©LUMEN rroceedings

12th LUMEN International Scientific Conference Rethinking
Social Action. Core Values in Practice | RSACVP 2019 | 15-17
May 2019 | lasi— Romania

The Impacts of Perceived Ethical Climate
and Codes of Ethics on Employees’ Deviant
Behaviors in Organizations

Secil TASTAN

https://doi.org/10.18662/lumproc.177

How to cite: Tastan, S. (2019). The Impacts of Perceived Ethical
Climate and Codes of Ethics on Employees’ Deviant Behaviors in
Organizations. In C. Ignatescu (ed.), 12th LUMEN International
Scientific Conference Rethinking Social Action. Core Values in
Practice, 15-17 May 2019, Iasi — Romania (pp. 308-330). lasi,
Romania: LUMEN Proceedings.
https://doi.org/10.18662/lumproc.177

© The Authors, LUMEN Conference Center & LUMEN Proceedings.
Selection and peer-review under responsibility of the Organizing Committee of the conference

@ This is an Open Access article distributed under the terms of the Creative Commons Attribution-

Noncommercial 4.0 Unported License, permitting all non-commercial use, distribution, and reproduction in any
medium, provided the original work is properly cited



©LUMEN rroceedings

The Impacts of Perceived Ethical Climate and
Codes of Ethics on Employees’ Deviant Behaviors
in Organizations

Secil TASTAN!

Abstract

This study investigates how ethical climate and perceived existence of organizational ethical codes
impact employee deviance. Due to the importance and extensiveness of the employee deviant
bebavior problem, it is found denotative to examine the antecedents contributing to the occurrence of
employee deviance in organizations. In the light of the previous literature study, several factors that
have been associated with employee deviance have been reviewed and it was seen that workplace
ethics was examined as a contextual variable influencing such bebaviors in the organigations.
Thus, in the current study, it was aimed to evalnate the impacts of existence of ethical codes and
ethical climate on employees’ deviant behaviors within the organization. A quantitative survey was
performed among 230 employees in public and private organizations in various sectors, such as
edncation, bealth, insurance, banking, telecommunication, and retailing. The data obtained from
the research were evaluated with statistical programme and the findings revealed that all five
dimensions of ethical climate had significant impacts on organizational deviance. The instrumental
and independence dimensions had positive impacts on organigational deviance, whereas caring, law
and codes and rules dimensions had negative impacts on such behaviors. Further, it was reported
that the perceived existence of organizational code of conduct bad significant negative impact on
organizational deviance. The findings of the research were evaluated and discussed with the
implications of the previous empirical findings and both conceptual and practical suggestions were
provided for the future studjes.

Keywords: Workplace deviant bebavior; Employee deviance; Organizational ethical
climate; Code of ethics; Business Ethics.

I Assoc. Prof. PhD, Marmara University, Faculty of Business Administration, Istanbul,
Turkey, secilbal@yahoo.com/seciltastan@marmara.edu.tr, +902164495045.

Corresponding Author: Segil TASTAN
Selection and peer-review under responsibility of the Organizing Committee of the conference

@ This is an Open Access article distributed under the terms of the Creative Commons Attribution-

Noncommercial 4.0 Unported License, permitting all non-commercial use, distribution, and reproduction in any
medium, provided the original work is properly cited



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

1. Introduction

In the literature, the associations between perceived ethical climate,
ethical considerations of employees and their behavioral outcomes have
been investigated within various industries and organizational contexts. This
study focused on the investigation of how workplace ethical climate and the
existence of ethical code system are related with individual outcomes of
deviant behaviors. The study was built on “Business ethics” and “Ethical
climate theory” while examining the concepts and was grounded in the
contextual-behavioral perspective. Ethical climate is described as employees’
shared perceptions related to the ethically right acts and how ethical
decisions could be approached in an organization [1]. Moreover, code of
ethics in an organization may maintain a foundation for employees to make
more honest decisions and to behave with integrity, trust, and confidence. A
written code of ethics serves as foundational documents that can provide the
framework for their responsibilities and behaviors that the organizations
expect from them [2]. In sum, the locus of this study is the employees and
its objective is to investigate the influence of codes of ethics and ethical
climate on the perceptions and behaviors of employees in organizations. In
order to gain insights about the suggestions of the study, a quantitative study
was conducted in Turkey by consisting participants who are currently
working in various sectors including education, health, insurance, banking,
telecommunication, and retailing.

2. Problem Statement

Employee workplace deviant behaviors (WDB) may lead to great
psychological costs for the organizations and create economic and social
problems for the employees and the community. WDBs are described as
intentional behaviors that deviate the rule of the organization and harms
individual and organizational well-being [3]. Due to the importance and the
extensiveness of the employee deviant behavior problems, it is found
noteworthy to examine the antecedents that may contribute to the
occurrence of employee deviance in organizations.

Employee WDBs involve behaviors such as withdrawal,
absenteeism, intentionally serving with poor performance, bullying,
production or property sabotage, unethical decision making, disobeying
managet’s instructions, intentionally doing work slowly, coming late to work
and leaving early, theft, etc. [4]. It is obvious that these kind of behaviors
may impact organizational productivity, may result with economic loss, and
may also cause social and psychological problems among employees [5], [6].
In the light of the previous literature study, several factors that have been
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associated with employee deviance have been reviewed and it was seen that
workplace ethics was examined as a contextual variable influencing such
behaviors in the organizations. In sum, this study aimed to point out the
significance of understanding the occurrence and antecedents of employee
WDBs and to explain them by regarding the perceived workplace ethical
climate and ethical codes.

