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Abstract: Employees are important assets of an organization. Therefore, the employee engagement
in teamwork is extremely vital for long-term organizational development. Good managers need
excellent leadership skills. However, as the COVID-19 pandemic rapidly spreads around the world,
many countries implemented strategies to avoid infection, such as working from home, isolation of
infected people from others, and 14 days of self-quarantine. These strategies impact the trust, com-
munal relationships, and social exchange relationships among organizational employees. However,
communal and social exchange relationships are necessary for organizational leadership, and they
are considered as the basis of social networks. The trust, communal relationships, social exchange
relationships, and leadership in an organization are an interesting issue, particularly in the COVID-19
time, since the role of leaders is very crucial for maintaining organizational sustainability. The main
objective of this study is to investigate the impact of COVID-19 on leadership in organizations based
on trust, communal relationships, and social exchange relationships. The study employed correlation
analysis to explore the interrelationships between variables. The 220 samples collected consisted
of basic, middle, and high managers of organizations. The findings show that COVID-19 impacted
organizational leadership. COVID-19 (F1) and (F2) factors integrated with each variable: (1) trust,
(2) communal relationships, and (3) social exchange relationships created a stronger relationship
between trust and leadership, communal relationships and leadership, and also social exchange
relationship and leadership in organizations. On the contrary, Covid-19 (F3) factors integrated with
each variable: (1) trust, (2) communal relationships, and (3) social exchange relationships decreased a
relationship between trust and leadership, communal relationships and leadership, and also social
exchange relationships and leadership in organizations. These results can help CEOs in organizations
to perceive what factors have a positive impact or a negative impact on leadership in organizations in
order to improve their leadership skills, even post COVID-19. The managerial implications are that
(1) leaders need good communication skills to share true information with empathy and optimism
and (2) leaders need to be thoughtful and capable to handle change in uncertain situations ethically.

Keywords: COVID-19; trust; communal relationships; social exchange relationships; organiza-
tional leadership

1. Introduction

Social sustainability is related to an employee’s well-being and the relationship be-
tween employees and leaders in organizations [1]. In organizations, employees are treated
as the most important assets [1,2]. Specially, leaders have the crucial task of making this
asset sustainable in addition to protecting and maintaining their financial assets [2,3].

Since the COVID-19 pandemic has spread around the world. This pandemic has
caused socio-economic responses not only as a health crisis but also affecting the life
of society, the nation’s safety, economic activities, and the change of work culture of
organizations [4]. However, in the COVID-19 pandemic, leaders also have to confront
unexpected changes in the social and economic crisis; to master those situations, leadership
is required [5]. In such time of difficulty, leaders need to (1) make decisions quickly, e.g.,
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to stop production or work remotely, (2) retain the mission and DNA of organizations,
(3) collaborate with ecosystems, customers, and employees, as per Maslow’s Hierarchy
of Needs and people’s basic necessities, (4) encounter the uncertainty of the situation
personally while directing their team and organizations through it as leaders [5]. Hence,
many policies resulting from the COVID-19 pandemic will directly affect leadership in
organizations, since leaders are navigators of teams or organizations. For example, many
countries enacted a work-at-home strategy, along with physical distancing, 14 days of
self-quarantine, country border closing, and other methods considered to alleviate the
spread of COVID-19 [4]. These policies have an impact on the trust and relationships
among employees, which are required for organizational leadership as a basis of working
social networks [6].

A lack of trust between managers and employees has occurred due to work from home
because managers disagree with having employees work remotely [7]. Thereby, managers
try to control and monitor employees more closely than they did before COVID-19, and
this leads employees to feel uncomfortable and have negative feelings about their man-
agers [7]. Commanding and controlling leadership without consultation or collaboration
damages collaborative working and team relationships [8]. The trust deficiency leads to a
negative outcome of organizational performance [8]. Consequently, the trust between each
member in organizations can encourage a positive relationship that brings about the good
performance of organizations.

Leaders encourage employee behavior in organizations through trust. When employ-
ees sense that they are trusted, they will likely have greater concern for their individual
work [9]. Leadership character and actions lead to an employee’s willingness to trust that
leader [10,11]. However, the relationship between managers and employees aims toward
sustaining trust, morale, and commitment in order to build a productive and secure work
environment [12]. Moreover, employees’ positive organizational relationships contribute
toward the success of organizational goals and facilitating employee effectiveness [13].

As workplace plays a central role in many individuals’ lives with connecting and sup-
porting by co-workers and leaders, therefore, a positive social relationship is required [14].
The two major types of relationship the communal relationships and social exchange re-
lationships are involved in social relationships [15]. Authentic leadership has a positive
association with employees’ communal relationships, since a communal relationship shows
care and concern with other welfare [13]. A social exchange relationship can encourage be-
havior that supports objectives of organizations, because a social exchange relationship has
a positive association with job performance and organizational citizenship [16]. Similarly,
the leader–member exchange relationship positively relates to workplace friendship, and
the workplace friendship positively relates to the team–member exchange relationship [17].
Consequently, the workplace friendship relates to the team–member exchange relationship
and mediates leader–member exchange/team–member exchange relationships [17]. Fur-
ther, both relationships can influence people’s attitude to support people through a mix of
social motivation, intrinsic, and extrinsic [18].

The main objective of this study is to investigate the impact of COVID-19 factors on
leadership in organizations based on trust, communal relationships, and social exchange
relationships. The results of this research will show: (1) the relationship between trust and
communal relationships, (2) the relationship between trust and social exchange relation-
ships, (3) the association between trust and leadership in organizations before and after
influenced by COVID-9 factors, (4) the association between communal relationships and
leadership in organizations before and after influenced by COVID-19 factors, and (5) the
association of social exchange relationships and leadership in organizations before and after
influenced by COVID-19 factors. Correlation analysis is used as a tool for analysis. The
results will benefit CEOs of organizations in the development of appropriate approaches to
enhance leadership performance in the future.
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2. Theoretical Background
2.1. Authentic Leadership

Authentic leadership is identified as the transaction of leaderships, ethics, balances
processes, and positive organization behavior that comprises an individual’s experiences,
e.g., the thoughts, emotions, needs, values, and beliefs relevant to understanding the true
self [19]. Authentic leadership results in greater self-awareness and self-regulation on the
part of leaders and colleagues, supporting self-development [19]. Authentic leaders can
understand their own strengths and weaknesses and show their true self and feelings to
their subordinates to support mutual trust in the workplace [20].

