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Abstract 

Professional regulatory bodies in Kenya serve as custodians of public trust, professional 

standards, and statutory compliance. However, ethical vulnerabilities such as conflict of 

interest, compromised enforcement, weak accountability, and political interference may 

undermine institutional performance within these bodies. This study investigated the 

influence of ethical leadership practices, specifically ethical tone, code of ethics, and ethical 

rewarding, on the performance of professional regulatory bodies in Kenya. The study was 

anchored on Strategic Leadership Theory and employed a quantitative descriptive-

correlational research design. The findings showed that ethical leadership practices were 

rated positively across the professional regulatory bodies, with a composite mean of 3.96 and 

a standard deviation of 0.917. Correlation results showed a strong positive relationship 

between ethical leadership practices and organizational performance (r = 0.712, p < 0.05). 

Regression results further indicated that ethical leadership practices had a positive and 

statistically significant effect on organizational performance (B = 0.603, β = 0.712, t = 

10.823, p < 0.05). At the same time, the model was statistically significant (F = 117.132, p < 

0.05) and explained 50.7% of the variance in performance (R² = 0.507). The study concludes 

that strengthening ethical tone, codes of ethics, ethical rewarding, accountability, integrity, 

and compliance mechanisms can significantly improve the performance of professional 

regulatory bodies in Kenya. 

Keywords: Ethical leadership practices, Ethical tone, Codes of conduct, Ethical rewarding, 

Performance, Professional regulatory bodies. 

Introduction 

Ethical leadership practices are central to effective regulatory governance because 

professional regulatory bodies exercise authority on behalf of the public and are expected to 

act with integrity, fairness, transparency, and accountability. Ethical practices refer to the 

principles, standards, and behaviors that guide individuals and organizations in conducting 

their activities with integrity, fairness, and respect for others (Alizadeh et al., 2021). These 

practices ensure that organizational actions are consistent with moral values and societal 

norms, thereby promoting trust and credibility in institutional operations (Verne, 2023). In 

professional regulatory bodies, ethical leadership is especially important because these 

institutions are expected to protect public interest, enforce standards, regulate professional 

conduct, and maintain confidence in professional services. 
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Ethical leadership practices go beyond individual morality because they involve leadership-

driven systems and behaviours that shape ethical conduct across the organization. Strategic 

leaders are expected to demonstrate ethical behaviour, communicate ethical standards, 

promote transparency, and hold members accountable for ethical breaches. Treviño et al. 

(2006) define ethical practices as consistent adherence to moral principles in organizational 

decision-making, supported by ethical leadership and institutional mechanisms such as codes 

of ethics, reporting systems, and transparent disciplinary procedures. Ethical leaders therefore 

act as moral role models who communicate ethical expectations clearly, reward integrity, and 

ensure fairness in decision-making and resource distribution (Treviño et al., 2006). 

In Kenya, the need for ethical leadership practices is reinforced by governance frameworks 

such as Chapter Six of the Constitution of Kenya, 2010, the Leadership and Integrity Act, 

2012, and the Public Officer Ethics Act, 2003. These frameworks require public leaders and 

officers to exercise authority in a manner that upholds honesty, transparency, accountability, 

and public confidence. Within professional regulatory bodies, ethical leadership practices are 

therefore necessary for aligning institutional behaviour with constitutional values and public 

expectations. They also help reduce corruption risks, promote fair enforcement, strengthen 

compliance, and enhance institutional credibility. 

Professional regulatory bodies in Kenya, including institutions that regulate law, medicine, 

engineering, accounting, and other professional sectors, serve as critical links between 

government policy, professional practice, and public protection. Their effectiveness depends 

not only on statutory authority but also on the ethical infrastructure that guides internal 

decision-making, enforcement, stakeholder engagement, and service delivery. When leaders 

promote ethical conduct, enforce codes of ethics, and reward integrity, they strengthen 

organizational legitimacy and stakeholder confidence. Nyaribo and Iravo observe that 

promoting ethical standards within professional regulatory bodies builds public confidence, 

enhances organizational legitimacy, and enables institutions to deliver on public safety, 

consumer protection, and economic development. 

In this study, ethical leadership practices were conceptualized through ethical tone, code of 

ethics, and ethical rewarding. Ethical tone refers to the moral climate created by leaders 

through their attitudes, communication, and example in ethical matters (Vem et al., 2023). 

