level; more
than half of nurses demonstrated a moderate
level of work alienation This result might be
due to Nowadays, with the fierce competition in
nursing work, the constant updating of
professional knowledge, the complexity of work
appraisal mechanism and the increasingly
severe nurse-patient relationship, coupled with
the special characteristics of hospital work
environment and service recipients, the work
pressure faced by nurses is constantly
increasing, and when the welfare and salary are
often unsatisfactory, they are unable to realize
the improvement of self-worth in their work,
which is very easy to generate burnout and
create a sense of work alienation.

These results were in harmony with
You, et al., (2022) in China, to evaluate the
status and distribution characteristics of work
alienation among nurses, and illustrated that,
Chinese nurses' work alienation was at a low
level., and Zhao et al., (2022) in China, to
understand the current status of nurse work
alienation and turnover intention and its
correlations and reported that nurses’ work
alienation score was at a medium level, In
congruent with these results Also, Basiony, and
Ibrahim (2023) mentioned that, most nurses
had low total workplace alienation.

As regards work alienation domains; the
findings revealed that the highest mean scores
were powerlessness followed by
meaninglessness and self-estrangements. These
finding was in the same line with Badran &
Khaled (2021) in Egypt, to examine Job
security as perceived by staff nurses and its
relation to their work alienation, and reported
that powerlessness dimension had the highest
mean score, followed by meaninglessness and
self- estrangement. Also, the study of Giimiis,
et al., (2021) in Turkey, to determine the levels
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of professional quality of life and work
alienation of healthcare professionals and
reported that the highest score of work
alienation was related to the powerlessness
domain.

Regarding moral disengagement level;
more than half of nurses had a moderate level of
moral disengagement. This may be due to staff
nurses who work with exploitative leaders are
likely to cultivate a highly self-interested
atmosphere or climate in organizations, which
may make it acceptable for them to take some
unethical acts to serve their own interests such
unethical acts may likely include moral
disengagement, also they can use it as a strategy
to cope with the stressful environment. These
findings agreed with Moussa, Helal,and Abdel
Gaber, (2021) in Egypt, to explore the impact
of COVID - 19 on Moral Disengagement and
found that around three quarters of participants
exercised or suffered any moral disengagement
in the organization where they work.

Concerning relationships between the
study variables, the current study found that
exploitative leadership was significantly and
positively correlated to work alienation, and
moral disengagement. Additionally, it was a
significant and positive correlation between
work alienation, and moral disengagement.
These findings agreed with Al Nile and Abdel-
shakoor (2023) in Egypt, to determine the
effect of exploitative leadership and perceived
Organizational injustice on work withdrawal
behaviors and reported that there was a positive
significant effect of exploitative leadership on
the work withdrawal behavior, and moral
disengagement has a positive impact on
exploitative leadership. According to the study
of Cheng et al. (2021) in china to build a
comprehensive understanding of how, why, and
when exploitative leadership relates to
employee expediency by identifying moral
disengagement and reported that moral
disengagement has also been shown to result
from exploitative leadership. Furthermore, the
study carried by Valle et al. (2019) to explore
moral disengagement as a potential mediator of
the relationship between abusive supervision
and organizational deviance, and asserted that
abusive supervision can lead to moral

disengagement among workers, which in turn
might lead to illegal or unethical action on the
part of those workers.

Regarding the relationship between
nurses' personal characteristics with exploitative
leadership, the finding of the present study
reveals that there were statistically significant
relationships between staff nurses perception
toward exploitative leadership and their gender,
and educational qualification. These findings
agreed with Basiony and Ibrahim, (2023) who
reported that there was statistically significant
relation between perception of staff nurses
toward exploitative leadership and their
educational level.

As regards, the relationship between
nurses' personal characteristics with work
alienation, the finding of the present study
shows that there were statistically significant
relationships  between staff nurses’ work
alienation and their gender and educational
qualifications. The finding agreed with You, et
al. (2022) which reported that the scores of staff
nurses’ work alienation in the following
categories were quite high: male, higher
education levels, and unmarried nurse. In
addition, Giimiis, et al., (2021) reported that the
total work alienation score of healthcare
professionals significantly differed depending
on the age groups, and education level. In
congruent with these findings, Klieb, et al.,
(2023) concluded that there were no statistically
significant differences between wok alienation
and personal data of study subjects.

