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Virtuous Foundations: Unraveling the Interplay of Organizational Virtuousness, High-Quality Relationships, and Employee Morale

Abstract
A growing emphasis is on linking virtuous behaviors with organizational dynamics to enhance individual and organizational outcomes. Drawing upon the tenets of positive organizational scholarship, this research investigates the relationship between organizational virtuousness, employee morale and high-quality relationships. Specifically, we examine the effect of organizational virtuousness on employee morale directly and indirectly through the mediation of high-quality relationships. Data from 249 employees working in the banking sector was collected through a questionnaire. Results highlight a positive association between organizational virtuousness and employee morale, indicative of virtuous practices’ impact on workplace morale. Additionally, organizations fostering virtuous behaviors were found to cultivate high-quality relationships, further enhancing morale. The study contributes empirical evidence on the mediating role of high-quality relationships, providing valuable insights for organizational management to foster a positive work environment conducive to employee morale.
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Introduction
The rapid advancement of science and technology in the current century necessitates that business organizations adopt strategies for change to adapt to their environments, ensuring their survival and sustainability (Larasati & Martono, 2020). In this regard, human resources are recognized as a paramount element crucial for upholding organizational sustainability, and credibility and fostering public trust (Tooranloo, 2017). Therefore, an organization's human resources pose a significant managerial challenge, as the success of management and other stakeholders hinges upon the quality of human resources. Consequently, focusing on employee morale is imperative for organizations due to its pivotal role in driving productivity (Weakliem & Frenkel, 2006). Content and satisfied employees, reflecting high morale, are more likely to achieve high performance, enabling the organization to maximize its business potential and profitability. In the banking sector, employee morale is crucial for fostering trust, delivering exceptional customer service, and staying competitive amidst technological advancements. A motivated workforce leads to higher customer satisfaction, better handling of challenges, and greater innovation (Islam, et al., 2011). Employee morale refers to an employee’s favorable mental state characterized by a combination of emotions and attitudes, which manifest as heightened energy, enthusiasm, and readiness to fulfill job responsibilities, ultimately contributing to organizational performance (Pattnaik & Jena, 2021). High morale is characterized by observable indicators of positive emotions, including enthusiasm and a cooperative attitude among employees. Conversely, low morale is marked by negative emotions such as dissatisfaction, demotivation, and disengagement from job responsibilities (Kanimozhi & Vinothkumar, 2018).
	In contemporary organizational studies, there is a growing call for managers to cultivate a culture of positivity within their organizations, one that not only enhances employee morale but also fosters overall well-being and strengthens retention relationships (Paek, et al., 2015). This shift in perspective reflects a broader trend away from a traditional profit-driven mindset towards a more holistic approach that emphasizes agility, resilience and a deeper sense of purpose in navigating the complexities of modern markets (Donaldson, et al., 2019). At the forefront of this paradigm shift is a growing interest in positive organizational phenomena, particularly the concept of organizational virtuousness, which affects employee outcomes in numerous ways (Tsachouridi & Nikandrou, 2020). Earlier research has noted that virtuousness which can be defined as “ the best of the human condition, the most ennobling behaviors, and outcomes of people, the excellence and the essence of humankind and the highest aspiration of human beings” is an essential condition for well-being (Cameron & Caza, 2013, p. 677).  As organizations are prioritizing, they are seeing a range of positive outcomes, including improved individual well-being and job performance (Meyer, 2018; Aryanti, et al., 2020).
Recently, large and small companies have started acknowledging the significance of safeguarding employees' mental well-being by cultivating a positive work environment. This includes promoting appreciation, gratitude, and encouragement to improve productivity and competitiveness and foster a positive organizational reputation (Tamers, et al., 2020). The surge in the prominence of positive psychology has led to the emergence of a novel construct known as organizational virtuousness, attributed to the positive psychology movement spearheaded by Martin Seligman (2000). Organizational virtuousness, rooted in the principles of positive psychology, emphasizes cultivating virtuous behaviors and practices within an organization to enhance performance and well-being. Individuals not only exhibit virtues but also foster and transmit them to other members of the social system. Organizational virtuousness refers to the actions, desires, and processes of individuals and groups within an organization that promote and sustain virtuous behaviors (Cameron, et al., 2004).
	In the service sector, particularly the banking sector, the quality of relationships among colleagues and with customers is fundamental to the smooth functioning of operations. As employees navigate the complexities inherent in the banking sector, the significance of cultivating high-quality relationships becomes increasingly apparent (Hawke & Heffernan, 2006). High-quality relationships (HQRs) are essential because the primary functions rely on interpersonal relationships among colleagues. HQRs are defined as short, one one-on-one interactions that are perceived as positive and energizing (Stephens, et al., 2012). The importance of HQRs in the workplace has become increasingly evident, especially in light of recent trends highlighted by Gallup (2013). Moreover, the unprecedented challenge brought about by the COVID-19 pandemic has underscored the negative impact on workers engagement, morale and well-being (Kniffin, et al., 2021; Bienasz, 2021). Aligning with the studies there is a growing demand for managers to develop skills in fostering positive organizational relationships and creating High-quality relationships (HQRs) within their organizations (Hinz, et al., 2022). As organizations navigate the complexities of the modern work environment, nurturing meaningful relationships among employees not only enhances employee morale and productivity but also fosters resilience and adaptability in the face of adversity. 
	In alignment with the earlier findings emphasizing the significance of fostering High-quality relationships (HQRs) in the workplace, it is essential to acknowledge in the realm of POS, these relationships extend beyond mere resource exchange. Partners in such relationships not only exchange vital resources but also engage in co-creating new resources that are unique to dyads. This collaboration process contributes significantly to the development and empowerment of the individuals involved. Therefore, nurturing and investing in these relationships will not only elevate employee morale (EM) but also benefit organizational outcomes, aligning with the evolving needs of the modern workplace.
	Despite extensive research highlighting the crucial role employee morale plays in organizational performance and sustainability, there remains a significant gap in understanding the specific mechanisms through which organizational virtuousness impacts employee morale. Existing studies have largely focused on the direct effect of organizational virtuousness or the benefits of quality relationships on employee performance or morale. However, the mediating role of HQRs between OV and EM has not been previously investigated to the best of our knowledge. Examining the factors that can foster employee morale is imperative especially for customer-focused organizations to enhance service quality and overall performance. Therefore, this research seeks to examine the effect of OV on EM and the mediating role of HQRs in this relationship in the banking industry. By addressing this gap, organizational leaders and managers can get valuable insights to cultivate a culture of excellence and well-being. This study employs a systematic approach to examine the relationships between variables. Data analysis was facilitated by PROCESS MACRO by Hayes, a statistical tool that is known for its efficacy in evaluating complex relationships.