3. Literature Review and Theoretical Framework

Starting from 1980’s onwards, workplace deviance has been widely
acknowledged as an important problem by the scholars and throughout
time, different terms and concepts have been accepted to define various
types of negative employee behaviors at work. The concepts, non-compliant
behavior [7], organizational delinquency [8], workplace deviance [9],
workplace aggression [10], organization-motivated aggression [11],
organizational misbehavior [12], antisocial behavior [13], organizational vice
[14], organizational retaliation behavior [15], dysfunctional behavior [16],
workplace counterproductivity [17], counterproductive behavior [18] and
counterproductive workplace behavior [19] are the concepts which were
introduced by scholars. Puffer [7] named relevant behaviors as non-task
behaviors which negatively influence work environment. Vardi and Wiener
[12] used organizational misbehavior term and described as any voluntary act
by employees violating core organizational/or societal norms. The concept
of employee deviant behavior has been used by Robinson and Bennett [9]
and was defined as intentional behavior of employee which violates norms
and threatens organizational well-being. Giacalone and Greenberg [13]
named such behaviors as antisocial behaviors and indicated that these
behaviors bring damages, or are conducted to give damage to the
organization, the employees, or any of the groups in the society. Most
widely-accepted definition has been provided by Gruys [20] who also used
the term employee deviant behavior. According to Gruys’ [20] description,
such behaviors include various intentional behaviors by an employee which
violates organizational norms and which are opposing the interests of the
organization. Finally, for the scope of the current study the desctiption
provided by Robinson and Bennett [9] will be used. Due to the
extensiveness of its scope, the term “employee deviant behaviors” has been
used in this study.

As it was mentioned before, the concept is substantially described as
“voluntary behavior that violates significant organizational norms and in so
doing threatens the well-being of an organization, its members, or both” [9].
Further, in the extant literature, there have been various typologies and
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several dimensions developed by scholars about employee deviant behaviors
[4] 120] [21] [9] [17] [18]. At that point, Hollinger and Clark [21] suggested a
separation between two classifications of deviance as property deviance and
production deviance. Specifically, it was indicated that “property deviance”
category consisted employee behaviors of acquiring or damaging the tangible
properties or assets of the organization without authorization [21]. For
instance, abstracting money or theft of any tool or equipment from the
workplace took place within the property deviance category. The other class
of “production deviance” was defined as the “formally proscribed norms
delineating the minimal quality and quantity of work to be accomplished”
[21]. Using alcohol or drug in the workplace, slowing down the work cycle,
and arriving work late are among the examples for production deviance. In
this typology, it can be seen that there is a common point in both categories.
The common point is that the deviant behaviors were mostly targeted
towards the organization rather than the employees of the organization.

Another typology of employee deviant behavior has been introduced
by Robinson and Bennet [9] and denoted that deviant behaviors can have
two major dimensions. The first dimension included interpersonal and the
second dimension included organizational deviant behaviors. Interpersonal
deviance is done directly towards individual employee such as sexual or
psychological — harassment, rudeness, and spreading rumors [4].
Organizational deviance refers to the behaviors that violate organizational
rules and give harm to organizational well-being, such as misspending the
workplace resources [22], day dreaming while on job [23], cyber-loafing [24],
theft from organization, leaving work early[25], [20].

By combining these dimensions, Lawrence and Robinson [27]
categorized deviant behaviors into four quadrants which are political
deviance, interpersonal aggression, production deviance, and property
deviance. “Production deviance” refers to acts like leaving the workplace
early, gambling, and cyberloafing during work hours. “Property deviance”
refers to offenses such as theft, sabotage, intentionally damaging the
equipment and machines. “Political deviance” related to behaviors including
gossiping, spreading rumors, favoritism; making fun, rudeness, and
disobeying supervisor’s instructions. “Personal aggression” refers to
behaviors such as harassment, abuse, incivility, cursing, humiliating, and
telling hurtful things to coworkers [27],[28],[29].

The literature supported that a number of organizational and
individual antecedents have impacts on workplace deviant behaviors. Work
environment factors, contextual factors and personal factors have been
reported as the main antecedents of employee deviant behaviors. In the
literature, there is strong documentation about how petrceptions of
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organizational context influence employee job attitudes [30],[31],[32],[33],
[34],135],[36],[37],[38],[39].

Notably, organizational environment factors including organizational
support, managerial support, role conflict, and job demand were
demonstrated to be related with deviant behavior [40],[41]. Organizational
climate has been also found to have impact on employee rude behaviors and
workplace incivility acts [42]. Organizational contextual variables of
perceived injustice, violence of psychological contract, lack of organizational
trust, workplace aggression, lack of empowerment, and interpersonal
conflicts were reported to be the significant antecedents of employee deviant
behaviors [21],[9],[15],[20],[43],[44]. In addition, the quality of human
resources practices and communication have been specified as the factors
influencing employee deviance [45]. Thus, it is quite obvious that poor
conditions of workplace, negative evaluations of job characteristics, and
managerial issues will eventually cause stress and depression among
employees, which in turn can potentially increase negative work attitudes
and behaviors. On the other hand, individual factors such as perceived
stress, work-family conflicts, job satisfaction, emotional intelligence, self-
efficacy, self-control, workplace envy, and demographic factors of age,
gender and education were demonstrated as having role on employee
deviant behaviors [21],[46],[20],[47],[48],[49],[50],[51],[52]-

In this study, we focused on “ethical climate” and “existence of code
of ethics” as organizational contextual factor which have been indicated as
work environment factors contributing to employee deviant behaviors
[53],[54],[55]. Ethics comes from Greek term “ethos” meaning “character”
and “morality” that refer to behavior and habits. Business ethics is described
as rules, standards, codes, and principles that serve as guidelines for morality
and morally right actions in organizational context. Moreover, from a
theoretical perspective, Lewin [56] suggested that individuals’ workplace
attitudes and behaviors are the function of the psychological field in which
they work. In management and organizational behavior studies, the
workplace psychological environment has been conceptualized by the
concept of organizational climate [57]. At this point, ethical climate is
suggested to be a form of organizational climate, which is ultimately related
to how individuals perceive ethical rules, how they make ethical decisions,
and how they react to ethical problems.

Ethical climate refers to the perceptions related to the organizational
procedures, practices, and interpersonal relations in terms of their ethical
content. Organizational ethical climate generally refers to the shared
employees’ perceptions about how they deal with ethical dilemmas and how
they implicate ethically correct behaviors. Victor and Cullen [58],[59]
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performed the first theoretical and experimental study on ethical climate.
They developed a theoretical basis for the measurement of ethical climate by
utilizing  philosophical and sociological perspectives. The authors
operationalized ethical climate with five dimensions involving caring, law
and code, rules, instrumental and independence climates. Actually, Victor
and Cullen [58] developed this model based on Kohlberg’s [60],[61]
cognitive moral development theory [62]. Kohlberg [60] indicated that
morality was cognitive and developmental and suggested three stages of
moral development. Accordingly, moral development is accrued through a
progress from childhood to adulthood. In this typology, preconventional
level is the first stage of moral development, in which the individuals see the
rules as they are imposed to them. People evaluate ethical problems based
on an egoistic perspective and just focus on their own benefits.
Conventional level is the second stage of moral development, where
individuals signify right and wrong actions in their social relationships. At
this stage of moral development, individuals begin to consider society as a
whole when making judgments and the main point is maintaining law and
following the rules. The third level of moral development is named as
postconventional level. At this level, individuals view rules as internal to
them and evaluate acceptable/unacceptable behaviors based on their
subjective individual values. Moreover, individuals follow the internalized
principles of justice, even if they conflict with laws and rules. In sum, even
Kohlberg’s model was developed to explain an individuals’ moral
development progress, Victor and Cullen [63] adapted the model to the
organizational context.