Concerning the relationship between
nurses' personal characteristics with moral
disengagement, the finding of the present study
reveals that; there were statistically significant
relationships with staff nurses’ gender, and
educational qualification. These finding agreed
with a study of Yildiz,B., Yildiz, H., and
Ozbilgin, M., (2023) in Turkey to examine the
effects of the challenging working conditions of
COVID-19 on nurses and their compulsory
citizenship behaviors on their emotions and
moral decision-making mechanisms and
concluded that gender is positively associated
with moral disengagement.
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Regarding the mediation effect of moral
disengagement, the finding of the current study
revealed that moral disengagement has
completely mediating effect on the relation
between exploitative leadership and staff
nurses’ work alienation. This may be due to
when the destructive behavior of exploitative
leader is not controlled by organization and the
moral disengagement and work alienation
increase from bad to worse. These findings
agreed with the study of Basaad, Bajaba and
Basaha, (2023) in Saudi Arabia, to examine
how exploitative leadership affects followers’
moral disengagement from the perspective of
social cognitive theory and reported that moral
disengagement fully mediate the relationship
between exploitative leadership and unethical
pro organizational behavior.. In contrary, with
the result of Al Nile and Abdel-shakoor (2023)
who reported that there was a partial mediation
effect of moral disengagement on the relation
between exploitative leadership and work
withdrawal behaviors.

Conclusion

¢ Acknowledgements

We express our deepest appreciation to
the administration of Zagazig University
Hospitals for their support. We are also very
grateful to the nurses who took part in this
research.

References

In the light of the present study findings,
Exploitative leadership was significantly and
positively correlated to work alienation, and
moral disengagement.

Recommendations

e In the light of the present study
findings, the following recommendations are
suggested:

e Encouraging nurse managers to offer
positive, ethical, and productive behavior away
from exploitative leadership.

e Creating a learning and informative
environment for nurses where it makes them
able to cope positively with exploitative leaders.

o Developing hospital support system for
referral and to help staff nurses regulate their
emotions and responses.

o Further research is conducting training
programs for both nurse managers and staff
nurses to increase their awareness of the
negative impacts of moral disengagement.

Abdulmuhsin, A., Zaker, R., and Asad, M.
(2021). How exploitative leadership
influences on knowledge management
processes: the moderating role of
organizational citizenship behavior,
International Journal of Organizational
Analysis, 29 (3), 529-561.

Al Nile, R.A. & Abdel-shakoor, H.M. (2023).
The Effect of Exploitative Leadership and
Perceived Organizational Injustice on Work
Withdrawal Behaviors: The Mediating Role
of Moral Disengagement. Scientific journal
of Business research and studies, 37(2),
1723- 1743.

Alsadaan, N., Salameh, B., Abdelkader, F.,
Reshia, E., Alruwaili, R., Alruwaili, M.,
Ali, S., Alruwaili, A., Hefnawy, G,
Alshammari, M., Alrumayh, A,
Alruwaili,A., & Jones,L. (2023). Impact of
Nurse Leaders Behaviors on Nursing Staff
Performance: A Systematic Review of
Literature, The Journal of Health Care, 60,
1-14.

Aly, R., Wahba, N., & Abdel- Aleem, M.
(2023). Nurses' Passion for Work: Its'
Relation to Organizational Dehumanization,
Exploitative  Leadership, and Deviant
Behaviors during the COVID-19 Pandemic.
Assiut Scientific Nursing Journal, 11(43), 56
-77.

Badran, F. & Khaled, A. (2021). Job security
as perceived by staff nurses and its Relation
to their work alienation, Egyptian Journal of
Health Care, 12 (4), 1611-1620.

