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Abstract
The impact of the changing immigration laws, employment precarity or job insecurity and uncertainty in most sectors have high ramifications for employees on temporary contracts. Indeed, leadership positively impacts employees’ commitment and organisational citizenship behaviour. Albeit evidence for its effect on migrant temporary workers in the face of uncertainties is lacking. Underpinned by Bandura’s social learning theory, the study assesses how followers observe their leaders and replicate desirable prosocial behaviours when constrained by the risks of potential redundancy and removal from the country due to unfavourable regulations. Additionally, it unpacks how employees’ moral identities impact their organisational citizenship behaviours and level of commitment to a temporary employer. Based on a quantitative methodology, primary data will be collected from 500 UK-based migrant and temporary workers using questionnaire surveys. The potential outcome of the study is to identify the challenges these employees encounter and how to mitigate them to bring about measures that foster desirable prosocial behaviours and commitment at work.  
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Introduction 
Agreeably, good people management practices are important in maintaining a positive working environment and relationships amongst organisational members. This is because a dysfunctional relationship between leaders and their followers has great implications that could lead to turnover (Al-Suraihi et al., 2021) and quiet quitting in a post-pandemic era. On the other hand, a healthy working relationship can positively impact employees’ organisational citizenship behaviours (Thao & Kang, 2020) and commitment (Sokoll, 2014), which are beneficial to organisations. Based on the social learning theory, followers observe their role models and reproduce desirable behaviours (Bandura, 1977). Yet, an emerging inquiry is whether this will be the same for temporary and migrant workers, who grapple with uncertainties. For example, whilst much of the literature on maternity leave covers has proposed ways that the leave takers can return to work and advance their careers (ACAS, 2024), the covers or contractors are themselves left to the clause of losing their job on the return of the leave taker even before the end of the proposed term (CIPD, 2023). It becomes imperative that they seek other opportunities and as such total commitment to one organisation is conceivably unrealistic or fluid at best. 

 
Normative commitment focuses on employees’ perceived obligation to their organisation because it is the ‘right and moral thing to do’ (CIPD, 2021; p.5), which is premised on deontic moral philosophy (Reynolds & Ceranic, 2007) and makes a compelling case for total commitment. Besides, morality to the self has become an important predictor of moral or ethical behaviours (Aquino & Freeman, 2009). Humans have a psychological tendency to possess a moral identity or goal to be respected within one’s moral community (Krettenauer, 2022). It is, however, unclear the extent to which employees’ moral identity can positively impact employees’ commitment and organisational citizenship behaviours in the face of uncertainty. This novel integrative study that draws from moral psychology, philosophy and business and people management fields seeks to uncover the prospects of organisational citizenship behaviour (OCB) and commitment in the face of such uncertainties. The study is conducted using a quantitative methodology. 



Leadership and morality
Leadership as a dyadic phenomenon and ethics are salient but complex concepts with ambiguous interconnections. Some scholars have emphasised the relevance of ethics in leadership and the positive impact on organisations (O’Connell & Bligh, 2009; Ukeni, 2021) and followers as the direct recipients of leadership (Naber & Moffett, 2017). Some others have critiqued leadership using moral philosophical theories (Price, 2018) and contended against the ideals of morally leading or shaping followers’ moral judgements (Spector, 2019), while some have highlighted the variation in the kind of ethics leaders need and even questioned if ethics needs leadership (Olivier, 2012). Albeit the impact of leaders’ unethical behaviours on followers and organisations (Chen et al., 2013; Walumbwa, et al., 2010) are still apparent. The existence of scandals and corporate wrongdoing (Bedi et al., 2016; Magalhaes et al., 2019) including administrative evil (Reed, 2012), poor ranking of ethics in organisations (Groom, 2011; White, et al., 2001), and unfavourable consumers' perception of business and ethics (IBE, 2019), evidences the need for leaders to drive ethics or its role in the leader-follower relationship.


In response to these issues, varying leadership theories have been formulated including an aspirational model of authentic leadership (Gardner, 2024), broader ethics-focused models such as ethical leadership (Brown & Trevino, 2006) and servant leadership (Greenleaf, 1977, Sendjaya, 2015; Mcquade et al., 2020), virtuous leadership, relational leadership, responsible leadership, transformational leadership (Avolio et al., 2009; Naber & Moffett, 2017) and caring leadership (Gabriel, 2015; Johansson & Edwards, 2021). However, given the plethora of leadership and ethical theories, concrete evidence for framing what leadership ethics holistically entails is still lacking. Thus far, there has been a proliferation of integrated studies combining leadership theories and normative ethical theories such as virtue ethics, deontology and consequentialism, which are prevalent (Reynold & Ceranic, 2007) in the field of moral philosophy (Griffith, 2007; Lanctot & Irving, 2010; Lemoine, et al., 2019; McMahone, 2012; Patterson, 2004; Price, 2018).  Other scholars, however, have borrowed moral reasoning orientations such as ethics of justice and ethics of care from moral psychology (Johansson & Edwards, 2021; Simola et al., 2010; Sosik et al., 2011; Ukeni, 2021) to further our understanding of ethics or morality and leadership. 