Code of ethics refers to formal principles and standards that guide organizational conduct and 

decision-making (Sivasubramaniam et al., 2021). Ethical rewarding refers to the extent to 

which an organization recognizes, supports, and rewards ethical behaviour through reward, 

appraisal, and recognition systems (Waheed & Zhang, 2022). This study, therefore, examined 

how ethical leadership practices influence the performance of professional regulatory bodies 

in Kenya. 

Statement of the Problem 

Professional regulatory bodies in Kenya are expected to safeguard public interest by 

enforcing professional standards, promoting ethical conduct, and ensuring accountable 

service delivery. Ideally, these institutions should operate under strong ethical leadership 

practices that promote integrity, transparency, fairness, compliance, and public confidence. 

Ethical tone, codes of ethics, and ethical rewarding should guide leaders and employees in 

making decisions that protect institutional legitimacy, reduce misconduct, and support 

effective regulatory performance. 

However, professional regulatory bodies continue to operate in environments where ethical 

risks such as weak accountability, conflict of interest, corruption, unfair enforcement, and 
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declining public trust may undermine performance. Although studies show that ethical 

leadership and ethical values improve employee conduct, stakeholder trust, financial 

performance, and organizational legitimacy (Dey et al., 2022; Barko et al., 2022; Khuong et 

al., 2021), most of these studies focus on general organizations, commercial entities, or 

corporate social responsibility contexts. Limited empirical evidence explains how ethical 

leadership practices influence the performance of professional regulatory bodies in Kenya. 

This study addressed this gap by examining the influence of ethical leadership practices on 

the performance of professional regulatory bodies in Kenya. 

Theoretical Review 

This study was anchored on Strategic Leadership Theory, particularly the dimension of 

emphasizing ethical practices. Strategic leadership assumes that leaders influence 

organizational outcomes through their decisions, values, practices, and ability to shape 

institutional systems. In this context, ethical leadership practices are viewed as leadership-

driven actions and mechanisms through which leaders promote integrity, accountability, 

transparency, fairness, and responsible conduct. Ethical leadership is essential for maintaining 

organizational legitimacy and trust because leaders set the moral direction of the organization 

and influence how employees interpret acceptable conduct (Alizadeh et al., 2021; Verne, 

2023). 

Strategic leaders are expected to demonstrate ethical behaviour and promote a culture of 

integrity and transparency within their organizations. This is particularly important for 

professional regulatory bodies because public trust is central to their mandate. Leaders who 

emphasize ethics shape organizational culture by modelling expected standards, 

communicating ethical expectations, rewarding ethical conduct, and holding members 

accountable for misconduct (Treviño et al., 2006). Ethical leadership practices, therefore, 

provide a mechanism through which regulatory institutions can strengthen public confidence, 

reduce corruption risks, and improve accountability in service delivery and enforcement. 

The study conceptualized ethical leadership practices through three related constructs: ethical 

tone, code of ethics, and ethical rewarding. Ethical tone reflects the moral atmosphere created 

by leaders through fairness, openness, integrity, and transparency in strategic and operational 

decisions (Vem et al., 2023). Code of ethics translates moral principles into formal 

organizational expectations, thereby promoting consistency, compliance, and accountability 

(Sivasubramaniam et al., 2021; Okemwa & Ratemo, 2021). Ethical rewarding 

institutionalizes ethical behaviour by linking moral conduct to recognition, appraisal, and 

positive reinforcement (Waheed & Zhang, 2022; Al Halbusi et al., 2021). 

The theory was appropriate because professional regulatory bodies operate in environments 

where leadership decisions directly affect public confidence, stakeholder trust, and regulatory 

legitimacy. In Kenya, ethical leadership practices are also supported by Chapter Six of the 

Constitution of Kenya, 2010, the Leadership and Integrity Act, 2012, and the Public Officer 

Ethics Act, 2003, which emphasize honesty, transparency, accountability, and responsible use 

of public authority. Therefore, Strategic Leadership Theory provides a suitable framework for 

examining how ethical leadership practices influence the performance of professional 

regulatory bodies in Kenya. 

Empirical Review 

The literature on ethical leadership practices and organizational performance provides a 

strong foundation for understanding the role of ethics in regulatory effectiveness. Dey et al. 

(2022) found a positive relationship between ethical leadership and organizational 

performance, reporting that ethical leadership influenced employee ethical conduct and 
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strengthened alignment between personal and organizational values. Their findings highlight 

the importance of ethical leadership in shaping ethical climates and improving performance. 

However, the study relied largely on single-source data and self-reporting, which may limit 

its applicability in regulatory contexts where external validation and stakeholder confidence 

are critical. 