Turning back to the dimensions of ethical climate, Victor and Cullen
[58] defined caring climate as a “combination of the individual/benevolence
and local/ benevolence climates”. In these climate types employees have
high level of consideration towards the well-being of both organization and
the individual members of the organization [64]. “Caring” work climate is
such a climate which is mostly preferred by the employees since it is related
to a an interest for others’ well-being [65],[660]. “Law and code” climate
refers the consideration of the employees is basically towards laws and
regulations while dealing with ethical dilemmas. Thus, in such a climate, the
individuals’ behaviors and decisions are based on laws and codes that show
the organizational members what is accepted or not. Additionally, Victor
and Cullen [59] indicated that in “rules” climate, employees are expected to
definitely obey organizational principles and rules. “Instrumental” climate
represents individual egoism as stated by Kohlberg [60],[61]. In instrumental
climates, employees follow their own self-interests and they perceive their
organization as prompting them to behave egoistically and to consider
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personal ethics while dealing with ethical dilemmas. Therefore, it can be
inferred that instrumental climates may serve as incentive to crime or
deviance in the organizations. At last, “independence” climate represents
individual locus of analysis, in which employees behave “according to their
personal moral beliefs based upon a set of well-considered principles” [67].

Previous scholars have debated that each of the types of ethical
climates can be the predictors of individuals’ ethical decision making process
and  concerns  for  ethical behaviors in  the  organizations
[68],[69],[701,]711,172],]73],]74],[75]. The question of how does ethical climate
impact upon employees’ attitudes and behaviors can be relied on the Social
Identity Approach [76],[77]and Cognitive Moral (Dis)engagement Theory
[78]. In this study, it is proposed that the impacts of each ethical climate
dimension on employees’ behaviors can be explained by employee’s affective
and moral connection with his/her otrganization and, by cognitive moral
(dis)engagement. Further, it is put forward that ethical climate would be
associated with employee deviant behaviors based on Social Information
Processing Theory (SIPT) developed by Salancik and Pfeffer [79]. SIPT
posits that people observe their environment in order to look for hints to
interpret their work surrounding and to interpret acceptable ways to act [80].
Subsequently, ethical climates may be seen as a guidance to enable
employees understand which behaviors are ethical/unethical and ate
acceptable/unacceptable in the workplace.

Embracing that conceptual knowledge, Barnett and Vaicys [81]
confirmed that the ethical climate perceptions indirectly influence
employees’ attitudes and behavioral intentions. As employees develop ethical
judgments with in those climate types, the ethical judgments play mediating
role on the interaction between their perceptions and the behaviors. Cullen
et al. [82] posited that moral issues are the most influential factors for
employee behaviors, therefore, employees’ perceptions of the organizations’
morally accepted conducts, values, and principles can determine their
decisions and behaviors. Trevino [83] indicated that collective norms which
imply the correct and incorrect behaviors effect and shape employee
behaviors. In sum, situational characteristics of the organizational ethical
climate effect the perceptions and evaluations of the employees, which later
guide their course of actions.

Furthermore, past research studies have indicated that situational
opportunities in the workplace and perceived ethics in the work
environment can increase employees’ antisocial and deviant behaviors [84]
[85]. Wimbush and Shepard [67] argued that organizational ethical climate
could determine counterproductive behaviors, such as it predicts unethical
behaviors. Robinson and O’Leary-Kelly [84] implied that the work groups’
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antisocial behaviors were significant determinants of the individual anti-
social behaviors. Because of this view, the authors denoted that a focus on
the group-level will be worthwhile for understanding and explaining such
behaviors. In a correspondent research studying theft as a component of
organizational deviance, McClurg and Butler [86] also confirmed that the
ethical climate of work group was a significant predictor of workplace theft.
Vardi [53] studied the impact of ethical climate on organizational
misbehavior through a research in a metal-products company, and reported
that there was a strong negative relationship between the organizational
ethical climate and the employee misbehaviors. Peterson [87] performed a
research to find out whether deviant behavior could be determined by the
workplace ethical climate and the findings showed significant correlations
between the workplace deviance and the types of ethical climates. Further,
conducting a research study on a sample of 1,525 employees in various
sectors, Mayer et al. [80] found support for their hypothesized model
proposing the impact of ethical climate on employee misconduct.
Additionally, Yiksel [55] demonstrated that there were negative correlations
between organizational ethical climate and employee deviance. In separate
studies, it was found that when employees’ perceptions of organizational
ethical climate were low, the theft in the workplace and organizational
unethical behaviors were higher [88],[86]. It has been demonstrated that
caring, law and code, and rules dimensions has positive impacts on positive
outcomes, whereas instrumental and independence climates have positive
impacts on negative outcomes in the organizations
[89],[90],[91],]92],]93],|94]. In particular, significant correlations between the
dimensions of EC and employee deviance and counterproductive work
behaviors have been revealed in previous studies [55],[54],[87],[95].