Bandura, A., Barbaranelli, C., Caprara, G.,
& Pastorelli, C. (1996). Mechanisms of
moral disengagement in the exercise of
moral agency. Journal of Personality and
Social  Psychology, 71(2), 364-374.
https://doi.org/10.1037/0022-3514.71.2.364

Basaad, S., Bajaba, S., & Basaha, A. (2023).
Uncovering the dark side of leadership: How

1777


https://doi.org/https:/doi.org/10.1037/0022-3514.71.2.364
https://doi.org/https:/doi.org/10.1037/0022-3514.71.2.364
https://doi.org/10.1037/0022-3514.71.2.364

Original Article

Egyptian Journal of Health Care, March 2024 EJHC Vol 15. No.1

exploitative leaders fuel

organizational

unethical pro-

behavior through moral
disengagement.  Cogent  Business &
Management, 10(2233775), 2-19.
Auvailable at
https://doi.org/10.1080/23311975.2023.2233
775

Basiony, B., & Ilbrahim, F. (2023). Staff
Nurses' Perception Regarding Exploitative
Leadership and its Effect on their Work
Alienation.  Assiut  Scientific ~ Nursing
Journal, 11(37), 153 — 164.

Chen, C., Zheng, X., Cui, Y., Mu, H., Yang,
Q., Zhang, M., Xu, H., Guan, J., Chen,
W., & Lang, H. (2024). Heterogeneity
of work alienation andits relationship
with job  embeddedness among Chinese
nurses: a cross-sectional study using latent
profile analysis, BMC Nursing, 23,122.

Cheng, K., Guo, L., & Luo, J. (2021). The
more you exploit the more expedient | will
be: A moral disengagement and Chinese
traditionality examination of exploitative
leadership and employee expediency. Asia
Pacific Journal of Management, 40(1), 151—
167.

El-Sayed, R., Wahba, N. & Abdel- Aleem, M.
(2023).  Nurses' Passion for Work: Its'
Relation to Organizational Dehumanization,
Exploitative  Leadership, and Deviant
Behaviors during the COVID-19 Pandemic,
Assiut Scientific Nursing Journal, 11 (43),
56 —77.

Faiyez, S. Mosaad, G. Mahmoud, S. &
Dakrory, H. (2023). Influence of Perceived
Ethical Work Climate on Workplace
Alienation among Nursing Staff at Minia
University Hospital, International Egyptian
Journal of Nursing Sciences and Research, 3
(2), 726-741.

Fatima, T., & Majeed, M. (2023). Detriments
of exploitative leadership in the hotel
industry: role of conspiracy beliefs and
forgiveness climate International Journal of
Contemporary  Hospitality Management,
35(7), 2624-2644.

Fida, R, Tramontano, C, Paciello M.,
Kangasniemi, M., Sili, A., Bobbio, A., &

Barbaranelli, C. (2015). Nurse Moral
Disengagement. Nursing Ethics, (Epub
ahead of print), doi:

10.1177/0969733015574924

Groves, S., Gray, N., Burns, N. (2015).
Understanding Nursing Research: Building
on Evidence Based Practice, 6" ed.,
Elsevier, 347.

Giimiis, E., Alan, H., Taskiran Eskici, G., &
Eskin Bacaksiz, F. (2021). Relationship
between professional quality of life and
work  alienation  among  healthcare
professionals. Florence Nightingale Journal
of Nursing, 29(3), 342-352

Guo, L., Cheng, K., & Luo, J. (2021). The
effect of exploitative leadership on
knowledge hiding: A conservation of
resources  perspective.  Leadership &
Organization Development Journal, 42(1),
83-98.

Hanyu, G. & Tan, L, (2022). How and Why

Exploitative Leadership Influences
Followers’ Organizational Commitment:
Integrating Social Exchange and Justice
Lens. Auvailable at

https://digilib.uhk.cz/bitstream/handle/20.50
0.126

Klieb, S.F., Elghabbour, G.M., Hassane,
S.M., & El-Said, H.D. (2023). Influence of
Perceived Ethical Work Climate on
Workplace Alienation among Nursing Staff
at Minia University Hospital, International
Egyptian Journal of Nursing Sciences and
Research, 3 (2), 726-741.

Korkmaz, A., & Torlak, B. (2024). Work
Alienation and Quality of Work Life among
Nurses: A descriptive cross-sectional study,
International ~ Nursing  Review, 1-9.
Available at
https://doi.org/10.1111/inr.12940

Lyu, Y., Wuy, L, Ye, Y., Kwan, H., & Chen,
Y. (2023). Rebellion Under Exploitation:
How and When Exploitative Leadership
Evokes Employees’ Workplace Deviance.
Journal of Business Ethics, 185:483-498.