Barko et al. (2022) provide a broader view by linking ethical cultures to financial and 

operational performance. Their findings show that organizations with strong ethical cultures 

often perform better in financial metrics, employee engagement, and stakeholder trust. This 

supports the argument that ethical leadership practices contribute to organizational success. 

However, the study did not directly address professional regulatory bodies, where ethical 

conduct is not only a performance driver but also a legal and public-interest obligation. This 

creates a contextual gap that is important in Kenya’s regulatory environment. 

Ethical tone has also been shown to influence organizational outcomes. Jerab and Mabrouk 

(2023) reported a positive relationship between ethical tone and organizational effectiveness, 

emphasizing integrity, transparency, accountability, and fairness as important drivers of 

stakeholder confidence. LaMacchia (2021) similarly found that organizations with a strong 

ethical tone performed better in employee engagement, customer satisfaction, and financial 

performance. These findings suggest that ethical tone can support institutional performance. 

However, the studies focused on general organizational contexts and did not fully explain 

how ethical tone operates in professional regulatory bodies that face public scrutiny, 

compliance pressures, and regulatory legitimacy demands. 

The code of ethics is another important dimension of ethical leadership practices. 

Sivasubramaniam et al. (2021) describe a code of ethics as formal principles and standards 

that guide conduct and decision-making. Sims (2023) found that strong ethical codes 

improved employee engagement and customer satisfaction, while Al Halbusi et al. (2021) 

reported a positive relationship between ethical leadership and adherence to ethical codes. 

These findings show that codes of ethics are useful only when leaders actively promote, 

enforce, and integrate them into organizational behaviour. However, limited evidence exists 

on how codes of ethics affect performance in Kenyan professional regulatory bodies. 

Ethical rewarding has also received empirical attention. Dey et al. (2022) found that ethical 

rewarding was positively related to employee engagement, suggesting that recognition of 

integrity strengthens ethical climate and performance. Ali and Anwar (2021) further reported 

improved employee performance in organizations with well-implemented ethical reward 

systems. Al Halbusi et al. (2021) also showed that ethical leadership supports the 

effectiveness of ethical reward systems by promoting fairness and consistency in reward 

allocation. These studies indicate that ethical rewards can reinforce ethical behaviour, but 

they provide limited evidence on how such systems influence regulatory performance, 

stakeholder trust, and compliance outcomes. 

The empirical literature shows that ethical leadership practices contribute to organizational 

performance by strengthening integrity, accountability, employee conduct, stakeholder 

confidence, and institutional legitimacy. However, most reviewed studies focus on 

commercial organizations, SMEs, CSR contexts, or general public-sector organizations. 

Limited empirical attention has been given to professional regulatory bodies in developing 

economies such as Kenya. This study addressed this gap by examining how ethical leadership 

practices, measured through ethical tone, code of ethics, and ethical rewarding, influence the 

performance of professional regulatory bodies in Kenya. 
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Methodology 

This study adopted a descriptive correlational research design. The population comprised 

Kenyan-based professional regulatory agencies operating under statutory mandates to oversee 

professional standards, licensing, and compliance across various sectors. The study focused 

on professional regulatory bodies with headquarters in Nairobi County, including the Kenya 

Medical Practitioners and Dentists Council, Nursing Council of Kenya, Pharmacy and 

Poisons Board, Law Society of Kenya, Engineers Board of Kenya, and the Institute of 

Certified Public Accountants of Kenya, among others. The study targeted 28 professional 

regulatory bodies in Kenya. The sample comprised 140 managerial staff drawn from the 28 

professional regulatory bodies. Structured questionnaires were used as the primary data 

collection instrument. Quantitative data were analyzed using descriptive statistics, including 

frequencies, percentages, means, and standard deviations. Inferential analysis was conducted 

using Pearson’s correlation and simple linear regression to test the study hypothesis. 

Results and Discussion 

This section presents descriptive and inferential analysis findings on the effect of ethical 

practices on the performance of professional regulatory bodies in Kenya. The findings are 

based on 116 duly filled questionnaires. The descriptive results are presented using. 

Moreover, the correlation findings and the regression results used to assess the influence of 

ethical practices on organizational performance are also presented. 

Descriptive Statistics 

Descriptive statistics in terms of means and standard deviations were used to give a picture of 

how the variable manifested in the professional regulatory bodies. Professional bodies' 

performance as the dependent variable was measured using four dimensions: financial 

performance, customer satisfaction, learning and growth, and internal business processes. 