Next, as being an organizational factor, the existence of code of
ethics has been argued as influential on employee deviant behaviors. It is
suggested that formal code of ethics that was established an executed in the
organization would encourage ethical behaviors of the individuals. Code of
ethics is a formal statement that specifies how an organization expects its
employees to behave while on the job. The ethical code of an organization is
the formal description of its standards and rules which would be applied to
every member of the organization, from top to bottom level [2]. Solomon
and Hanson [96], indicated that a code of ethics presents visible guidelines,
establishes the expected code of conduct, and gives stability to an
organization. Therefore, successful codes will provide a standard for
organizational members to strive for as well as articulating a special sense of
responsibility because of the professional and ethical standards. Additionally,
the existence of code of ethics increases the awareness of ethical and
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unethical conducts and may serve as reinforcement mechanism for ethical
acts among individuals. As Social Learning Theory [97] suggests, through the
establishment and implementation of code of ethics, individuals learn,
observe and adopt ethically accepted or unaccepted behaviors in the
organization. On the other side, the value of ethical codes comes from its
sanctions and judgment mechanisms which can be important to avoid from
unaccepted behaviors and to motivate for ethical and moral behaviors. This
situation can also be explained with Cognitive Processing Theory [98].
Furthermore, the literature studies suggested that existence of ethical codes
have positive influence on employee positive behavioral outcomes, whereas
lack of ethical codes has positive influence on employees’ deviant behaviors
towards the organization [99],[100],[2],[101],[102],[103].

4. Research Question and the Hypotheses

Based on the large conceptual and empirical supports for the
influence of ethical climate on the occurrence of employees’ deviant
behaviors, ethical work climate and code of ethics are taken as the
independent variables of the study. Thereby, due to the problem statement
of the study, the research question for this study is stated as; “Is employee
deviance in the organization the outcome of the perceived organizational
ethical climate and existence of code of ethics?. Based on the previous
evidences, it is suggested that specific types of ethical climate will lead to
different types of employee deviance. In sum, it is expected that
organizational ethical climate and code of ethics to serve as antecedent
factors of employee deviant behaviors. The conceptualization of ethical
climate suggests different impacts of climate dimensions on employee
behavioral outcomes. Thus, it is proposed that forms of ethical climates may
have separate impacts on employee deviant behaviors. In support to the
previous conceptual arguments and research findings, the first hypothesis of
this study is suggested as follows:

Hypothesis 1: Perceived ethical climate has significant impact on
employee deviant behaviors.

H1a: Caring dimension has negative impact on employee deviant behaviors.

HT1b: Law and codes dimension bas negative impact on employee deviant
bebaviors.

H1e¢: Rules dimension has negative impact on employee deviant behaviors.

H1d: The instrumental dimension has positive impact on employee deviant
bebaviors.

Hte: The independence dimension has positive impact on employee deviant
bebaviors.
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In the case of code of ethics, it is expected that code of ethics is one
of the factors which is related to employee deviant behaviors. Previous
conceptual and empirical studies lend support to the suggestion that
existence of code of ethics in the organizations should have an impact on
employees’ deviant behaviors. Besides, drawing on previous conceptual and
empirical works on code of ethics, and the work on workplace deviance,
code of ethics is suggested to be negatively related to employee deviant
behavior.

Hypothesis 2: Perceived code of ethics has significant negative
impact on employee deviant behaviors.

5. Research Methods

5.1. Participants and Procedure

In the study, a quantitative survey was performed between June,
2018 and February, 2019 and participants (including the employees from
managerial and non-managerial positions) from departments in various
public and private organizations in Turkey-Istanbul were recruited. Industry
types included education, health, insurance, banking, telecommunication,
and retailing organizations. In order to get valid self-reports for the
questionnaires, the forms were not delivered directly to the participants by
hand. Alternatively, the questionnaire survey was applied by means of
electronic database which permits blind responds and evaluations. This
procedure is supposed to be eliminating the social desirability bias. In
addition, the respondents were guaranteed that the overall research and
analyses processes would be confidential and the findings of the overall
research would be send to the respondents upon any request. Subsequently,
data from a total of 230 respondents were obtained. Thus, the final sample
size was 230 employees. The descriptive statistics for demographics showed
that 64% of the participants were female, and the mean of the age was 37.3
years (SD = 8.5). The mean of organizational tenure was yielded as 8.4 years
(SD = 4.8), and the average total work experience was seen as 15.2 years (SD
= 4.2). In terms of education level, 17% were having master degree, 1% was
having doctorate degree, 82% were having bachelor degree. 34% of the
respondents were holding non-managerial positions, while the remaining of
the respondents was having managerial titles. The manager respondents had
a mean organizational tenure of 7.2 years (SD = 9.2), and the employees’ (in
non-managerial positions) organizational tenure mean was 7.5 years (SD =
7.6).
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5.2. Measures

All ratings for totally 48 items were made on a six-point scale (1 =
strongly disagree; 6 = strongly agree) and the overall questionnaire took
approaximately 15 minitutes when responded on computer setting.

Employee Deviant Behavior: For evaluating deviant behaviors, the
scale of Bennett and Robinson [4] has been utilized. The scale was
composed of two dimensions with totally 19 items. Interpersonal deviance
dimension was measured with 7 items and 12 items measured the dimension
of organizational deviance. An introduction was provided for the
respondents and asked to rate the items by considering their last 6 months.
“Said something hurtful to someone at work”, “Taken an additional or
longer break than is acceptable at your workplace”, “Neglected to follow
your boss’s instructions”, Come in late to work without permission” were
among the items of the scale.

Organizational Ethical Climate: Ethical climate was evaluated
through 26-item global ethical climate scale developed by Victor and Cullen
[59]. 26 items measured five ethical climate types; caring (7 items), law and
code (4 items), rules (4 items), instrumental (7 items), and independence (4
items). Sample item is “In this organization, people are mostly out for
themselves”.

Code of Ethics: In this research, subjective measuring has been
utilized through employee perceptions in order to determine the presence or
absence of a formal organizational code of ethics. The perception regarding
the established formal code of ethics was measured with 3-items. The first
item asked the respondents whether their organization had a “published
code of ethics for its employees”. The second item asked about the
familiarity level of the employees about the code of ethics within the
organization, and the third item asked about the direct applicability of the
standards specified in the code of ethics.

6. Findings

For testing the content validity, the questionnaire was given to 5
academicians to evaluate and revise it if needed. Face wvalidity was also
confirmed through the participation of 5 people from different
fields/industries. Further, Exploratory Factor Analysis (EFA) was
performed for seeing the factorial structure of the variables and for reliability
evaluation. The findings of the factor loadings showed that the Eigen-values
recorded were between 0.581-0.898. The Cronbach's alpha reliability of all 3
variables were more than 0.7, which indicates acceptable and high reliability
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(Table 1). Additionally, the descriptive statistics of the variables and sub
dimension of the variables are presented in Table 1.