Contribution of the study
This study adds valuable insights to the existing body of knowledge by investigating the pathways by which organizational virtuousness (OV) influences employee morale (EM), with a particular emphasis on high-quality relationships (HQRs). This research not only addresses a significant knowledge gap, but also has practical and theoretical implications for leaders and managers in organizations. It also emphasizes the significance of fostering a culture characterized by moral excellence and investing in the cultivation of strong and valuable connections to enhance employee motivation, ultimately leading to the fulfillment of corporate goals. Furthermore, at a time which is marked by rapid technological advancements and changing customer demands, the results of this study are relevant and timely, providing ways that will help and improve organizational resilience and adaptability. This study integrates positive psychology principles with organizational behavior, offering a strong foundation for future research and a framework to improve employee morale in dynamic and competitive settings. 
Moreover, this study closely aligns with Sustainable Development Goals (SDG) 3 and SDG- 8. SDG-3 focuses on wellbeing for all ages and SDG-8 focuses on promoting decent work and economic growth. It emphasizes promoting sustained, inclusive, and sustainable economic growth with productive employment and decent work for everyone. By cultivating organizational virtuousness, which includes ethical practices, compassion, and integrity firms can establish a culture that improves employee morale and well-being. This aligns with the overall objective of SDG-3 and SDG-8 by ensuring that economic growth is inclusive and benefits all the stakeholders within the organizations.