Many scholars also stated that authentic leadership has four attributes: self-awareness,
relational transparency, internalized moral perspective, and balanced processing of in-
formation [19,21,22]. To develop self-awareness in leaders, multisource feedback from
others (followers, peers, and supervisors) can help leaders understand themselves [23].
Authentic leaders positively influence followers and organizational outcomes; for example,
leaders who have self-awareness will have more positive relationships with others and lead
to the eudaemonic well-being of employees in organizations [23]. Walumbwa et al. [22]
demonstrated that authentic leadership is leader behavior that promotes both positive
psychological capacities and a positive ethical climate. Thus, authentic leader behavior
has a positive impact on employees, as the behavior encourages employees to express
their concerns regarding the work and organizations toward completing the organization’s
goals [9].

2.2. COVID-19-Influenced Time

The COVID-19 pandemic shows a seriously and immediately adaptive challenge
for leaders. Leaders have to be responsible for their organizations by establishing trust,
collaborating, and sharing leadership to increase the organization’s ability to survive
during the time of crisis [6]. For instance, when leaders make decisions regarding remote
work environments to practice social distancing, a rapid response of leaders is vital for
managing the crisis effectively, with clear communication for all stakeholders [6]. Moreover,
authentic leadership requires empathy, compassion, and flexibility to manage employees
who are stressed by uncertain situations, and leaders require both emotional intelligence
and emotional stability to drive their organizations because organizational employees
experience genuine difficulties in their daily life [24]. Based on workplace challenges, the
Mckinsey company surveyed more than 800 US employees on various topics related to
employee experiences during the COVID-19 pandemic. The results suggest that leaders
must build trust and relationships by presenting actions oriented to empathy and full
transparency, since employees need safety and personal security at work as a basic need [24].
Similarly, Fernandez and Shaw [6] also argued that relationships are crucial in a crisis;
therefore, leaders need to be engaged in active listening without judgment, accepting
advice and criticism, and having transparent communication with one another to build
relationships and mutual trust. Therefore, leaders can increase their leadership by listening
to their employees, investing in relationships, meeting the safety and security needs of
employees, including psychological safety in a team atmosphere [25], and enhancing a
culture that values individuality and social harmony [24].

According to the Argyle Public Relationships Index, based on a survey of 1590 Canadi-
ans during 27–30 March 2020, on the association between employers and employees during
COVID-19 pandemic, employees who lost their job did not blame their employers and at-
tempted to retain a healthy relationship with one another. Subordinates were satisfied with
their bosses when bosses took care of the subordinates who worked in the organization,
subordinates trusted their bosses, bosses were concerned about their subordinates, and
bosses were committed to meeting the expectations of their subordinates [26].

COVID-19 negatively impacts society from an economic perspective, an emotional
perspective, and an ethical perspective [27]. COVID-19 provides an opportunity for people
to witness the leadership of organizational leaders, how their leaders handle the crisis,
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and this situation exhibits the kind of leaders who they trust and believe. Trust is the core
of all values; for example, collaboration and partnership need trust in their process, and
all relationships are based on trust [27]. Particularly during COVID-19 followers trust in
leaders because of their actions more than their words [27]. A trusting relationship, social
cohesion, and an individual’s purpose influence employee performance [24]. In a crisis,
consensus is able to achieve success within an organization when it is formed with both the
leader and follower teams [28]. High emotional intensity in leaders can add to employee
anxiety [29]. Communications skills and the top leadership skills play a vital role in helping
leaders maximize trust and reduce stress [29].

2.3. Trust

Interpersonal trust is very important for organizations. It can empower people to
believe in others. Therefore, interpersonal trust can be described as the confidence and
willingness of an individual to believe the words, actions, and decisions of others. Scholars
have indicated that trust was essential for the effectiveness of relationship management [30].
Trust is a key factor of success in the cooperation and collaboration between parties [31].
When a trust-based relationship method is adopted, trust will be an input of the work
relationship as a key focus of project management [31]. Mishra and Mishra [32] demon-
strated that a culture of trust was able to develop when leaders showed trustworthiness
in terms of reliability, openness, ability, and benevolence, and fulfill institutional trust-
building mechanisms. Thus, a culture of trust is linked to institutional mechanisms that
enhance this interpersonal behavior [32]. The leaders establish their trustworthiness and
trusting behavior, which increases their vulnerability, which is essential for stimulating
their followers not only to trust them but also to trust one another [32]. Mcallister [33]
stated that work relationships among managers require cognitive-based trust to develop
into affective-based trust, because, since the interpersonal relationship between managers
and peers determines their ability to achieve their task, people expect peer trustworthiness
before investing in further relationships. To build trust, the effort to assist and sentiments
of care and concern for one another are very important [33]. People have to believe that
they can talk freely to peers and that there is a willingness to listen and respond beneficially
and caringly. Both sides also require an emotional investment in the work relationship;
for instance, if one can no longer work in the team, other team members feel a sense of
loss [33].

Lis et al. [34] demonstrated that leadership was most strongly associated with inter-
personal relationships among the groups of intra-organizational antecedents; for instance,
employees were able to believe one another when the managers’ ability to encourage and
motivate others was the strongest associated variable, and this was dependent on top and
middle managers treating their followers with respect and establishing a culture of trust in
organizations. The managerial behavioral attributes affecting interpersonal relationships
were empathy, treating others with respect and building trust, and creating a good working
environment in the organization; likewise, the strongest association of middle manager
behavior was the interpersonal relationships within the working team. This brings about
relationships among team members in organizations [34]. Affective reactions are related to
judgments of trustworthiness of the new leaders [35]. Consequently, it is essential for the
new leaders to build a perception of their ability with the team members. The judgment is
then able to influence the evaluation of trust in the new leaders [35].

2.4. Communal Relationships

A communal relationship is explained as a relationship between friends or family
members; this relationship leads people to feel responsible for others’ welfare, want to help
them when they are in need without expectation of return, and have positive attitudes
toward supporting one another [36,37]. A communal relationship does not establish a debt
or an obligation between people for returning a comparable benefit although sometimes
there is an exchange of benefits in a communal relationship [38,39]. Hence, a communal



Sustainability 2021, 13, 3230 5 of 21

relationship is involved with intrinsic motivation [18]. It is essential for a long-term
relationship [36]. Clack and Mills [39] argued that when a communal relationship is
desired, a benefit following aid is declined attraction, and they also determined that people
do not want a communal relationship with people they do not like. Therefore, a person can
have both a communal relationship and social exchange relationship with the same person
such as, businesses can hire friends as employees [18,37]. A social exchange relationship
is able to develop into a communal relationship, for instance, when employers marry
employees [18].

Communal strength is a person’s degree of internal driving force (motivation) to react
to a communal partner’s needs [40]. There are different levels of responses to a partner’s
needs depending on who that partner is; for instance, parents consider their child’s needs
before a friend’s needs [40]. In addition, a communal relationship can be explained as
follows: (a) communal strength is based on how close the relationship is, (b) the love scale
is a high score in the communal strength measure, (c) liking can influence the communal
strength toward their partners, and (d) a sense of obligation or duty expands a level
of communal relationships [40]. Communal motivation enhances healthy relationships
between both members of a relationship and the prosocial behavior among actors [41].