Table 1. The summary statistics of survey

Mean(M) Std.
Dev.(SD) CronbachAlpha

Employee Deviant 3,639 ,750 ,846
Behaviors

Interpersonal Deviance 3,848 1,085 ,853
Organizational Deviance 3,318 1,170 ,852
Ethical Climate 4,052 ,804 ,839
Caring 3,963 1,238 ,850
Law and Codes &Rules 3,313 1,137 ,849
Instrumental 3,922 1,241 ,840
Independence 3,668 1,211 ,832
Code of Ethics 2,101 ,916 ,922

Correlation analysis and regression analysis were performed to see the associations
among the research concepts (Table 2, Table 3).

Table 2. Correlation analysis

Variables Emp.Devi.Beh Ethical Climate  Code of Ethics
1. Emp.Dev.Beh 1 -.415* .523*

2. Ethical -.415* 1 .488*
Climate

3. Code of Ethics -.523* .488* 1

The documented results indicated that there was significant negative
and moderate relationship between ethical climate perceptions and employee
deviant behaviors (r=-0.415; p=0.02; p< 0.05). In addition, there was
significant negative and moderate relationship between perceived code of
ethics and employee deviant behaviors (r=-0.523; p=0.02; p< 0.05). Finally,
a positive and moderate relationship between perceived code of ethics and
ethical climate (r=0.488; p=0.02; p< 0.05) was reported.
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Table 3. Findings of regression analysis

Dep.Var.: Employee Deviant Behaviors
Indep. Var.s Beta |[tValue [P Value

Constant 1.766 0.02
Ethical Climate -
0.415 |1.969 0.03
Code of Ethics

0.523 | 3.622 0.01
R=0.705; R=0.617; F Value=43.541; p<0.05

Table 4. Findings of regression analysis

Dep.Var.: Employee Deviant Behaviors

Indep.Var.s Beta |t Value P Value
Constant 1.883 0.02
Caring -0.413 | 1.757 0.03
Law and Codes&Rules -0.451 | 3.587 0.01
Instrumental 0.408 | 3.293 0.00
Independence 0.368 | 4.336 0.02

R=0.466; R>=0.393; F Value=42.551; p<0.05

The regression model was found to be significant for the research
model. As seen in Table 3, the organizational-contextual variables of ethical
climate and code of ethics explained 62% of the change in employee deviant
behaviors. The perceived ethical climate with 4 dimensions explained 39%
of the change in employee deviant behaviors (Table 4). The perceived code
of ethics explained 46% of the change in employee deviant behaviors. It is
seen that instrumental dimension of ethical climate has stronger impact on
deviant behaviors than independence dimension. On the other side, it was
reported that law, codes and rules dimension has negative and moderate
impact on deviant behaviors. This result can be an indicator of the
importance of perceived rules and laws for decreasing the amount or
severity of employee deviance in the organizations.
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7. Discussions

Given the prevalence of deviant behaviors in organizations [27],[23],
we sought to investigate the relationship between ethical work climate and
employee deviant behaviors. Moreover, we attempted to examine the
relation of perceived code of ethics with employee deviance. Consistent with
the hypotheses, it was seen that ethical climate was negatively related to
employee deviant behaviors and perceived code of ethics was negatively
related to employee deviant behaviors. Next, it is confirmed that forms of
ethical climates may have separate impacts on employee deviant behaviors.
This can be inferred due to the negative impacts of law, code, rules and
caring dimensions and positive impacts of independence and instrumental
dimensions on employee deviance. Based on the study findings, some
theoretical and practical implications of this research can be presented. First
of all, this study has some theoretical implications. We found a support for
the significant effects of organizational work environment on employee
behaviors. Although a number of empirical researches [53], [54], [80], [69],
[101] have examined the relationship between organizational environment
and employee deviance, we currently do not have a solid understanding of
the impacts of perceived ethical climate dimensions and existence of
structured code of ethics on employee deviant behaviors. Underlying the
relations of ethical climate and code of ethics with employee deviant
behaviors, this study may provide solid insights for explaining workplace
deviance. Thus, it is suggested that when employees feel that they are
working under conditions of specified rules, codes, law, and interpersonal
caring and when they have awareness of structured code of conduct in the
organization, they are less engaging in deviant behaviors. Further, these
findings also support the Cognitive Moral (Dis)engagement Theory [78] and
Social Information Processing Theory [79], [80] as implied in theoretical part
of the study. In sum, it is suggested that the ethical climate and
establishment of code of ethics may create employees’ awareness of ethical
conducts, efforts to expose high ethical standards, and avoidance from
misbehaviors that will harm the welfare of the organization. Thus, it is
concluded that when employees work in an ethical climate and when they
adopt the code of ethics in the organization, they are then less likely to
engage in deviant behaviors. Additionally, the findings of this study
contribute to the rare empirical study of the code of ethics and deviant
behavior notions in the organization and provides evidence on both its
synthesis and its effect on understanding the antecedents of employee
deviance. This paper has taken a step forward as it amalgamates the two
major approaches of the concept of employee deviance. Interpersonal and
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organizational deviance have been incorporated into one operationalized
construct in order to measure the employee deviance notion based on a
framework introduced by Robinson and Bennet [9] within service (public
and private organizations) context in Turkey-Istanbul. One of the purposes
of this study was to empirically investigate the operationalization of the
employee deviant behaviors and organizational ethical climate in terms of
measurement; and the other purpose was to reveal the impacts of perceived
ethical climate and presence of organizational code of ethics on employees’
deviant behaviors.

Furthermore, the current findings of the study have practical
implications. Firstly, practical implication for organizations is the value of
maintaining an ethical climate and establishing a formal code of ethics.
Indeed, this study indicated that ethical climate is a critical antecedent to
employee deviant behavior. It is suggested that an ethical climate serves as a
sensemaking function for employees that helps them to react to ethical
issues in the workplace. Second, as being a formal statement specifying the
expectations of the organization about how the employees should behave,
code of ethics has critical influence on reducing employee deviant behaviors.
It is suggested that formal code of ethics would encourage ethical behaviors
and serve as a prevention mechanism for employee misconduct. Thereby, it
is important for human resource (HR) practices, policies, and procedures to
emphasize the value of establishing code of ethics and training the
employees about its specifications. These codes of ethics standards should
be highly visible and be applicable so that employees learn, apply and sustain
the relevant ethical standards.