Theorizing And Hypotheses Development	 
Organizational Virtuousness and Employee Morale
Human resources play a crucial role in the systematic process of firm development (Amelia, et al., 2023). Employees play a pivotal role in the success and sustainability of banking institutions, serving as a cornerstone for organizational effectiveness and customer satisfaction (Dikshit, & Jain, 2017; Costa & Loureiro, 2019). In this context, employees are expected to embody a strong work spirit to provide maximum output for the organization (Nazenin & Palupiningdyah, 2014). Amidst the dynamic and competitive landscape of the banking sector, maintaining high levels of employee morale emerges as a strategic imperative. In scholarly discourse, there exists a recurrent conflict between morale and related constructs like job satisfaction and well-being in the workplace. Scholars have sought to disambiguate this confusion by proposing distinct proxies to conceptualize morale. One perspective posits that employee morale can be assessed through indicators such as job satisfaction and organizational commitment (McKnight, et al., 2001). Conversely, an alternative viewpoint suggests evaluating morale through metrics such as turnover rates, grievances and strikes (Straka, 1993). Notably, it has been argued that employee morale represents a discrete entity separate from these constructs (Devanshu & Kuldeep, 2014). Morale is the attitude of employees during their tenure within the organization, thereby influencing organizational performance (Fretwell, 2002). It is the psychological well-being of individuals, characterized by feelings of confidence, efficacy and perseverance. Moreover, it encompasses the collective vitality of group members in their pursuit of shared success (Bowles & Cooper, 2009).
 Employee morale not only impacts workforce productivity and engagement but also influences employee retention (Obeng, et al., 2020). When employee morale is high, it indicates that individuals will engage with enthusiasm and dedication in fulfilling their responsibilities (Larasati & Martono, 2020). Employee morale is characterized as a variable aspect, fluctuating between highs and lows (Asnawi & Indonesia, 2000). This fluctuation is aligned with the individual experiences of employees within a company. Hence, nurturing a high morale level must be viewed as an enduring and continuous obligation on the part of management (Alwi, 2016).
Aligning with the multitude of positive outcomes associated with employee morale, what measures can institutions implement to guarantee the happiness of their workforce? Previous scholarly investigations emphasized the significance of virtuousness, defined as “the best of the human condition, the most ennobling behaviors and outcomes of people, the excellence and essence of humankind, and the highest aspirations of human beings” (Cameron & Caza, 2013, p. 677). The measurement of organizational virtuousness involves evaluating five key components inside the organization: optimism, trust, compassion, integrity, and forgiveness (Cameron, et al., 2004). In this regard, organizational virtuousness in institutions has rapidly emerged as a key idea, leading to various positive outcomes such as improved work performance (Meyer, 2018). 
The relationship between OV and EM is supported by the amplifying influence of virtuous behavior. Virtuousness is posited to boast both organizational and individual performance by magnifying its effect. When organizational members perceive a prevailing culture of virtuous conduct, they are inclined to engage in virtuous acts themselves and are motivated to work with heightened enthusiasm (Sun & Yoon, 2020; Hur, et al., 2017). This in turn contributes to an elevation of emotional experiences among employees laying a solid foundation for boosting employee morale in the workplace. At the interpersonal level, this amplifying effect further enhances performance and fosters the development of social capital (Bolino, et al., 2002). Additionally, this positive emotional atmosphere, generated by the amplifying influence of virtuousness, permeates the organizational environment level (Gittell, 2003). Therefore, this theoretical underpinning supports the relationship between OV and EM. Therefore, this study postulates that organizational virtuousness positively influences employee morale.
H1= Organizational virtuousness positively affects employee morale at work
Organizational Virtuousness and High-Quality Relationships
	In the banking sector, high-quality relationships are pivotal for fostering customer trust and loyalty, as well as for promoting collaboration and efficiency within the organization (Affran, et al., 2019). High-quality relationships can be defined as an interactions marked by vitality, mutuality, and positive regard,” and can be considered the “micro-bits” of positive relationships at work (Dutton & Ragins, 2007, p. 10). Dutton and Heaphy (2003) proposed two clusters for understanding the quality of relationships. The first cluster focuses on the capacity and openness of the relationship between two individuals, while the second cluster delves into the subjective experiences within that relationship. Both capacities and subjective experiences play pivotal roles in strengthening relationships (Dutton & Heaphy, 2003). Variations in capacities characterize strong relationships with individuals within these relationships experiencing different subjective states (Carmeli, et al., 2009).