2.5. Social Exchange Relationships

The relationship between employees and their organizations often demonstrates a
social exchange relationship since social exchange relationships require a comparable
benefit between a giver and a recipient [38]. For example, the salary system influences
an employee’s turnover rate; if the pay satisfaction is low, the turnover intention among
employees will increase [42]. When employees receive strong support from supervisors,
the turnover intention decrease [42]. In a social exchange relationship, there is an obligation
when a person assists another party, i.e., there is an expectation of receiving a return in
the future; in the meantime, a social exchange relationship is dependent on trust and
the investment in the relationship [16]. Therefore, a level of social exchange relationship
can predict employee behavior since this type of relationship is identified as the working
relationships in organizations [16,43].

Social exchange relationships have a significant association with social motivation [18].
Social exchange relationships are short-term relationships when they are compared to
communal relationships [36]. On the other hand, trust is essential for social exchange
relationship improvement [44]. Thus, cognitive-based trust is related to exchange partners
who are trusted because of their dependability and competency, and affective-based trust is
emotionally engaged within social exchange relationships where partners are trusted since
they exhibit care and concern for one another [44]. The relationship may begin with a social
exchange relationship, but it can develop into a communal relationship; both communal
and social exchange relationships are related to social motivation [18,37].

The main purpose of this paper is to study the perspective of the impact of COVID-19
factors on leadership in organizations. The study examined the correlation between leader-
ship in organizations and trust, communal relationships, and social exchange relationships,
with COVID-19 and without COVID-19 factors. The COVID-19 factors were used as a
moderating mechanism through which trust, communal relationships, and social exchange
relationships were positively correlated with leadership in organizations. Trust is needed to
encourage the processes of team performance [45,46]. Trust in leaders is highly significant
to team performance [47,48]. Trust is associated with communal relationships [49], and
trust is a factor for the successful collaboration and cooperation between people [31].

3. Materials and Methods
3.1. Research Design and Sampling

This research used correlation analysis to explore the relationships between leadership
and trust, communal relationships, and social exchange relationships, in the COVID-19
pandemic with the following steps: First, exploratory factor analysis (EFA) was used to
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identify factors and construct a set of measured variables, as this method can identify
the underlying relationship between the measured variables [50,51]. The Pearson correla-
tion [52] was used to find interrelationships between leadership in organizations and trust,
communal relationships, and social exchange relationships. For example, the correlations
between trust with COVID-19 factors and leadership and between trust without COVID-19
factors and leadership in organizations were different and had an effect on organizations.

Correlation can be used to measure the strength of a relationship between two quanti-
tative variables when a strong correlation is defined as two or more variables that have
a strong correlation, whereas a weak correlation is defined as variables that are poorly
associated. Regarding multiple correlation, this study aims to discover whether COVID-19
variables (moderators) can influence leadership in organizations.

The data collection through a convenient sampling method, a questionnaire was dis-
tributed to 320 managers by email during 25 July 2020–31 August 2020, but only 225 man-
agers (70.31%) replied back. Moreover, due to incomplete questionnaires, 220 respondents
(68.75%) could be used. According to literatures, 220 samples could be representative of this
study (see references which use 200 samples [20,31,49]). In addition, 87.70% (193 managers)
were from Thailand, and the 12.3% (27 managers) were from Vietnam, Indonesia, and
Taiwan. The demographic profiles of 220 respondents showed that the respondents were
managers who were working in different types of businesses. Table 1 indicates that, out of
220 respondents, there were 102 males (46.4%) and 118 females (53.6%). Most of the respon-
dents were 36–40 years old (49, 22.3%), and the following rankings were 41–45 years old
(34, 15.5%) and 30–35 years old (29, 13.2%). Most of the respondents were basic managers
(97, 44.1%), middle managers (52, 23.6%), and high managers (71, 32.3%). Respondents had
spent 5 years (53, 24.1%), over 20 years (50, 22.7%), 6–10 years and 11–15 years (49, 22.3%),
or 16–20 years (19, 8.6%) working for their company.

Regarding work experience as a manager, many respondents were less than 5 years
experienced (67, 30.5%) or 5–10 years experienced (77, 35%), for a total of 65.5% of the
overall respondents. Respondents worked in the service industry (54.1%), manufactur-
ing/factories (23.6%), wholesale (10.9%), and retail businesses (11.4%). The total number
of employees in respondents’ companies was fewer than 10 (39.1%), 10–49 (38.2%), 50–249
(10.5%), or over 250 (12.3%). The annual revenue of respondents’ companies was, less than
USD10 million (80.5%).

Table 1. Demographic profile of the respondents.

Demographic Variable Frequencies Sample Percentage

Respondent Age
Less than 30 years 17 7.7
30–35 years 29 13.2
36–40 years 49 22.3
41–45 years 34 15.5
46–50 years 28 12.7
51–55 years 22 10
56–60 years 14 6.4
0ver 60 27 12.3

Respondent Gender
Male 102 46.4
Female 118 53.6

Respondent Position
Basic Manager 97 44.1
Middle Manager 52 23.6
High Manager 71 32.3
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Table 1. Cont.

Demographic Variable Frequencies Sample Percentage

Respondent Years of Experience in the
Company
5 years 53 24.1
6–10 years 49 22.3
11–15 years 49 22.3
16–20 years 19 8.6
Over 20 years 50 22.7

Respondent Work Experience as a Manager
Less than 5 years 67 30.5
5–10 years 77 35
11–15 years 29 13.2
16–20 years 19 8.6
Over 20 years 28 12.7

The type of Company
Manufacturing/Factory 52 23.6
Wholesale Business 24 10.9
Retail Business 25 11.4
Service Business 119 54.1

Number of Employees in Respondent
Company
Fewer than 10 employees 86 39.1
10–49 employees 84 38.2
50–249 employees 23 10.5
250 employees or more than people 27 12.3

Company Annual Revenue
Not over USD10 million 177 80.5
USD10 million- USD1 billion 38 17.3
Over USD 1 billion 5 2.3

Total Respondents 220 100

3.2. Measurement

This research used 33 statements with a five-point scale ranking, from strongly dis-
agree to strongly agree. The Cronbach’s alpha was a high reliability level of 0.984. The
statement was developed from Walumbwa et al. [22], Mcallister [33], Clark et al. [36],
Shore et al. [16], DoLan et al. [27], Argyle Public Relationships Index [26], Fernandez and
Shaw [6], and Kaul et al. [53].

3.3. Exploratory Factor Analysis (EFA)

To model the interrelationships between 16 items of COVID-19 factors with fewer
variables, a set of EFAs was performed in SPSS.