As a limitation, it is suggested that the number of respondents
should be higher for more relevant and generalizable results. Further
researches can be conducted on large-scale organizations, sectors, public,
private organizations etc. and, also in different cities or countries for
generalizing findings. In addition, the same respondents evaluated all items
of the variables in the questionnaire and this can create self-report problem
and social desirability bias. For eliminating these problems, multiple sourcing
methods is recommended for future studies.

8. Conclusions

Since the prevalence of unethical behavior in organizations is
staggering, this study may contribute to understanding of the critical role of
ethical climate and establishment of ethical codes for organizations. For
financial and ethical reasons, it is important for organizations create an
ethical work climate and to establish a structured code of conduct to reduce
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employee unethical behaviors. The results of this study showed that both of
the hypothesis of the study were supported (H1-H2). Along with the
statistical results of the study, it was seen that certain ethical climate types
can lead to reduce workplace deviance. Some hints were found regarding the
potential associates of organizational-contextual factors of organizational
deviance. In sum, it can be indicted that organizational ethical climate and
code of ethics may serve as antecedent factors of employee deviant
behaviors. Thereby, based on the problem statement of the study, an answer
has been provided for the research question of this study and it is suggested
that the employee deviant behavior in the workplace can be an outcome of
the perceived organizational ethical climate and existence of code of ethics.
As consequence, the findings from this study demonstrate the critical role
managers carry in creating an ethical climate and establishing code of ethics
for reducing the level of deviant behaviors among their employees.

Furthermore, as seen in the descriptive statistics findings, the
magnitude of deviant behaviors (M= 3,63) is relatively high. This is a
question for relevant occupations and organizations and a problem for
personal development and for today’s organizations. These results may
provide implication for educational, health and service institutions in the
current research context. Further, the clime model provides a
comprehensive model of ethical climate and code of ethics that involve the
layers of factors that affect employee deviant behaviors. In the organizations
the climate factors should be understood and improved for developing more
healthy workplaces, quality of work life and individual positive and negative
behaviors. It is seen that the existence of code of ethics serves for reducing
negative behaviors and promote ethical acts. Creating a climate of ethics and
prescribed code of ethics can be seen as important tools since they have
reflections for both organizations and employees.

References

[1] Martin KD, Cullen JB. Continuities and extensions of ethical climate theory: A
meta-analytic review. Journal of Business Ethics. 2006;69(2):175-194.

[2] Okpara JO. Can corporate ethical codes of conduct influence behavior? An
exploratory study of financial managers in a developing economy. In Academy
of Business & Administrative Sciences (ABAS) XI International Confetrence.
2003; Brussels, Belgium.

[3] Robinson J, Bennett EL. Hunting for sustainability in tropical forests. Colombia:
Columbia University Press; 2000.

[4] Bennett R, Robinson SL. Development of a measure of workplace deviance.
Journal of Applied Psychology. 2000;85(3):349-370.

323



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[5] McCardle JG. Organizational justice and workplace deviance: The role of
organizational structure, powetlessness, and information salience. Available
from: https://stars.library.ucf.edu/etd/3259; 2007.

[6] Ahmad A, Omar Z. Reducing deviant behavior through workplace spirituality
and job satisfaction. Asian Social Science. 2014;10(19):107-128.

[7] Puffer SM. Prosocial behavior, noncompliant behavior, and work performance
among commission sales people. Journal of Applied Psychology.
1987;72(4):615-637.

[8] Hogan M]J, Hogan MJ. The Matshall Plan: America, Britain and the
Reconstruction of Western Europe, 1947-1952. U.K.: Cambridge University
Press; 1989.

[9] Robinson SL, Bennett RJ. A typology of deviant workplace behaviors: A
multidimensional scaling study. Academy of Management Journal.
1995;38(2):555-572.

[10] Baron RA, Neuman JH. Workplace violence and workplace aggression:
Evidence on their relative frequency and potential causes. Aggressive Behavior:
Official Journal of the International Society for Research on Aggression.
1996;22(3):161-173.

[11] O'Leary-Kelly AM, Griffin RW, Glew DJ. Organization-motivated aggression:
A research framework. Academy of Management Review. 1996;21(1):225-253.

[12] Vardi Y, Wiener Y. Misbehavior in organizations: A motivational framework.
Organization Science. 1996;7(2):151-165.

[13] Giacalone RA, Greenberg J. Antisocial behavior in organizations. U.K.: Sage;
1997.

[14] Moberg DJ. On employee vice. Business Ethics Quarterly. 1997;7(4):41-60.

[15] Skarlicki DP, Folger R. Retaliation in the workplace: The roles of distributive,

procedural, and interactional justice. Journal of Applied Psychology.
1997;82(3):434-454.

[16] Griffin RW, O'Leary-Kelly AE, Collins JM. Dysfunctional behavior in
organizations: Violent and deviant behavior. Elsevier Science/JAI Press; 1998.

[17] Sackett PR, DeVore CJ. Counterproductive behaviors at work. In: Anderson
N, Ones D, Sinangil H, & Viswesvaran C, editors. Handbook of industrial,
work, and organizational psychology, 1. London, UK: Sage; 2001. p. 145-164.

[18] Marcus B, Schuler H, Quell P, Himpfner G. Measuring counter productivity:
Development and initial validation of a German self-report questionnaire.
International Journal of Selection and Assessment. 2002;10(1-2):18-35.

[19] Martinko MJ, Gundlach MJ, Douglas SC. Toward an integrative theory of
counterproductive workplace behavior: A causal reasoning perspective.
International Journal of Selection and Assessment. 2002;10(1-2):36-50.

324



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[20] Gruys ML. The dimensionality of deviant employee performance in the
workplace. Unpublished doctoral dissertation, U.S.A.: University of Minnesota;
1999.

[21] Hollinger RC, Clark JP. Formal and informal social controls of employee
deviance. Sociological Quarterly. 1982;23(3):333-343.

[22] Berry CM, Ones DS, Sackett PR. Interpersonal deviance, organizational
deviance, and their common correlates: A review and meta-analysis. Journal of
Applied Psychology. 2007;92(2):410-425.

[23] Bashir S, Nasir M, Qayyum S, Bashir A. Dimensionality of counterproductive
work behaviors in public sector organizations of Pakistan. Public Organization
Review. 2012;12(4):357-3060.