 Similarly, Dutton and Heaphy (2003) further delineate three structural features that define high-quality relationships: Firstly, a high emotional carrying capacity refers to the depth and width of emotions expressed within a connection. The depth represents the intensity of individual emotions, while the width encompasses the range of both positive and negative emotional experiences. The second structural feature is higher tensility which portrays the capability of a given relationship to withstand and adapt to different situations and thirdly a higher degree of connectivity which signifies the extent to which it is open to fresh or novel ideas (Stephens, et al., 2011). These structural features are also known as capacities of high-quality relationships alongside subjective feelings like positive regard that entail the sense of being cared for and valued. Similarly, the relationship strength is contributed to by the mutuality (another subjective experience) of a high-quality relationship.
In this context, organizational virtue not only promotes respect and trust among staff members but also encourages actions that add to the vitality and mutual support inherent in high-quality relationships. Nurturing these relationships is dependent on organizational virtue, which is defined by ethical conduct and mutual respect for one another. The importance of developing the skills to cultivate strong and meaningful relationships is widely recognized (Hinz , et al., 2021). Therefore, by following moral principles, banks can create an environment where employees feel valued and motivated. Managers are expected to enhance their capacities to cultivate high-quality relationships. Empirical data shows that promoting high-quality relationships is mostly dependent on organizational virtue (Donada, et al., 2018). Furthermore, an essential aspect of organizational virtue that underpins the connection between OV and HQRs is societal betterment (Cameron, et al., 2004).  In this perspective, mutual assistance and altruism without vested interest are the means of improving human communication and their interactions. Social capital theory serves as an underpinning theory for this relationship between OV and HQRs. In this regard, this study suggests that the cultivation of such relationships is facilitated by organizational virtuousness. We define “enabler” as any process or procedure that makes it easier for a desired result to occur (Dutton & Ragins , 2007). Therefore, it comes as natural to build high-quality relationships based on social capital when employees witness virtuous organizational behavior at work and they sense being respected and appreciated. Thus, this study argues that organizational virtuousness plays a pivotal role in fostering high-quality relationships, ultimately leading to broader societal well-being.
H2= Organizational virtuousness positively affects high-quality relationships 
High-Quality Relationships and Employee Morale
	Evidence from the literature shows that high-quality relationships significantly influence job performance by reducing stress and exhaustion (Tran, et al., 2018). A workplace characterized by positive relationships between colleagues and managers fosters a collaborative and supportive atmosphere, laying the foundation for enhanced performance and achievement. This positive environment not only boosts employee morale and motivation but also cultivates a sense of belonging and commitment (Lee, et al., 2015). Furthermore, the presence of strong relationships encourages effective communication (Sias, 2005). Collaboration and knowledge sharing lead to improved problem-solving and innovation. 
	The relationship between HQRs and EM finds validation through the formation of social capital within the organizational settings. Social capital, a multifaceted construct, encompasses the benefits derived from interpersonal relationships in the workplace, such as trust, reciprocity, and cooperation (Baker & Dutton, 2006; Bhandari & Yasunobu, 2009). It constitutes an intangible form of capital generated through social interactions, yielding various resources. Consequently, employees are imbued with a sense of obligation to reciprocate, thereby contributing to enhanced morale within the organizational milieu (Cheung & Chan, 2010; Hauser, 2015). Therefore, it can be postulated that high-quality relationships will positively influence employee morale.
	H3= High-quality relationships will positively influence employee morale at work.
Mediating Role of High-Quality Relationships
	In the context of the banking sector in Pakistan, organizational virtuousness plays a crucial role in shaping employee morale. This relationship can be understood through the lens of social exchange theory (SET).  Under the lens of (SET), individuals engage in social interactions with the expectations of receiving rewards or benefits in return for their contribution (Blau, 1964). In the context of the workplace, employee perceive organizational virtuousness as a form of investment by the organization in their well-being and satisfaction. When organizations demonstrate virtuous behaviors, employees are more likely to reciprocate by engaging in social exchange with their colleagues and supervisors (Cropanzano & Mitchell, 2005).These positive exchanges, characterized by trust, mutual respect, and support contribute to HQRs within an organization. Factors such as interpersonal relationships with colleagues, teamwork dynamics within the immediate work environment, working conditions availability of leaves, and the extent of open communication between management and employees are pivotal determinants of employee morale (Tiwari, 2014). 
As employees experience the benefits of these relationships, such as increased social support, opportunities for collaboration, and emotional validation their morale is bolstered (Eisenberger, et al., 1986). Therefore, a high-quality relationship serves as a mechanism through which organizational virtuousness positively influences employee morale, as individuals perceive the organization as a supportive and caring entity that values their contributions and well-being. Therefore, high-quality relationships serve as a conduit through which organizational virtuousness positively influences employee morale in the banking sector of Pakistan. Understanding and nurturing these mediating relationships can enable organizations to create a culture of virtuousness that enhances employee morale.