Factor Loading Analysis

As shown in Table 2, Factor 1, i.e., COVID-19 (F1) factors, includes eight items: LO
(13)–LO (16), SER (9, 10, 12), and CR (6). Factor 2, i.e., COVID-19 (F2) factors, includes six
items: Trust (1)–Trust (4) and CR (5, 7). Factor 3, i.e., COVID-19 (F3) factors, includes two
items: CR (8) and SER (11). These three components played moderating roles in the next
step.
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Table 2. Factor loading analysis. Leadership in organizations (LO), social exchange relationships
(SER), communal relationships (CR).

Component

F1 F2 F3

Covid-19 LO (16) 0.754
Covid-19 SER (10) 0.751
Covid-19 LO (15) 0.681
Covid-19 LO (13) 0.654
Covid-19 SER (9) 0.639
Covid-19 SER (12) 0.622
Covid-19 LO (14) 0.614
Covid-19 CR (6) 0.514
Covid-19 Trust (4) 0.771
Covid-19 Trust (2) 0.747
Covid-19 Trust (1) 0.739
Covid-19 Trust (3) 0.737
Covid-19 CR (5) 0.625
Covid-19 CR (7) 0.567
Covid-19 CR (8) 0.831
Covid-19 SER (11) 0.770

3.4. Research Model and Hypothesis

Based on the reviewed literature, the research model of this study is developed as
illustrated in Figure 1. The research model incorporates trust, communal relationships
(CR), social exchange relationships, organizational leadership (LO; dependent variable),
and COVID-19 (F1, F2, F3) factors as moderators for each independent variable: (1) trust,
(2) communal relationships, and (3) social exchange relationships). The rational interrela-
tionships among these variables are discussed this section.
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3.4.1. Trust and Communal Relationships

There is a relationship between communal relationships and trust (both affective and
cognitive based trust) [49]. Trust is the expectation that two parties can be counted on to
engage in pro-relationship behaviors and be responsive to one’s needs [54]. When people
trust each other, they will invest their close relationships with increasing satisfaction [54]. To
establish and maintain communal relationships is not easy [55]. An individual who is high
in self-esteem and high in trust of others can be able to sustain communal relationships [55].
According to communal relationships, people feel good when they can help another party
and they may feel bad when they cannot help [56]. Trust in partner predicts more positive
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behavior toward a partner over time, with a person who has more trust being more likely
to be more helpful, and agreeable [57]. Therefore, trust is an important factor to help
shaping behavior in close relationships [58]. People always trust individuals who have a
strong communal relationship with them more than the ones who have a weak communal
relationship with them [59]. Communal relationships are necessary for building and
increasing trust in an organization, especially when the organizations need to add value to
society, such as with social responsibility [49,60].

Hypothesis 1 (H1). Trust has a significant and positive association with communal relationships.

3.4.2. Trust and Leadership in Organizations

Scholars stated that trust influences the performance of team processes [45,46]. Trust in
leaders is an important factor that mediates leadership effectiveness [47]. Procedural justice
can predict trust in supervisors and organizational citizenship behavior [61]. Consequently,
authentic leadership fosters authentic relationships with followers and relates people by
transparency, openness, and trust [21]. Most teams are directed by team leaders even
when team members are self-managed; therefore, when team members rely on leaders,
the leaders need to expand a certain degree of trust in them [62]. Trust in the leaders
can predict team performance [47,48]. For instance, in a basketball team, trust in the
coach was shown to significantly affect team performance (winning percentage) [47]. Both
intra-team trust and team trust in leaders uniquely influence team performance because
they have different responsibilities that are connected with distinct forms of dependence,
vulnerability, and risk for team members [62]. Team members’ trust in leaders determines
the overall direction and collaboration of the team and controls the team’s performance
(e.g., negotiation, information, team work support, and being the team representative
to bring the team to a higher organizational authority) [62]. Effective team performance
requires both competencies and reliability on behalf of team leaders and members to
achieve their responsibilities.

The succession event shows the vital role of trust in leaders; consequently, affective
reactions have an association with the leader’s trustworthiness [35]. Thus, authentic leader-
ship behaviors can stimulate trust in the leader from subordinates leading to quality service
for customers [63]. Authentic leadership has a positive impact on trust in workplaces, e.g.,
the trust in organizations, managers, and co-workers [64]. Stander et al. [65] indicated that
authentic leadership brought about a positive outcome and an increasing level of trust
among employees in organizations. Therefore, leaders cannot encourage work engagement
unless there is employee trust in the organization [65].

In the current situation of COVID-19, the relationship between trust and leadership in
organizations needs to be explored.

Hypothesis 2 (H2). Trust has a significant and positive association with leadership in organiza-
tions.

Hypothesis 2a (H2a). COVID-19 (F1) factors integrated with trust have a significant and positive
association with leadership in organizations.

Hypothesis 2b (H2b). COVID-19 (F2) factors integrated with trust have a significant and
positive association with leadership in organizations.

Hypothesis 2c (H2c). COVID-19 (F3) factors integrated with trust have a significant and positive
association with leadership in organizations.

3.4.3. Trust and Social Exchange Relationships

Trust is very important for collaborations between people due to the fact that people
have to rely on others to reach the organizational and individual goals. Mayer et al. [66]
indicated that the nature of trust is cooperation, confidence, and predictability. Trust is an
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important success factor of organizations [67,68]. According to exchange theory, if leaders
want to build a relationship with no reciprocal obligation, they need to reduce control
and encourage trust; therefore, trust is an initial step to building relationships [69]. Social
exchange relationships were discovered to be associated with trust initiation, as social
exchange relationships are based on mutual trust toward one another, and trust is a basis
of a relationship [69].

In addition, the social exchange relationships are concentrated on feeling obligation
and trust [70]. Bernerth and Walker [70] suggested that trust influences the social exchange
relationships between managers and employees; for instance, if managers and employees
have more trust, employees tend to perceive a greater social exchange relationship. Like-
wise, the social exchange relationships are decreased when managers and employees have
less trust [70]. Additionally, Massey et al. [44] indicated that trust is the influential variable
mediating the effectiveness of social exchange relationships.

Hypothesis 3 (H3). Trust has a significant and positive association with social exchange relation-
ships.

3.4.4. Communal Relationships and Leadership in Organizations

When followers perceive leaders’ behavior as constituting examples of authentic
leadership, they will pay more attention to their work; as a result, they will accomplish
their organizational goals; furthermore, it is revealed that authentic leadership is posi-
tively associated with communal relationships [49]. Employers have to build communal
relationships with their employees in order to develop the relationships in organizations;
such type of relationships can influence employees to focus on their company’s success
without the desire of returns [15]. When authentic leadership is moderated with procedural
justice, communal relationships are encouraged [13]. Moreover, the gender of leaders
has an impact on leadership aspirations when communal orientation becomes a mediator
and organizational identification is a moderator [71]. Female leaders present higher lead-
ership aspiration than male leaders due to women’s greater communal orientation [71].
In the COVID-19 pandemic, we propose that communal relationships and leadership in
organizations may have empowered each other.