[24] Lim VK. The IT way of loafing on the job: Cyberloafing, neutralizing and
organizational justice. Journal of organizational behavior: the international
journal of industrial, occupational and Organizational Psychology and Behavior.
2002;23(5):675-694.

[25] Spector PE, Fox S. The stressor-emotion model of counterproductive work
behavior. In Fox S, & Spector PE, editors. Counterproductive work behavior:
Investigations of actors and targets. Washington, DC: APA Press; 2005. p. 151-
174.

[26] Anjum MA, Parvez A. Counterproductive behavior at work: A comparison of
blue collar and white collar workers. Pakistan Journal of Commerce and Social
Sciences. 2013;7(3):417-434.

[27] Lawtence TB, Robinson SL. Ain't misbehavin: Workplace deviance as
organizational resistance. Journal of Management. 2007;33(3):378-394.

[28] Baharom MN, Sharfuddin MD, Igbal J. A systematic review on the deviant
workplace behavior. Review of Public Administration Management.
2017;5(3):231-253.

[29] Agwa AMF. Workplace Deviance Behaviors. In: Leadership. IntechOpen:
2018. Available from:
https:/ /www.intechopen.com/books/leadership/workplace-deviance-
behaviors.

[30] Schneider B, Reichers AE. On the etiology of climates. Personnel Psychology.
1983:36(1):19-39.

[31] McCormick EJ, Ilgen DR. Industrial and organizational psychology. London:
Allen & Unwin; 1987.

[32] Robbins SP, Judge TA, Vohra N. Organizational behavior. USA: Pearson;
2013.

[33] Weiss HM, Cropanzano R. Affective events theory: a theoretical discussion of
the structure, causes and consequences of affective experience at work. In BM
Staw and LL Cummings, editors. Research in organizational behavior.
Greenwich, CT: JAT; 1996. p. 1-74.

325



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[34] McKinnon JL, Harrison GL, Chow CW, Wu A. Organizational Culture:
Association with Commitment, Job Satisfaction, Propensity to Remain, and
Information Sharing in Taiwan. International Journal of Business Studies.
2003;11(1):25-45.

[35] Schein E. Organizational culture and leadership. San Francisco, CA: Jossey;
2004.

[36] Akinyele ST. The influence of work environment on workers productivity: A
case of selected oil and gas industry in Lagos, Nigeria. African Journal of
Business Management. 2010;4(3):299-307.

[37] Noah Y, Steve M. Work environment and job attitude among employees in a
Nigerian work organization. Journal of Sustainable Society. 2012;1(2):36-43.

[38] Ngo HY, Loi R, Foley S, Zheng X, Zhang L. Perceptions of organizational
context and job attitudes: The mediating effect of organizational identification.
Asia Pacific Journal of Management. 2013;30(1):149-168.

[39] Belias D, Koustelios A. Organizational culture and job satisfaction: A review.
International Review of Management and Marketing. 2014;4(2):132-149.

[40] Chen PY, Spector PE. Relationships of work stressors with aggression,
withdrawal, theft and substance use: An exploratory study. Journal of
Occupational and Organizational Psychology. 1992;65(3):177-184.

[41] Balducci C, Schaufeli WB, Fraccaroli F. The job demands—tresources model and
counterproductive work behaviour: The role of job-related affect. European
Journal of Work and Organizational Psychology. 2011;20(4):467-496.

[42] Tastan S, Davoudi SMM. An empirical research on the examination of the
relationship between perceived workplace incivility and job involvement: the
moderating role of collaborative climate. International Journal of Work
Organisation and Emotion. 2015;7(1):35-62.

[43] Chirasha V, Mahapa M. An analysis of the causes and impact of deviant
behaviour in the workplace. The case of secretaries in state universities. Journal
of Emerging Trends in Economics and Management Sciences. 2012;3(5):415-
421.

[44] Balducci C, Fraccaroli F, Schaufeli WB. Workplace bullying and its relation
with work characteristics, personality, and post-traumatic stress symptoms: An
integrated model. Anxiety, Stress & Coping. 2011;24(5):499-513.

[45] Arthur JB. Do HR system characteristics affect the frequency of interpersonal
deviance in organizations? The role of team autonomy and internal labor market
practices. Industrial Relations: A Journal of Economy and Society.
2011;50(1):30-56.

[46] Hollinger RC. Acts against the workplace: Social bonding and employee
deviance. Deviant Behavior. 1986;7(1):53-75.

[47] Judge TA, Scott BA, Ilies R. Hostility, job attitudes, and workplace deviance:
test of a multilevel model. Journal of Applied Psychology. 2006;91(1):126-150.

326



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[48] Darrat M, Amyx, D, Bennett R. An investigation into the effects of work—
family conflict and job satisfaction on salesperson deviance. Journal of Personal
Selling & Sales Management. 2010;30(3):239-251.

[49] Omar F, Halim FW, Zainah H, Nasir R, Khairudin R. Stress and job
satisfaction as antecedents of workplace deviant behaviour. World Applied
Sciences Journal (Special Issue of Social and Psychological Sciences for Human
Development). 2011;12:46-51.

[50] Chernyak-Hai L, Kim SK, Tziner A. Gender Profiles of Workplace Individual
and Organizational Deviance. Revista de Psicologia del Trabajo y de las
Organizaciones. 2018;34(1):46-55.

[51] Erkutlu H. Benevolent Leadership and Interpersonal Deviant Behaviors in
Higher Education. Hacettepe University Journal of Education. 2018;33(1):107-
124.

[52] Tastan SB, Kicuk BA. UquenliQe Aykirt Calisma Davraniglarint Actklayan
Psikososyal Yapilar Olarak Isyerinde Kiskanclik Duygusu ve Strese Yonelik
Esnekligin Incelenmesi. Siileyman Demirel Universitesi Iktisadi ve Idari Bilimler
Fakdltesi Dergisi. 2019;24(1):55-79.

[53] Vardi Y. The effects of organizational and ethical climates on misconduct at
work. Journal of Business Ethics. 2001;29(4):325-337.

[54] Appelbaum SH, Deguire KJ, Lay M. The relationship of ethical climate to
deviant workplace behaviour. Corporate Governance: The International Journal
of Business in Society. 2001;5(4):43-55.