H4= High-quality relationships play a mediating role in the relationship between organizational virtuousness and employee morale.
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Figure 1. Proposed mediation model
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Methods
Participants And Procedure
The population for this study consisted of all the employees working in the banking sector of Lahore. In organizations with interdependent tasks, fostering a virtuous culture requires collaborative effort. High morale is crucial in such a context, necessitating quality workplace relationships for effective coordination and performance. The banking sector exemplifies this environment (Sevi, 2010), making it an ideal setting to investigate these constructs. The banking sector in Pakistan consists of thirty-eight banks, which are classified into five public sector banks, twenty-two private banks, four specialized banks, and four foreign banks (SBP, 2016-20). The banks selected for this study were commercial banks only and were based on convenience sampling. A total of 300 questionnaires were distributed for data collection and a total of 278 were received back, indicating a response rate of 92%. Among these, 249 responses were deemed valid, reflecting a response rate of 83%. It is noteworthy that some responses were gathered on-site, while the remaining questionnaires were sent later by respective banks. Moreover, 70% of the participants were male remaining 30 % were females. Here is the breakdown of the age of respondents: 25% of them fall within 18-25 years of age. A significant portion of the participants fell within the range of 26-30 years. In addition, 31% of the respondents are between the age of 31 -40. While 14% were 40 years old or older. Within the education category, only 6% of the participants had a high school degree. 36% held a bachelor's degree, while 51% had a master’s degree. In addition, 4% of the respondents hold a doctoral degree, while the remaining 2.4 % have other qualifications. Moreover, 23% of the respondents were working in their current jobs for less than 1 year. While 44% were working for 1-5 years. In addition, 25% have been working for 6-10 years while the remaining 9% have been working for more than 11 years. Based on the responses above, 42% of the respondents belonged to the public sector banks while 57% belonged to the private sector.
Measures
The study includes 5-point Likert scale questionnaire to measure the elements. The scores in this scale range from 1= strongly disagree and 5=strongly agree.
Organizational Virtuousness
Organizational virtuousness refers to “individual activities, collective actions, characteristics of culture, or processes that enable or disable virtuous deed” (Cameron, et al., 2004, p. 768). The scale consisted of 15-items and include statement like “A sense of profound purpose is associated with what we do here.” 
High-quality relationships
The questionnaire used for the measurement was developed by (Carmeli, et al., 2009).  The scale consisted of 20-items to measure the construct and include statements like: “We are not afraid to express unpleasant feelings at work”. 
Employee Morale 
This study examines the measurement of employee morale in a workplace using 5-items from the school organizational health questionnaire (Hart, et al., 2000) .The scale has been adapted according to need of this study. 
Data Analysis
In this study, the incremental approach to data analysis was employed, commencing with the validation of data integrity through reliability and validity analyses conducted using SPSS and AMOS software. Following the confirmation of data reliability and validity, the PROCESS MACRO for SPSS developed by Hayes (2018) was utilized as the primary technique for hypothesis testing. This selection was made due to the macro’s capability to compute conditional indirect effects utilizing bootstrapping methods to provide bias-corrected 95% confidence intervals. By utilizing the PROCESS MACRO, researchers acquire a deeper understanding of the underlying mechanisms that propel the relationships between the variables of interest. Moreover, there is a  widespread use of PROCESS MACRO in recent studies with similar constructs like ours such as those by (Sharma & Goyal, 2022; Tsachouridi & Nikandrou, 2020; Ho, et al., 2023; Shahid & Muchiri , 2019; Zhao, et al., 2024). Therefore, hypothesis testing proceeded with the assessment of mediation concerning HQRs, employing Model 4 of the PROCESS MACRO developed by Hayes (2018).
Results
Common Method Bias
To rule out potential common method Variance, Harman’s single factor test was applied, encompassing exploratory factor analysis without rotation and inclusion of all the measured items into a single factor accounted for 42% of the variance, falling below the conventional threshold of 50% (Harman, 1967). This finding indicated no significant issue with CMV.
Descriptive And Correlational Analysis
The mean values suggest that respondents exhibited a tendency towards neutrality or agreement across the measured variables, namely organizational virtuousness (M=3.94), High-quality relationships (M=3.95), and employee morale (M=4.02). Additionally, the findings as presented in Table 1 indicate positive correlations between organizational virtuousness and employee morale (r=0.7, p < 0.01) and high-quality relationships (r= 0.7, p < 0.01) providing support for the hypothesis.
Table 1. Descriptive and correlation
	Variables
	Mean
	SD
	1
	2
	3
	CR
	AVE
	√AVE