Each dimension was computed from several questionnaire items, and the average scores are 

presented in Table 1. 

Table 1 

Descriptive Statistics for Performance of Professional Regulatory Bodies 

Performance Dimension Overall Mean Std Deviation 

Financial Performance 4.01 0.913 

Customer Satisfaction 4.05 0.868 

Learning and Growth 3.99 0.896 

Internal Business Processes 4.03 0.862 

Composite Score 4.02 0.885 

The findings in Table 1 show that respondents generally rated the performance of 

professional regulatory bodies positively. Customer satisfaction recorded the highest mean 

score (M = 4.05, SD = 0.868), suggesting that respondents agreed that the bodies were 

responsive to customers, communicated policy and procedural changes, provided digital 

services, and maintained fairness in handling client matters. Internal business processes also 

recorded a positive rating (M = 4.03, SD = 0.862), indicating that respondents agreed that 

documented workflows, interdepartmental coordination, internal communication, data 

systems, and service tracking supported organizational performance. 

Financial performance was also rated positively (M = 4.01, SD = 0.913). This indicates that 

respondents agreed that professional regulatory bodies maintained budget controls, cash flow, 
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cost control, financial reporting, audit follow-up, and revenue collection mechanisms. 

Learning and growth recorded a mean of 3.99 and an SD of 0.896, showing that respondents 

agreed that staff training, mentorship, capacity-building, access to modern tools, professional 

development, and continuous learning contributed to performance. Overall, all four 

dimensions fell within the “agree” range, suggesting that respondents perceived the 

performance of professional regulatory bodies as generally positive (M = 4.02, SD = 0.885). 

Ethical leadership practices, as the independent variable, were measured using three 

dimensions: ethical tone, code of ethics, and ethical rewarding. Each dimension was 

computed from several questionnaire items, and the composite score was obtained by 

averaging the three dimensions. The results are presented in the table below. 

Table 2 

Descriptive Statistics for Ethical Leadership Practices 

Ethical Leadership Dimension Overall Mean Std. Deviation 

Ethical Tone 3.91 0.966 

Code of Ethics 4.03 0.870 

Ethical Rewarding 3.94 0.915 

Composite Ethical Leadership Practices 3.96 0.917 

The findings in Table 2 show that respondents generally rated ethical leadership practices 

positively. Code of ethics recorded the highest mean score (M = 4.03, SD = 0.870), 

suggesting that respondents agreed that ethical standards, compliance structures, fairness, and 

ethical operational practices were integrated into organizational operations. 

Ethical rewarding was also rated positively (M = 3.94, SD = 0.915), indicating that 

respondents perceived ethical recognition, accountability, honesty, impartiality, and ethical 

governance as important in promoting public trust. Ethical tone recorded a mean of 3.91 and 

a standard deviation of 0.966, showing that respondents agreed that leadership integrity, 

ethical conduct, anti-corruption practices, and ethical reporting supported institutional 

credibility. 

Overall, ethical leadership practices recorded a composite mean of 3.96 and SD = 0.917, 

indicating positive agreement across the three dimensions. This suggests that ethical tone, 

code of ethics, and ethical rewarding were present in the professional regulatory bodies and 

were perceived as important in strengthening accountability, public trust, compliance, and 

organizational performance.  

Inferential Analysis  

Inferential analysis was conducted to determine whether ethical leadership practices were 

significantly associated with organizational performance. The study first used Pearson 

correlation analysis to establish the direction and strength of the relationship between ethical 

leadership practices and organizational performance. The results are presented in Table 3. 
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Table 3  

Correlation Between Ethical Practices and Organizational Performance 

 Organizational Performance 

Ethical Practices Pearson Correlation .712 

Sig. (2-tailed) .000 

N 116 

 

The findings in Table 3 show a strong positive correlation between ethical leadership 

practices and organizational performance among professional regulatory bodies in Kenya (r = 

0.712, p < 0.05). This indicates that improvements in ethical leadership practices are 

associated with improved organizational performance. The result further suggests that 

regulatory bodies that strengthen ethical tone, codes of ethics, and ethical rewarding are more 

likely to achieve better performance outcomes. Since the relationship was statistically 

significant, the findings support the need to strengthen ethical leadership practices to improve 

institutional effectiveness, accountability, and overall performance. 

Simple linear regression was then conducted to assess the effect of ethical leadership 

practices on organizational performance. The analysis was appropriate because it quantified 

the extent to which ethical leadership practices predicted organizational performance. The 

following hypothesis was tested: 

H₀: Ethical leadership practices have no statistically significant effect on the performance of 

professional regulatory bodies in Kenya. 