Hypothesis 4 (H4). Communal relationships have a significant and positive correlation with
leadership in organizations.

Hypothesis 4a (H4a). COVID-19 (F1) factors integrated with communal relationships have a
significant and positive correlation with leadership in organizations.

Hypothesis 4b (H4b). COVID-19 (F2) factors integrated with communal relationships have a
significant and positive correlation with leadership in organizations.

Hypothesis 4c (H4c). COVID-19 (F3) factors integrated with communal relationships have a
significant and positive correlation with leadership in organizations.

3.4.5. Social Exchange Relationships and Leadership in Organizations

When a social exchange relationship is enhanced by a new leader’s behavior, the inten-
tion of the team members to engage in the relationship produces the outcome: employees
on the team will recognize new leaders that show efforts leading to a high-quality social
exchange relationship and their leadership [35]. Corporate social responsibility positively
mediates the relationship between authentic leadership and employees’ organizational
citizenship behaviors (OCB); in addition, authentic leadership, OCB, and corporate social
responsibility are associated with one another [72].

According to social exchange theory, when workers are treated badly, a positive
social exchange relationship is difficult to develop in organizations [73]. The relationship
between leaders and subordinates affects the job satisfaction of employees, the productivity
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of work, information sharing, and employee turnover [74]. Likewise, researchers have
stated that social exchange relationships can lead a person to support the goals of the
organization and can increase the performances of employees [70]. Employees will display
their willingness to work based on their quality of social exchange relationship with
their leaders; as a result, employees’ actions depend on the benefits they receive from
leaders [38]. Consequently, leadership in organizations has a direct effect on social exchange
relationships in organization [73]. Those who are in the role of effective leaders should
measure the quality of the relationships between themselves and their employees by using
the leader–member exchange relationship-7 system, which provides seven questionnaires
regarding the relationship between leaders and followers and then uses these seven items
to find the keys that drive relationship-building [74].

With the COVID-19 pandemic, we propose that the relationship between social ex-
change relationships and leadership in organizations is correlated with each other.

Hypothesis 5 (H5). Social exchange relationships have a significant and positive relationship with
leadership in organizations.

Hypothesis 5a (H5a). COVID-19 (F1) factors integrated with social exchange relationships have
a significant and positive relationship with leadership in organizations.

Hypothesis 5b (H5b). COVID-19 (F2) factors integrated with social exchange relationships have
a significant and positive relationship with leadership in organizations.

Hypothesis 5c (H5c). COVID-19 (F3) factors integrated with social exchange relationships have
a significant and positive relationship with leadership in organizations.

4. Results
4.1. Data Analysis

To investigate the relationship between leadership in organizations and trust, com-
munal relationships, social exchange relationships, during COVID-19 pandemic, the Pear-
son correlation was used for exploring the interrelation between parties. In this study,
COVID-19 (F1) factors, COVID-19 (F2) factors, and COVID-19 (F3) factors were mod-
erating variables integrated with other independent variables to discover the level of
relationships between leadership in organizations and trust, communal relationships, and
social exchange relationships, during COVID-19 pandemic. COVID-19 (F1~F3) factors
integrated with trust were COVID-19 (F1)_trust, COVID-19 (F2)_trust, and COVID-19
(F3)_trust, respectively. COVID-19 (F1~F3) factors integrated with CR were COVID-19
(F1)_CR, COVID-19 (F2)_CR, and COVID-19 (F3)_CR, respectively. Likewise, COVID-19
(F1~F3) factors integrated with SER were COVID-19 (F1)_SER, COVID-19 (F2)_SER, and
COVID-19 (F3)_SER, respectively. The mean and standard deviation of each variable shows
on Table 3.

Table 3. The mean and standard deviation of variable.

Variable Mean Std. Deviation Variable Mean Std. Deviation

Trust 3.7945 0.70689 COVID-19 (F1)_CR 3.7776 0.65790
CR 3.7625 0.73023 COVID-19 (F2)_CR 3.7498 0.69150
SER 3.8602 0.69082 COVID-19 (F3)_CR 3.6631 0.72409
LO 3.8011 0.76335 COVID-19 (F1)_SER 3.8264 0.63514

COVID-19 (F1)_trust 3.7936 0.64072 COVID-19 (F2)_SER 3.7987 0.65993
COVID-19 (F2)_trust 3.7658 0.65506 COVID-19 (F3)_SER 3.7119 0.69122
COVID-19 (F3)_trust 3.6791 0.71201
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4.2. Hypothesis Testing

Table 4 shows the relationship between variables. The relationship between trust
and communal relationships had a positive and very strong association (β = 0.726) with
a significance level of p < 0.001. The result shows that, when trust increased, communal
relationships also increased. Hypothesis 1 was fully supported. The relationship between
trust and leadership in organizations had a positive and very strong correlation (β = 0.715)
with a significance level of p < 0.001. The result shows that, increased trust can strengthen
leadership in organizations. Hypothesis 2 was fully supported. Likewise, the relationship
between COVID-19 (F1)_trust and leadership in organizations had a positive and very
strong correlation (β = 0.782) with a significance level of p < 0.001. The result shows
that, when COVID-19 (F1)_trust increased, leadership in organizations also increased.
Hypothesis 2a was fully supported. The relationship between COVID-19 (F2)_trust and
leadership in organizations also had a positive and very high correlation (β = 0.810) with a
significance level of p < 0.001. The result indicates that, when COVID-19 (F2) increased,
leadership in organizations increased as well. Hypothesis 2b was also fully supported.
The association between COVID-19 (F3)_trust and leadership in organizations was also
positively and strongly correlated (β = 0.621) with a significance level of p < 0.001. The
result presented that, when COVID-19 (F3)_trust increased, leadership in organizations
also increased. Hypothesis 2c was fully supported.

Table 4. The results of multiple correlation.