	1- OV
	3.94
	0.62
	(0.93)
	
	
	0.949
	0.788
	0.88

	2- EM
	4.02
	0.68
	0.7**
	(0.84)
	
	0.834
	0.503
	0.71

	3- HQRs
	3.95
	0.57
	0.7**
	0.6**
	(0.93)
	0.906
	0.661
	0.81


**p<0.01
OV organizational virtuousness, EM: employee morale, HQRs: High-quality relationships
SD: std. Dev., CR: Composite reliability, AVE: Average Variance Extracted, √AVE: Sqr. Root of Average Variance Extracted, 
() Cronbach alpha is shown diagonally in parentheses. 

Confirmatory Factor Analysis
	The present study utilized CFA with Amoss employing maximum likelihood estimation. Prior studies had already established the validity of the scales used. Consistent with the guidelines of various research models, fit was assessed using the normed Chi-square, CFI, RMSEA, and RMR indicators.  
Initially, all item factor loadings exceeded the threshold of 0.50. However, the model fit indices did not meet the criteria specified. Examination of residual values revealed high residuals for one item of HQRs. Therefore, the item was removed from the analysis. After removal, the model demonstrated improved fit χ²/df [1640/686] = 2.39 (Hair Jr, 2017), GFI=0.71, CFI= 0.84, SRMR=  0.5, RMSEA=0.7 (Pedroso, et al., 2016).
Reliability And Validity Analysis
The reliability of the scales was assessed using Cronbach’s alpha (α ≥ 0.70) and all the values were within the threshold value. Subsequently, data underwent scrutiny for convergent and discriminant validity as recommended by Fornell and Larcker (1981). For convergent validity, composite reliability values ranging from (0.8 to 0.9) surpassed the threshold of 0.70. while the AVE of some constructs was below 0.5 but according to (Fornell & Larcker, 1981) if AVE is less than 0.50 but CR is higher than 0.6, the convergent validity is still adequate (Lam, 2012). Moreover, the Discriminant validity is adequate if the √AVE is higher than the correlational values of the study as shown in Table 2.  

Table 2.Result of Confirmatory factor analysis.
	Construct/variable
	Factor loadings
	CR
	AVE
	√AVE

	Organizational Virtuousness
	
	0.94
	0.788
	0.88

	O1
	0.83
	
	
	

	O2
	0.85
	
	
	

	O3
	0.841
	
	
	

	T1
	0.69
	
	
	

	T2
	0.78
	
	
	

	T3
	0.77
	
	
	

	C1
	0.81
	
	
	

	C2
	0.74
	
	
	

	C3
	0.79
	
	
	

	I1
	0.75
	
	
	

	I2
	0.72
	
	
	

	I3
	0.70
	
	
	

	F1
	0.79
	
	
	

	F2
	0.68
	
	
	

	F3
	0.72
	
	
	

	Employee Morale
	                               0.83                    0.503                          0.71

	EM1
	0.63
	
	
	

	EM2
	0.69
	
	
	

	EM3
	0.72
	
	
	

	EM4
	0.73
	
	
	

	EM5
	0.75
	
	
	

	High-Quality Relationships                    0.90                        0.661                       0.81

	ECC1
	0.68
	
	
	

	ECC2
	0.56
	
	
	

	ECC3
	0.68
	
	
	

	ECC4
	0.66
	
	
	

	ECC5
	0.66
	
	
	

	TN2
	0.82
	
	
	

	TN3
	0.92
	
	
	

	TN4
	0.75
	
	
	

	CON1
	0.74
	
	
	

	CON2
	0.77
	
	
	

	CON3
	0.81
	
	
	

	CON4
	0.71
	
	
	

	M1
	0.73
	
	
	

	M2
	0.82
	
	
	

	M3
	0.85
	
	
	

	M4
	0.81
	
	
	

	P1
	0.72
	
	
	

	P2
	0.77
	
	
	

	P3
	0.80
	
	
	



Hypothesis Testing
In this study, Process Model 4 was utilized to examine the mediation model, employing organizational virtuousness (OV) as the independent variable, with HQRs serving as mediators and employee morale as the dependent variable. The analysis revealed significant direct effects (0.542, CI:0.3969 to 0.6883) between OV and employee morale, as well as significant indirect effects (0.252, CI:0.1082 to 0.4495), indicating a case of partial mediation. Detailed findings from Process Model 4 can be found in Table 3.
Table 3. Process Model 4
	Path
	Estimate
	SE
	LL95%CI
	UL9%CI

	Model 
	
	
	
	