Table 4 presents the regression model summary, the analysis of variance (ANOVA), and the 

regression coefficients. 

Table 4   

Regression for Ethical Practices on Organizational Performance 

Model Summary 

R R Square Adjusted R Square Std. Error of the Estimate 

.712a .507 .502 .41455 

a. Predictors: (Constant), Ethical practices 

ANOVAa 

 Sum of Squares df Mean Square F Sig. 

Regression 20.130 1 20.130 117.132 .000b 

Residual 19.591 114 .172   

Total 39.721 115    

a. Dependent Variable: Organizational Performance 

b. Predictors: (Constant), Ethical practices 

Coefficientsa 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

(Constant) 1.665 .221  7.519 .000 

Ethical practices .603 .056 .712 10.823 .000 

a. Dependent Variable: Organizational Performance 

The findings shown in Table 4 indicate that ethical practices had a strong positive relationship 

with organizational performance among professional regulatory bodies in Kenya. The model 



Effect of Ethical Leadership Practices on the Performance of …  [Olick et al.,] 

~ 118 ~ 

 

summary showed a correlation coefficient of 0.712, suggesting a strong association between 

ethical practices and organizational performance. The coefficient of determination further 

revealed that ethical practices explained a substantial proportion of the variation in 

organizational performance (R2 = 0.507, meaning that changes in ethical practices accounted 

for 50.7% of the changes in organizational performance.  

The ANOVA results further demonstrated that the regression model was statistically 

significant. Specifically, the model yielded a significant F-statistic (F = 117.132, p < 0.05), 

indicating that the model appropriately explained the effect of ethical practices on 

organizational performance. These results showed that ethical practices made a significant 

contribution to explaining differences in organizational performance across the studied 

institutions.  

The coefficient results further confirmed that ethical practices had a positive and statistically 

significant effect on organizational performance. The constant term was significant (B0 = 

1.665, t = 7.519, p < 0.05), while ethical practices recorded a positive coefficient (B = 0.603, 

β = 0.712, t = 10.823, p < 0.05). This implied that a one-unit increase in the rating for ethical 

practices led to a 0.603-unit increase in the rating for organizational performance. The 

findings therefore suggested that strengthening ethical standards, accountability, integrity, and 

compliance mechanisms could significantly improve organizational performance. 

Discussion of Results 

The findings showed that ethical leadership practices had a positive and statistically 

significant influence on the performance of professional regulatory bodies in Kenya (B = 

0.603, β = 0.712, t = 10.823, p < 0.05). The regression results further revealed that ethical 

leadership practices explained 50.7% of the variance in organizational performance (R² = 

0.507). Correlation analysis also indicated a strong positive relationship between ethical 

leadership practices and organizational performance (r = 0.712, p < 0.05). These findings 

suggest that professional regulatory bodies that strengthen ethical tone, codes of ethics, and 

ethical rewarding are more likely to achieve improved performance outcomes. 

The findings are consistent with Strategic Leadership Theory, which emphasizes ethical 

practices as a leadership-driven mechanism for shaping organizational conduct, 

accountability, and performance. Strategic leaders influence institutional outcomes by 

modelling ethical behaviour, communicating ethical expectations, rewarding integrity, and 

holding members accountable for misconduct (Treviño et al., 2006). The results also support 

Alizadeh et al. (2021) and Verne (2023), who argued that ethical practices promote trust, 

credibility, legitimacy, and responsible organizational behaviour. 

Ethical tone emerged as an important dimension of ethical leadership practices. Respondents 

generally agreed that leadership integrity, ethical conduct, anti-corruption practices, and 

ethical reporting supported institutional credibility (M = 3.91, SD = 0.966). This agrees with 

Vem et al. (2023), who described ethical tone as the moral atmosphere created by leaders 

through fairness, openness, integrity, and transparency in strategic and operational decisions. 

The findings also support Jerab and Mabrouk (2023) and LaMacchia (2021), who linked a 

strong ethical tone to organizational effectiveness, employee engagement, customer 

satisfaction, and performance. 

The findings further showed that codes of ethics were strongly rated among the ethical 

leadership dimensions (M = 4.03, SD = 0.870). This indicates that formal ethical frameworks, 

compliance structures, fairness, and ethical operational practices were viewed as important in 

guiding organizational behaviour and decision-making. This finding is consistent with 

Sivasubramaniam et al. (2021), who described codes of ethics as formal principles and 
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standards that guide conduct and decisions. It also aligns with Sims (2023) and Al Halbusi et 

al. (2021), who found that codes of ethics are more effective when leaders actively promote, 

enforce, and integrate them into organizational behaviour. 