Nonetheless, debate about the objective or subjective nature of ethics; particularly the role of gender (Bampton & Maclagan, 2009; Gilligan, 1982; Skoe et al., 2002) and culture or society-framed ethical positions (Spector, 2017) abound. In addition, there are arguments about the role of leaders’ emotions (Noddings, 2010) or cognition (Kohlberg, 2008) in articulating and resolving moral issues. These have brought about cogent questions about the role and antecedents of ethics and leadership since these factors impact the perception of leadership, which is also classified as context-specific (Newstead et al., 2020). Moreover, the changing nature of business, the increasing role of artificial intelligence, and other disruptive or novel situations call for a clearer understanding of how leaders should make ethical decisions. Furthermore, given that leaders as humans are flawed with innate tendencies to do wrong (Jordan et al., 2013) or engage in corporate malpractices owing to moral neutralisation (Kvalnes, 2014) and moral disengagement (Zsolnai, 2016), the need for leadership ethics or moral development (Salawu, 2012; Ukeni, 2021) has become even more critical. Yet, further corroboration is required to ascertain the extent to which moral decision-making would positively impact employees' OCB and commitment. Besides, unethical leaders’ behaviour also hurts followers who can be pushed to commit crimes of obedience (Naber & Moffett, 2017).  The extent to which the employees’ moral identity could impact their behaviours requires further investigation. 


Servant Leadership, commitment and OCB 
The underpinning theory, servant leadership, is characterised by stewardship, responsibility, foresight, accountability and empowerment (Greenleaf, 1977; van Direndonck & Nuijten, 2011). As a life-long commitment, servant leadership prioritises the followers’ interests and needs (Greenleaf, 1977).  It also promotes employee commitment (Allen et al., 2018; Sokoll, 2014), which is the emotional bond established with their organisation due to the employees' satisfaction, or congruence between their goals and the aim of their organisation (Mehmood et al., 2024). The affective commitment predicts the employees’ well-being, performance and voluntary turnover outcomes, so it is an important phenomenon; especially as it can be impacted by existing leader-member exchange (Panaccio et al., 2023). However, further corroboration is required to evidence the level of commitment afforded by employees in precarious employment fraught with uncertainty. Besides, the kind of commitment that expresses workers’ loyalty to multiple organisations to meet their financial or other needs should be covered in the literature. 
Take the proposed UK immigration regulation that could limit the recruitment or sponsorship of employees with jobs below the salary band of 38700 GBP (Gov.uk, 2024), as a case in point, the sense of job insecurity posed by the cut on net migration could arguably impact employees’ commitment to their organisation and lead to turnover where they find a prospective employer able to sponsor their visa. The field of academia is particularly faced with disruptions adumbrated by the pandemic that put most employees; especially temporary workers at risk of losing their jobs (King et al., 2023). The neoliberal restructuring of universities with a business or profit-oriented model has also impacted employees’ working conditions leading to higher levels of precarity including uneven workloads and job insecurity (Allmer, 2018; Bone, 2021; Crutchley et al., 2024). Issues in the field are further exacerbated by current immigration policies, which were enacted despite warnings of the impact on the economy (Wood, 2022). Changes to the skilled worker visa and student visa route (Govt.uk, 2023) have resulted in the reduction of the number of migrant workers and international students who can work and study in the UK respectively.


Most universities are now cutting courses and jobs (Esson, 2024) and making academics redundant (Williams, 2024). Yet, academics are said to be less outward-looking, and may not have registered the threat to the academic profession (Hinsliff, 2024). A plausible resolution could be to seek alternative employment, which still has implications for organisations including impact on retention, turnover and possibly demotivation, much of which are outcomes that servant leadership is supposedly opposed to. This is particularly because servant leadership promotes employee engagement and organisational citizenship (Özkan et al., 2023). Servant leadership also impacts organisational citizenship behaviour (OCB) due to its embodiment of service and ethical dimensions; for example, servant leadership is positively related to unit procedural justice climate with a positive effect on unit-level OCB (Ehrhart, 2004). OCB are prosocial or extra-role behaviours that promote a psychosocial environment for the enhancement of effectiveness and task performance in organisations (Ukeni, 2021). 





The two major dimensions of OCB are the individual-based OCB-I which entails the prosocial behaviours of cooperation and altruism amongst colleagues and the organisation-based OCB-O, focused on how employees obey and adhere to their organisations’ rules and regulations (Ehrhart, 2004).  Based on a social exchange theory, Zou, Tian and Liu (2015), asserted that followers develop helping behaviours by helping co-workers to achieve goals as a way of reciprocating servant leadership; particularly when there is a high leader-member exchange (LMX) with their leaders. However, Sun, Liden and Ouyang’s (2019) study showed that the employee’s feeling of gratitude is based on their interpretation of the service rendered such that it may not be viewed as a favour if it is transactional. This means service should be virtuous to subsequently promote reciprocity which could result in higher engagement in OCB with long-term benefits to the organisation (Newman et al., 2017).



Rationale and Methodology
This study is important at such a time when the world of work is changing. For example, with the amendment or influx of new regulations/ immigrant laws in the UK, temporary and migrant workers' uncertainty levels are higher than before. The implications of these rules are clear, organisations have to comply, but what does this mean for the employees who are the direct recipients of the outcomes?  The study promises to produce outcomes that can enable organisations to better support their temporary and migrant workers, to maximise the benefits of OCB and commitment. Hence, relevant research questions are:
 
· How do temporary and migrant workers enact OCB and commitment?
· What role does leadership play in shaping temporary and migrant workers' OCB and commitment?
· To what extent do temporary and migrant workers' moral identity impact their OCB and commitment to their organisation?

This study is important at such a time as this when the world of work is changing, for example, with the amendment or influx of new regulations/ immigrant laws in the UK, temporary and migrant workers' uncertainty levels are higher than before. The implications of these rules are clear, organisations have to comply, but what does this mean for the employees who are the direct recipients of the outcomes? The study seeks to produce outcomes that can enable organisations to better support their temporary and migrant workers, to maximise the benefits of OCB and commitment. Based on quantitative methodology, data will be collected via a survey on the Qualtrics platform and statistically analysed using SPSS. Using the snowballing technique, 500 temporary employees in higher education and other sectors are targeted.
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