	OVEM (Direct Effects)
	0.542**
	0.739
	0.3969
	0.6883

	OV HQRs
	0.709**
	0.038
	0.634
	0.7845

	HQRsEM
	0.356**
	0.0803
	0.1982
	0.514

	Standardized indirect effects using 5000 bootstraps 95% CI

	Path
	Effect
	SE
	LL95%CI
	UL95%CI

	OVHQREM
	0.2530**
	0.0859
	0.1082
	0.4495



**p<0.05
OV: Organizational virtuousness, EM: Employee morale, HQRs: High-quality relationships

Discussion
Our study has explored the effect of organizational virtuousness (OV) on employee morale directly and indirectly through the interplay of high-quality relationships (HQRs) within the banking sector of Pakistan. Situated in the positive organizational scholarship, we have demonstrated the significant impact of OV on fostering a positive work environment, characterized by increased employee morale. Although the Positive organizational scholarship domain (POS) acknowledges the belief that organizational virtuousness contributes to exceptional functioning, there have been limited studies exploring beyond ordinary performance (Meyer, 2018) and organizational virtuousness is linked to personal and organizational flourishing (Ho, et al., 2023; Caza., 2016). This study addresses this gap by investigating measures beyond performance and focusing on the well-being of employees, as the individuals who perceive their organization as virtuous tend to exhibit improved behavior and evoke positive emotions contributing to higher morale (Sun & Yoon, 2020; Araújo & Lopes, 2014).  Previous studies suggest that virtuous organizations promote the well-being and flourishing of their employees (Youssef & Luthans, 2007). Similarly, (Geue, 2018) and (Hendriks, et al., 2020) found that implementing positive practices, such as trust and respect has a substantial impact on team climate, work environment, and task performance. Therefore, virtuous practices such as integrity, trust, compassion and optimism create a supportive and positive work environment, leading to enhanced job satisfaction and overall employee morale. Therefore, the first hypothesis that organizational virtuousness is positively associated with employee morale is supported.
	Moreover, the study investigated the positive effect between OV and HQRs, and the hypothesis was also supported. It is aligned with the prior literature which states that virtues are not solely exhibited by individuals but also nurtured through the social system and transferred to other members. For instance, both expressing and receiving gratitude concurrently enhances relationship quality for participants involved in the relationship (Chang, et al., 2021). Similarly, acts of kindness benefit both the giver and receiver, fostering well-being and motivating receivers to reciprocate acts of kindness (Chancellor, et al., 2018) which explains the study under the lens of (SET) (Cropanzano, et al., 2017). Next, we explored the effect of HQRs on employee morale. This hypothesis was also accepted. HQRs within the workplace significantly increase employee morale by fostering an environment of mutual respect, support, and positive interaction. This relationship is underpinned by the notion that human resourcefulness such as energy is amplified through the presence of HQRs. Additionally, connectivity enhances energy as demonstrated by (Carmeli & Spreitzer, 2009). This extends previous literature which demonstrated that HQRs influenced social impact, employee commitment, and stress and exhaustion (Caillier, 2017).
	Moreover, we proceeded to explore the mediating role of HQRs in the relationship between OV and EM, thereby expanding the literature on positive organizational scholarship and positive organizations. A range of studies have explored the mediating roles of various factors between organizational virtuousness and well-being. (Demo, et al., 2022), while (Kim, et al., 2018) investigated perceived social support as a mediator between leadership and well-being. To the best of our knowledge, the unique mediation of HQRs in our context has not been previously investigated. Our study contributes to the understanding of these mechanisms by examining the mediating effect of HQRs on EM. The data confirmed our hypothesis regarding this mediation illustrating that HQRs play a critical role in translating the positive effect of OV into enhanced employee morale. These findings align with the broader framework of positive organizational scholarship, which emphasizes the importance of social and relational dynamics in fostering workplace well-being and performance.
	In conclusion, our study reveals that organizational virtuousness directly enhances employee morale and does so indirectly by fostering HQRs within the workplace. Our study addresses the research questions: “What is the relationship between organizational virtuousness and employee morale?” and “Do high-quality relationships mediate the relationship between organizational virtuousness and employee morale?”. By demonstrating both the direct and indirect impact of OV on EM and the mediating role of HQRs, our study provides comprehensive insights into the dynamics of organizational virtuousness and its effect on employee morale in the banking sector. This dual pathway highlights the multifaceted benefits of virtuous organizational practices. By prioritizing virtuous behavior and nurturing HQRs organizations can create a positive work environment that significantly enhances employee well-being and morale. These findings have important implications for managers and organizational leaders in the banking sector and beyond, suggesting that a strategic focus on OV and HQRs can lead to improved organizational outcomes. 
	