Relationship of Variables Beta Value p-Value Hypothesis Test

trust ↔ CR 0.726 *** p < 0.001 Accept H1
trust ↔ SER 0.616 *** p < 0.001 Accept H3
trust ↔ LO 0.715 *** p < 0.001 Accept H2

COVID-19 (F1)_trust ↔ LO 0.782 *** p < 0.001 Accept H2a
COVID-19 (F2)_trust ↔ LO 0.810 *** p < 0.001 Accept H2b
COVID-19 (F3)_trust ↔ LO 0.621 *** p < 0.001 Accept H2c

CR ↔ LO 0.739 *** p < 0.001 Accept H4
COVID-19 (F1)_CR ↔ LO 0.788 *** p < 0.001 Accept H4a
COVID-19 (F2)_CR ↔ LO 0.792 *** p < 0.001 Accept H4b
COVID-19 (F3)_CR ↔ LO 0.634 *** p < 0.001 Accept H4c

SER ↔ LO 0.645 *** p < 0.001 Accept H5
COVID-19 (F1)_SER ↔ LO 0.742 *** p < 0.001 Accept H5a
COVID-19 (F2)_SER ↔ LO 0.759 *** p < 0.001 Accept H5b
COVID-19 (F3)_SER ↔ LO 0.597 *** p < 0.001 Accept H5c

Notice: * =< 0.05, ** =< 0.01, *** =< 0.001, Correlation is significant at the 0.001 level. N = 220.

Trust was positively and strongly associated with social exchange relationships (β = 0.616)
with a significance level of p < 0.001. The result revealed that, when trust increased, social
exchange relationships increased as well. Hypothesis 3 was fully supported.

The correlation between communal relationships and leadership in organizations
was positive and very strong (β = 0.739) with a significance level of p < 0.001. The re-
sult shows that, when communal relationships increased, leadership in organizations
increased. Hypothesis 4 was fully supported. The relationship between Covid-19 (F1)_CR
and leadership in organizations had a positive and very strong correlation (β = 0.788) with
a significance level of p < 0.001. The findings introduced that, when Covid-19 (F1)_CR
increased, leadership in organizations also increased. Hypothesis 4a was fully supported.
The association between COVID-19 (F2)_CR and leadership in organizations was positively
and very strongly correlated (β = 0.792) with a significance level of p < 0.001. The findings
point out that, when COVID-19 (F2)_CR increased, leadership in organizations increased
as well. Hypothesis 4b was fully supported. The association between COVID-19 (F3)_CR
and leadership in organizations was positively and strongly correlated (β = 0.634) with a
significance level of p < 0.001. The findings show that, when COVID-19 (F3)_CR increased,
leadership in organizations also increased. Hypothesis 4c was fully supported.
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Likewise, the relationship between social exchange relationships and leadership in
organizations had a positive and strong correlation (β = 0.645) with a statistical signifi-
cance of p < 0.001. The findings show that, when social exchange relationships increased,
leadership in organizations increased. Hypothesis 5 was fully supported. The relationship
between COVID-19 (F1)_ SER and leadership in organizations had a positive and very
strong correlation (β = 0.742) with a statistical significance of p < 0.001. The finding shows
that, when COVID-19 (F1)_SER increased, leadership in organizations increased as well.
Hypothesis 5a was fully supported. The relationship between COVID-19 (F2)_SER and
leadership in organizations had a positive and very strong correlation (β = 0.759) with
a statistical significance of p < 0.001. The finding show that, when COVID-19 (F2)_SER
increased, leadership in organizations increased. Hypothesis 5b was fully supported. The
relationship between COVID-19 (F3)_SER and leadership in organizations had a positive
and strong correlation (β = 0.597) with a statistical significance of p < 0.001. The findings
show that, when COVID-19 (F3)_SER increased, leadership in organizations also increased.
Hypothesis 5c was fully supported.

Hypothesis 1–5 show that trust had relationships with communal relationships, social
exchange relationships, and leadership in organizations. Communal relationships had
relationships with trust and leadership in organizations. Social exchange relationships
had relationships with trust and leadership in organizations. Finally, COVID-19 factors
Hypotheses 2, 4, 5 (a, b, c) show that COVID-19 (F1, F2, F3) factors integrated with each
variable: (1) trust, (2) communal relationships, (3) social exchange relationships had an
association with leadership in organizations.

4.3. Perspective the Results of Moderating Effect of Hypothesis Test

The main objective of this study is to investigate the impact of COVID-19 on leadership
in organizations based on trust, communal relationships, social exchange relationships
through the current COVID-19 crisis as well as the results between the moderating effects
of COVID-19 (F1), COVID-19 (F2), and COVID-19 (F3) integrated with other independent
variables. The outcomes of this study supported all hypothesized relationships. The results
show that COVID-19 (F1) and COVID-19 (F2) present a positive moderating effect that can
strengthen the relationship between of two original variables. For example, trust ↔ LO
(β = 0.739) is changed to COVID-19 (F1)_trust ↔ LO (β = 0.788) and COVID-19 (F2)_trust
↔ LO (β = 0.810). On the other hand, the COVID-19 (F3) shows a negative moderating
effect that COVID-19 (F3) beta value is reduced (β = 0.621). The other testing models H4
(a,b,c) and H5 (a,b,c) also have same outcome. The detail follows as Figure 2.
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4.3.1. Hypotheses without COVID-19 Factors

Hypothesis 1 reveals that trust has a positive correlation with communal relationships.
Trust and communal relationships are essential for a team performance because employees
require trust, stability, compassion, and expectation to reduce their stress from the risk of
uncertainty both from their work and health [31,60,75]. Based on communal-sharing mental
schemas, when the association between employees and leaders is based on a communal
relationship, employees will pay more attention to the performance of their work and the
company’s reputation [76].

Hypothesis 2 reveals that trust has a positive correlation with organizational leader-
ships.

Trust binds everything that people do together: their relationships, their actions, and
their expectations of others [77]. Thus, if employees trust in leaders, they will be motivated
to perform their duty above expectations as well [77]. In addition, leadership can motivate
organizational citizenship behavior through trust [64].

Hypothesis 3 reveals that trust has a positive correlation with social exchange re-
lationships. Affective-based trust and cognitive-based trust are powerful variables for
developing the effectiveness of social exchange relationships [44]. Moreover, both the
manager and employee propensity to trust can influence the quality of a social exchange
relationship [70].

Hypothesis 4 reveals that communal relationships have a positive correlation with
organizational leadership. Iqbal et al. [13] indicated that authentic leadership influences
employees’ communal relationships and that procedural justice positively and significantly
moderated the association between authentic leadership and employee communal relation-
ships; therefore, the relationship between authentic leadership and communal relationships
becomes positively strong when procedural justice is high. In consequence, communal
relationships can influence leadership aspiration [71].

Hypothesis 5 reveals that social exchange relationships have a positive correlation
with organizational leadership. Leadership can shape interpersonal relationships in or-
ganizations through leaders’ attitudes and skills, leading to the quality of social capital,
cooperation, and the commitment of employees [34]. However, affective attachment de-
livers a heightened tendency of related people to maintain social exchange relationships
in organizations [78]. Thereby, a leadership intervention can increase the quality of social
exchange relationships between leaders and team members, and this leads to increased
productivity and job satisfaction [41].