Ethical rewarding was also positively rated (M = 3.94, SD = 0.915), suggesting that 

recognition, appraisal, and reinforcement of ethical behaviour contribute to public trust, 

accountability, and performance. This supports Waheed and Zhang (2022), who 

conceptualized ethical rewarding as the extent to which organizations acknowledge and 

reward ethical behaviour through reward and recognition systems. The finding is also 

consistent with Dey et al. (2022), Ali and Anwar (2021), and Al Halbusi et al. (2021), who 

linked ethical rewarding to employee engagement, ethical climate, fairness, and 

organizational performance. 

Overall, the findings confirm that ethical leadership practices are important for enhancing 

performance in professional regulatory bodies. The results are aligned with Dey et al. (2022) 

and Barko et al. (2022), who found that ethical leadership and ethical cultures improve 

employee conduct, operational outcomes, stakeholder trust, and organizational performance. 

In the context of professional regulatory bodies, ethical leadership practices are especially 

important because these institutions depend on public confidence, regulatory legitimacy, fair 

enforcement, and accountable service delivery. Therefore, strengthening ethical tone, codes 

of ethics, and ethical rewarding can improve institutional effectiveness and sustain public 

trust. 

Conclusion 

Ethical leadership practices are not merely peripheral compliance obligations; they are 

foundational pillars of institutional performance for professional regulatory bodies in Kenya. 

The study concludes that ethical leadership practices significantly and positively influence 

the performance of professional regulatory bodies. This means that when leaders promote 

integrity, accountability, transparency, fairness, and responsible conduct, regulatory bodies 

are better positioned to improve service delivery, strengthen stakeholder trust, enhance 

institutional credibility, and achieve sustainable performance. The study further concludes 

that ethical tone is an important driver of performance. Ethical tone shapes the moral climate 

of the organization by influencing how leaders communicate expectations, model integrity, 

promote fairness, and respond to misconduct. A strong ethical tone supports accountability, 

reduces unethical behaviour, strengthens compliance, and enhances confidence in regulatory 

decisions.  

The study also concludes that codes of ethics contribute positively to performance by 

translating ethical values into formal standards of conduct. Codes of ethics guide decision-

making, promote consistency, reduce operational risks, and strengthen coordination across 

departments. When codes of ethics are effectively implemented and monitored, they improve 

compliance, service delivery, institutional reputation, and stakeholder confidence. Finally, the 

study concludes that ethical rewarding strengthens performance by reinforcing ethical 

behaviour through recognition, appraisal, and reward systems. Ethical rewarding encourages 

employees and leaders to uphold integrity, honesty, impartiality, and accountability in their 

work. This improves motivation, supports a culture of ethical conduct, enhances public trust, 

and contributes to the overall effectiveness of professional regulatory bodies in Kenya. 

Recommendations 

Based on the findings, the study recommends that professional regulatory bodies in Kenya 

should strengthen ethical leadership practices through practical and cost-conscious measures. 

First, each body should review or develop a clear code of ethics that is simple, accessible, and 
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aligned with existing legal and institutional requirements. This can be done using internal 

legal, HR, compliance, and audit teams to minimize additional costs. 

Second, senior leaders should consistently model ethical conduct by demonstrating integrity, 

transparency, fairness, and accountability in decision-making, resource use, enforcement, and 

service delivery. This requires limited financial investment but can significantly strengthen 

ethical tone and institutional credibility. 

Third, professional regulatory bodies should integrate ethical conduct into existing 

performance appraisal and recognition systems. Instead of creating costly reward schemes, 

HR departments can include ethical behaviour, compliance, transparency, and accountability 

as part of staff evaluation, promotion, and recognition criteria. 

Fourth, the bodies should strengthen low-cost reporting and feedback mechanisms, including 

confidential reporting channels, ethics reminders, staff briefings, and regular communication 

on ethical expectations. Communication and compliance teams can use existing internal 

platforms to promote ethical awareness, reduce misconduct, and improve public trust. 

Finally, internal audit, compliance, and departmental heads should periodically monitor 

adherence to ethical standards and provide corrective feedback. This will help ethical 

leadership practices permeate daily operations, improve coordination and service delivery, 

enhance stakeholder confidence, and strengthen institutional performance. 
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