Implications
Theoretical Implications
The findings indicate a significant positive relationship between organizational virtuousness and the cultivation of high-quality relationships as well as increased employee morale, thereby carrying pronoun managerial implications. This extension of prevailing theoretical frameworks serves to underscore the paramount importance of virtuous behavior in shaping the dynamics of organizations. Additionally, the results advocate for the recognition of organizational virtuousness as a critical determinant in models of organizational behavior, alongside conventional constructs such as leadership, culture and motivation, etc. The integration of virtuousness into these conceptual frameworks not only amplifies their explanatory powers but also signals a more nuanced understanding of organizational functionality.  This research underscores the crucial importance of virtuous behaviors within organizations, emphasizing their positive influence on interpersonal relationships and overall employee well-being. Thus, this study contributes to the ongoing discourse on organizational management by highlighting the significance of fostering virtuous behaviors in the workplace.
Managerial Implications
Alongside the theoretical implications, we discuss the managerial implications. The pursuit of organizational virtuousness, characterized by empathy, and compassion should be recognized as essential for fostering high-quality relationships within an organization. By prioritizing the well-being and morale of employees, organizations can contribute to the achievement of sustainable development goals (SDG 3), which aims to promote health and well-being for all ages, and SDG 8, which focuses on promoting sustained inclusive and sustainable economic growth, full and productive employment and decent work for all (United Nations, 2015). Thus, organizations that cultivate a culture of virtuousness tend to have stronger, more high-quality relationships among employees, leading to greater collaboration and support in the workplace. These high-quality relationships, in turn, have a direct impact on employee morale as individuals feel valued, respected, and connected to their colleagues and the organization as a whole. By aligning efforts to promote organizational virtuousness with the broader goals of SDGs, organizations cannot only enhance employee morale but also contribute to the advancement of sustainable development on a global scale. 
The study guides how managers need to create a virtuous organization for positive outcomes. Managers apply the knowledge acquired through it in order to come up with policies facilitating virtuous behaviors in the workplace for instance by providing leadership training programs embedding certain cultural initiatives in the organization system or organizing recognition/appraisal ceremonies. Moreover, by facilitates opportunities for workers to interact and collaborate on meaningful projects and make valuable contributions to the well-being of organizations. This study highlights the social implications of ethical organizational practices and their significance for the organizational context.  Organizations that proactively encourage virtue become important forces behind the development of an ethically and socially responsible organization. Furthermore, maintaining a positive and healthy working environment depends on the conscious promotion of high-quality relationships and the enhancement of employee morale. The wider scope of these initiatives touches on societal well-being and is a major element in enhancing the workers’ lives. These concerted efforts reinforce and improve the working relationships within the organizations. Thus, this research underscores the transformative potential of ethical organizational practices in shaping both workplace environments and societal landscapes.
	Limitations And Future Directions	
The use of cross-sectional design restricts the potential of proving causal relationships between the variables. A study using experimental or longitudinal research methods might provide better insights into the temporal dynamics and causal mechanisms behind these variables. Furthermore, this was an exclusively banking sector-centered study; hence its results cannot be generalized in various sectors and organizational settings. Future investigations can assess the relationship in various sectors e.g., the healthcare and education sectors, to ascertain its extent in different organizational settings. The data was collected via a self-reported questionnaire which may result in common method bias. Future studies can mitigate this by collecting data from multiple sources. Moreover, the perception of organizational virtuousness and employee morale could be investigated further by introducing moderating variables like individual virtues or leadership style. In addition, researchers could explore how individual differences, for instance, personality traits or cultural backgrounds affect how people view organizational virtuousness and its impact on employee morale. Thus, there is a strong need to increase research efforts in the field of positive organizational scholarship (POS) to recognize the entire spectrum of human potential. 

Conclusion
In conclusion, this study highlights the importance of fostering organizational virtuousness and high-quality relationships to enhance employee morale. By integrating them into the fundamental models of organizational behavior studies, this study highlights the crucial role of virtuous practices in developing a positive work atmosphere. This research adds to the broader discussion on positive organizational scholarship (POS) by highlighting the importance of virtuous behaviors in improving both interpersonal relationships and employee well-being. As a result, employee morale is boosted. In addition, our research indicates a positive correlation between promoting virtuous organizational behavior and fulfillment of Sustainable development goals specifically SDG-3 and SGD-8. Moreover, organizations placing high value on empathy, compassion, and ethical behavior can create an environment that encourages teamwork, and collaboration, resulting in increased employee morale and sustainable growth. Therefore, the promotion of virtuous behaviors within organizations is not only a catalyst for individual and organizational flourishing but also a significant driver of sustainable development on a global scale.
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