4.3.2. Hypotheses with COVID-19 Factors

Hypothesis (2a,2b,2c) reveals that COVID-19 (F1, F2, F3) factors integrated with trust
have a positive association with organizational leadership. Encouraging shared leadership
among team members and building culture of trust in organizations are required for
managing virtual teams during COVID-19 [79]. Shared leadership in team members can
improve team performance and collaboration because each team member needs to play
a role in the collective leadership of team responsibility [79]. For sustaining culture of
trust in organizations, managers need to take leadership actions to ensure they follow the
commitments with employees, treat employees with fairness, transparency, and establish
team trust [79]. Similarly, ethical leadership can influence employee engagement through
organizational trust [80]. With the COVID-19 pandemic, employees require effective leaders
who have the ability to inspire confidence, to collaborate on teamwork, and to focus on
building trust with their employees; hence, employees feel safe and have confidence in their
tasks to accomplish organizational goals [81]. In the same way, identification-based trust
(IBT) (a type of trust based on the emotional connection between parties) has a positive
linear relationship with the leader–member exchange relationship [82].

Hypothesis (4a, 4b, 4c) reveals that COVID-19 (F1, F2, F3) factors integrated with
communal relationships have a positive association with organizational leadership. A
communal relationship between employers and employees can emerge during COVID-19
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pandemic [26]. Communal orientations have a positive effect on leadership behaviors [83].
Therefore, employers or managers who show communal values will receive positive
feedback from employees [83]. Employees and employers need this relationship to decrease
stress arising from uncertain COVID-19 times [83]. When leader behavior is oriented to
communal relationships, leaders will show care and concern to employees [75]. According
to communal relationships, social contact supports the health and well-being of people
when they hold the hands of the ones that they want (like); this indicates that healthy social
relationships can reduce stress [84].

Hypothesis (5a, 5b, 5c) reveals that COVID-19 (F1, F2, F3) factors integrated with social
exchange relationships have a positive association with organizational leadership. COVID-
19 pandemic has impacted the employers and employee’s relationship [85]. Leadership is
able to be considered as an activated process of social influence based on relationships [85].
Organizational leadership has connected with social exchange relationships related to
power, dependence, value, trust, and commitment [86]. In family firms, affective attach-
ment to the exchange triad and the balanced exchange triad can lead to a lower rate of the
turnover of non-family CEOs [78]. Throughout the COVID-19 pandemic, building social
exchange relationships and creating mutual trust requires leadership skills to engage in
listening to employees without judgment, accepting employees’ advice, communicating
their perspectives transparently and frequently, and promoting their health [6]. Likewise,
social exchange relationships are positively related to relationship satisfaction [87].

5. Findings and Discussion
5.1. Discussion with COVID-19 Factors

COVID-19 (F1) and (F2) increase the quality of leadership in organizations when they
are integrated with (1) trust, (2) communal relationships, and (3) social exchange relation-
ships. Thereby, COVID-19 factors have a strong impact on leadership in organizations. In
brief, these factors suggest that the organizational leadership during COVID-19 pandemic
needs to have trustworthiness/reliability, good communication skills, empathy, willingness
to help organizational members, inspiring and motivating others, ability to handle change,
and ethnics [see Appendix A]. The results show that, during the pandemic, the above
factors have positively impacted leadership in organizations. Leaders have improved their
leadership skills as evidenced by their actions, their communication, the well-being of their
employees, their trustworthiness, their ability to handle change in uncertain situations,
their moral or ethical behavior, their open-mindedness, and their empathy and support [6].
Moreover, psychological safety influences social exchange relationships between employ-
ees and organizations; as a result, employee performance improves [88,89]. Psychological
empowerment affects the relationship between psychological safety and sustainable perfor-
mance; thus, psychological empowerment has an impact on the association of sustainable
leadership and sustainable performance through psychological safety when employees
feel secure, they can deliver the best performance [90].

On the other hand, COVID-19 (F3) decreases the quality of leadership in organizations
when it is integrated with (1) trust, (2) communal relationships, and (3) social exchange
relationships. COVID-19 (F3) includes the following variable content: (1) remotely working
staff interacted intimately with coworkers from their home online, and (2) leaders and
staff increased interdependence online [see Appendix A]. This shows that remote work
has interrupted the trust and relationships (both communal and social exchange relation-
ships) between employees and managers during the pandemic since most managers feel
uncomfortable with employees working at home because of a lack of trust and have tried to
control and monitor employees closely than they were before COVID-19. As a result, some
relationships between managers and employees have been damaged [7,8]. In consequence,
teleworking reduces the organizational leadership of managers [85].
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5.2. Theoretical Implications

Considering a theoretical perspective, the research model that is proposed in this
study provides the foundation of leadership in organizations based on trust, communal
relationships, social exchange relationships with COVID-19 pandemic and without COVID-
19 pandemic to understand the impact of COVID-19 factors to leadership of organizations.
The study empirically indicated that the factors influence organizational leadership include
trust, communal relationships, and social exchange relationships. Authentic leadership
has focused on the relationship between leaders and followers that are identified by trust
and integrity; also, authentic leadership has a positive influence on trust in leaders [63].
It contributes toward employee’s trust in organizations and an influence of optimism on
work engagement of employees [65]. Fair leadership can increase trust in leaders [77].
Additionally, trust in leadership can encourage team performance [47]. Thus, a key fac-
tor for building leadership is trust [77]. To create long-term relationship, leaders require
leadership efforts to rise communal relationships in organizations [13]. Communal rela-
tionships are able to be encouraged by transparent, consistent, and truthful leadership;
therefore, procedural justice can influence the association between employees’ communal
relationships and authentic leadership [13]. Likewise, authentic leadership concentrates on
ethics and motivations employees to establish positive organizational environment [23].
Consequently, there is positive association between communal relationships and authentic
leadership [49]. The positive relationship between employers and employees are based
on the quality of social exchange relationships [73]. As social exchange relationships
comprised both economic exchange and social motivation, working relationships in orga-
nizations are depended upon the ones [16]. Similarly, when non-family CEOs work in a
family firm, the high quality of social exchange relationships between non-family CEOs
and owner family is crucial for preventing CEOs turnover [78]. Consequently, an owner
family needs the great leadership to protect employees to leave organizations [78].