Mansor, M., Afthanorhan, A., Ibrahim, R,
& Salleh A.M. (2023). The Mediating Role
of Moral Disengagement in Predicting
Deviant Workplace Behavior among Nurses
in Malaysia. Journal of Client-Centered
Nursing Care, 9(2), 143-156.

Moussa, M., Helal, D., & Abdel Gaber, M.
(2021). Impact of COVID - 19 Pandemic on
Moral Disengagement Models Adopted by
Hospitality Operations: A Case Study of
Cairo, Egypt, Journal of Economics,

1778


https://doi.org/10.1080/23311975.2023.2233775
https://doi.org/10.1080/23311975.2023.2233775
https://doi.org/10.1111/inr.12940

Original Article

Egyptian Journal of Health Care, March 2024 EJHC Vol 15. No.1

Finance and Management Studies, 4(11),
2259-2267.

Osman, H. (2017). The role of a number of
organizational variables in the sense of
functional alienation in me Managers and
executives in the municipality of Dohuk.
College of Administration and Economics,
Department  of  Economics,  Nowruz
University, Kurdistan Region, Tan Iraq.
Academic Journal of Nawroz University
(AJNU), 42 (3), 85-92.

Saif, A. Atasever, M., & Tahir, S. (2021).
Impact of Exploitative Leadership on
Workplace Incivility: Role of Psychological
Distress -Evidence from Banking Sector.
Available at
https://www.researchgate.net/publication/35
240788

Schmid, E., Pircher Verdorfer, A. & Peus, C.

(2018). Different shades-different effects?
Consequences of different types of
destructive  leadership. ~ Frontiers  in

Psychology, 9, 1289. 34. 1. 32.

Schmid, E., Pircher Verdorfer, A., & Peus,
C. (2019). Shedding light on leaders’ self-
interest: Theory and measurement of
exploitative leadership.  Journal  of
Management, 45 (4), 1401- 1433.

Shahzad, F., Shahzad, M.F., Dilanchiev, A,
& Irfan, M. (2022). Modeling the
Influence of Patrnalistic Leadership and
Personality Characteristics on Alienation
and Organizational Culture in the Aviation
Industry of Pakistan: The Mediating Role of
Cohesiveness. Sustainability, 14, 15473.

Valle, M., Kacmar, M., Zivnuska, S., &
Harting, T. (2019). Abusive supervision,
leader-member  exchange, and moral
disengagement: A moderated-mediation
model of organizational deviance. The
Journal of Social Psychology, 159(3), 299—

312.

Verdorfer, A., Belschak, F., & Bobbio, A.
(2023). Felt or Thought: Distinct
Mechanisms  Underlying Exploitative
Leadership  and Abusive  Supervisions
Journal of Business Ethics <1-8 .Available at
https://doi.org/10-1007/s10551-023-05543-5

Wang, Z., Sun, C., & Cai, S. (2021). How
exploitative leadership influences employee
innovative behavior: The mediating role of
relational attachment and moderating role of
high-performance work systems. Leadership
& Organization Development Journal,
42(2), 233-248.

Yamane, T. (1967). Statistics: An Introductory
Analysis. 2nd ed., Harper and Row, New
York, p. 919.

Yildiz, B., Yildiz, H., & Ozbilgin, M. (2022).
How do compulsory citizenship behaviors
affect moral disengagement in
organizations? Significance of anger toward
the organization during the COVID-19
pandemic. Front. Psychol, 13, 1038860. P.1-
13.

You, Q., Bai, D., Wu, C., Gao, J., & Hou, C.
(2022). Status of work alienation among
nurses in China: A systematic review. Front.
Psychiatry, 13(986139), p 1-10.

Zhao, J. He, Y. Xu, J. & Hu, S. (2022). The
Study of Nurse’s Work Alienation and Its
Influence on Turnover Intention, Yangtze
Medicine, 6 (2), 57- 65.

1779


https://www.researchgate.net/publication/35240788
https://www.researchgate.net/publication/35240788
https://doi.org/10-1007/s10551-023-05543-5