Adopting COVID-19 factors as moderators can both increase and decrease leadership
in organizations after being integrated with (1) trust, (2) communal relationships, and
social exchange relationships. COVID-19 factors comprise fourteen items which are shown
in Appendix A. The results show that COVID-19 factors regarding leaders’ actions, their
communication, employees’ well-being, leaders’ ethics, and leaders’ emotional intelligence
positively influence leadership in organizations. In time of COVID-19 pandemic, a rapid
response from leadership and clear communication are necessary for an effective leader
to manage crisis [6]. Moreover, the system of shared leadership between team members
leads to increase a level of agility, innovation, and collaboration [6]. COVID-19 is the
greatest threat in economy, emotions, and ethics [27]. In times of crisis, leaders will show
care, companionship, and compassion as core value (leaders’ emotional intelligence and
employees “well-being”) to unfold their leadership [27]. Additionally, core leadership
principles during COVID-19 pandemic include communication, mission and core values,
thinking outside the box, plan for the long and short term, engage with the ethics, and
shared leadership [53]. On the other hand, COVID-19 factors of remote working or tele-
working has reduced the relationship between managers and employees. Consequently,
a lack of trust of mangers decreases organizational leadership [7,8]. Moreover, remote
working causes social and professional isolation to adversely affect the performance of
organizations [85].

5.3. Managerial Implications of COVID-19 Case

In this study the original data is collected from four countries that included Thailand,
Vietnam, Indonesia, and Taiwan. The results can be used in worldwide organizations. The
findings of this study are important to practitioners and managers. Under the pressure
of COVID-19, it is essential for leaders to increase the trust and relationships of either
communal relationships or social exchange relationships or both to enhance organizational
leadership. In times like this, employees need leaders for guidance on what to do, what
to expect, and how to action. During uncertain times, the need of strong, calm, and
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trustworthy leaders is more vital than ever. Thus, implications on practical level are
introduced from this study:

First, communication skills help leaders to maximize trust and minimize stress and
anxiety during uncertain times: managing stress, employees expect leaders to deliver
their decisions and actions with calmness and deliberateness. Second, leaders should
share information with empathy and optimism: in their communications, leaders should
understand the uncertainty and anxiety employees are facing, especially when leaders
have to communicate decisions that are likely to increase employee stress; for example, a
reduction of work hours. Leaders should remember that employees who are anxious want
their leaders to provide them with hope and a sense of control. A loss of control can bring
about a sense of helplessness. Leaders should make employees feel that there is a good
future and let employees realize how they can help other employees.

Third, leaders have to use credibility and trustworthiness to build trust: leaders receive
credibility when they indicate that they comprehend the risks and situation. Leaders
should be honest and transparent: to enhance trust and relationships, leaders should
convey disappointing news clearly, straightforwardly, and truthfully. Leaders need to
avoid giving wrong information that leads to misperceptions. Fourth, effective leaders
will share all the facts quickly and not hide bad news. Leaders should provide regular
communication: good leaders should have a communication routine so that employees can
understand the real situation. As communication stops, employees are likely to imagine
the worst. Leaders should provide a forum for feedback: employees will always have
questions and will desire to give an appropriate advice. Leaders will receive trust when
employees have an opportunity to get involved. Leaders are a role model: when employees
do not know how they should behave, they take their leaders as a role model.

Fifth, leaders have to behave consistently with what they ask employees to do. Leaders
are necessary to be the first to follow new policies, e.g., practicing social distancing and
wearing masks. Employees practice after the leaders whom they trust and respect. In
conclusion, leaders must communicate and share information with employees frequently
and transparently to facilitate understanding. Emotional intelligence is needed to establish
relationships between employers and employees. Leaders have to provide support in
employees’ health and safety.

Sixth, leaders need to perform three imperatives: (1) clarifying the purposes of or-
ganizations, (2) supporting organizational stakeholders, and (3) bolstering employees’
emotional climate in organizations and the organizational resilience. For clarifying the
purpose of organizations, leaders in a crisis should emphasize the organizational purposes
to pull back and remind employees of their guiding principles. Emphasizing the purpose
will make stakeholders have more confidence toward the organizations. Stakeholders are
the people who drive and measure the leaders’ success, and supporting organizational
stakeholders can stimulate the trust, confidence, and morale required in organizations.
In bolstering the emotional climate of employees in organizations and the organizational
resilience, leaders need to prioritize their resolve in order to stay the course and to manage
the attention that comes from the actions as well.

6. Conclusions

COVID-19 has increased the need to amplify our knowledge on how to build effective
leadership in organization sustainability. Managers in times of crisis required a high level
of leadership to navigate employees toward an organizational goal. However, there is
a time when decentralization in a teamwork is needed, managers give an opportunity
and power to team members (shared leadership) who have the ability to achieve the
organizational tasks to encourage effective performance in a team and an organization.
Then, trust and relationships (communal relationships and social exchange relationships)
are essential for organizational leadership. Nevertheless, the new policies for COVID-19
prevention, such as social distancing and working from home have intervened on the trust
and relationships between managers and employees. Remote-working environment has
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impacted organizational leadership [85]. Consequently, managers should find the ways to
solve the problem such as, reducing the hours of working online and asking employees
to return to the traditional workplace or sharing leadership in team members to make
employees feel they are valuable to organizations.

This study can help leaders to improve their leadership skills for organization sus-
tainability. It is important for managers to understand what factors affect leadership in
organizations in order to adapt to the uncertainty of COVID-19 pandemic time. Therefore,
managers can develop their leadership skills even post COVID-19.

Limitations and Future Study

As the COVID-19 pandemic is still in effect, it is difficult to collect data. This study
used only 220 samples, which is a limitation on the number of respondents. We also used
only correlation analysis to determine the relations between variables. In future research,
more respondents and multiple linear regression will be used to find the influences and
effects between variables.
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Appendix A. COVID-19 Factors Details

COVID-19 (F1) Factors COVID-19 (F2) Factors COVID-19 (F3) Factors

(1) Leader were able to handle change efficiently
during the pandemic. (LO13)
(2) Leaders supported staff fairly (morally). (LO14)
(3) Leaders listened to staffs’ opinions and
comments. (LO15)
(4) Leaders built the staffs’ confidence through
empathy, support, and reassurance during the
pandemic. (LO16)
(5) Infected staff received more care from leaders.
(SER9)
(6) Leaders were able to meet expectations of staff,
so that staffs could remain productive and healty
during the pandemic. (SER10)
(7) Leaders boosted staffs’ motivation by providing
support. (SER12)
(8) Leaders took care of staff in organizations
during the pandemic. (CR6)

(1) Staff trusted leders more by their
actions than their words. (Trust1)
(2) Leaders had good and clear
communication with staff frequently
during COVID-19. (Trust2)
(3) Staff was able to rely on leaders
during the pandemic. (Trust3)
(4) Everyone believed that solidarity was
key toward true collaboration during the
pandemic. (Trust4)
(5) Staff followed the leaders like one
would follow a family leader during the
pandemic. (CR5)
(6) Leaders were concerned about their
staffs’ well-being during the pandemic.
(CR7)

(1) Remotely working staff
interacted intimately with
coworkers from their home
online. (CR8)
(2) Leaders and increased
interdependence by online
during the pandemic. (SER11)
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