[55] Yiiksel S. The impact of perceptions of ethical work climates and
organizational justice on workplace deviance. Unpublished Doctoral
Dissertation. Ankara: Middle East Technical University; 2012.

[56] Lewin K. Field theory in social science: Selected theoretical papers by Kurt
Lewin. In Cartwright D, editor. Connecticut: Greenwood Press; 1975.

[57] Litwin GH, Stringer RA. Motivation and Organizational Climate, 3" edition.
Boston: Harvard University Press; 1974.

[58] Victor B, Cullen JB. A theory and measure of ethical climate in organizations.
Research in Corporate Social Performance and Policy. 1987;9:51-71.

[59] Victor B, Cullen JB. The organizational bases of ethical work climates.
Administrative Science Quarterly. 1988;33:101-125.

[60] Kohlberg L.. Development of moral character and moral ideology. Review of
Child Development Research. 1964;1:381-431.

[61] Kohlberg L. The psychology of moral development. San Francisco: Harper &
Row; 1984.

[62] VanSandt CV, Shepard JM, Zappe SM. An examination of the relationship
between ethical work climate and moral awareness. Journal of Business Ethics.
2006;68(4):409-432.

327



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[63] Agarwal ], & Malloy DC. (1999). Ethical work climate dimensions in a not—
for—profit organization: An empirical study. Journal of Business Ethics. 20(1):1—
14.

[64] Fritzsche DJ. Ethical climates and the ethical dimension of decision
making. Journal of Business Ethics. 2000;24(2):125-140.

[65] Cullen B, Victor B, Bronson JW. The ethical climate questionnaire: An
assessment of its development and validity. Psychological Reports.
1993;73(2):667-674.

[66] Sims RL, Keon TL. Ethical work climate as a factor in the development of
person-organization fit. Journal of Business Ethics. 1997;16(11):1095-1105.

[67] Wimbush JC, Shepard JM. Toward an understanding of ethical climate: Its
relationship to ethical behavior and supervisory influence. Journal of Business
Ethics. 1994;13(8):637-647.

[68] Verbeke W, Ouwerkerk C, Peelen E. Exploring the contextual and individual
factors on ethical decision making of salespeople. Journal of Business Ethics.
1996;15(11):1175-1187.

[69] Huang CC, You CS, Tsai MT. A multidimensional analysis of ethical climate,
job satisfaction, organizational commitment, and organizational citizenship
behaviors. Nursing Ethics. 2012;19(4):513-529.

[70] DeConinck J, DeConinck MB, Banerjee D. Outcomes of an ethical work
climate among salespeople. International Journal of Business Administration.
2013;4(4):1-21.

[71] Fu W, Deshpande SP. The impact of caring climate, job satisfaction, and

organizational commitment on job performance of employees in a China’s
insurance company. Journal of Business Ethics. 2014;124(2):339-349.

[72] Ehrhart MG, Raver JL. The effects of organizational climate and culture on
productive and counterproductive behavior. In: Schneider B, Barbera KM,
editors. The Oxford handbook of organizational climate and culture; U.K.:
Oxford University Press; 2014.

[73] Mayer DM. A review of the literature on ethical climate and culture. In:
Schneider B, Barbera KM, editors. The Oxford handbook of organizational
climate and culture. U.K.: Oxford University Press; 2014.

[74] Dinc MS, Huric A. The impact of ethical climate types on nurses’ behaviors in
Bosnia and Herzegovina. Nursing Ethics. 2017;24(8):922-935.

[75] Pagliaro S, Presti AL, Barattucci M, Giannella VA, Barreto M. On the Effects
of Ethical Climate (s) on Employees’ Behavior: A Social Identity Approach.
Frontiers in Psychology. 2018;9:1-15.

[76] Tajfel H, Turner JC. An integrative theory of inter-group conflict. In: Austin

WG, Worchel S, editors. The social psychology of inter-group relations.
Monterey CA: Brooks/Cole; 1979. p. 33-47.

328



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[77] Turner JC, Hogg M, Oakes P, Reicher S, Wetherell M. Rediscovering the social
group: A self-categorization theory. Oxford, England: Basil Blackwell; 1987.

[78] Bandura A. Perceived self-efficacy in the exercise of personal agency. Journal

of Applied Sport Psychology. 1990;2(2):128-163.

[79] Salancik GR, Pfeffer J. A social information processing approach to job
attitudes and task design. Administrative Science Quarterly. 1978;7(7):24-253.

[80] Mayer DM, Kuenzi M, Greenbaum RL. Examining the link between ethical
leadership and employee misconduct: The mediating role of ethical climate.
Journal of Business Ethics. 2010;95(1):7-16.

[81] Batnett T, Vaicys C. The moderating effect of individuals' perceptions of
ethical work climate on ethical judgments and behavioral intentions. Journal of
Business Ethics. 2000;27(4): 351-362.

[82] Cullen B, Parboteeah KP, Victor B. The effects of ethical climates on
organizational commitment: A two-study analysis. Journal of Business Ethics.
2003;46(2):127-141.

[83] Trevino LK. Ethical decision making in organizations: A person-situation
interactionist model. Academy of Management Review. 1986;11(3): 601-617.

[84] Robinson SL, O'Leary-Kelly AM. Monkey see, monkey do: The influence of
work groups on the antisocial behavior of employees. Academy of Management
Journal. 1998;41(6):658-672.

[85] Martin KD, Cullen JB. Continuities and extensions of ethical climate theory: A
meta-analytic review. Journal of Business Ethics. 2006;69(2):175-194.

[86] McClurg LA, Butler DS. Workplace theft: A proposed model and research
agenda. Southern Business Review. 2000;31(2):25-45.

[87] Peterson DK. Deviant workplace behavior and the organization's ethical
climate. Journal of Business and Psychology. 2002;17(1):47-61.

[88] Weber ], Kurke LB, Pentico DW. Why do employees steal? Assessing
differences in ethical and unethical employee behavior using ethical work
climates. Business & Society. 2003;42(3):359-380.

[89] Ekinci CE. The Relationships between Organizational Ethical Climate and
Political Behavior Perceptions of the Faculty Members. Hacettepe University
Journal of Education. 2017;32(1):1-17.

[90] Tastan SB, Gugel C. The Impact Employees' Perceived Business Ethics and
Ethical Climate on Organizational Social Capital. Turkish Journal of Business
Ethics. 2017;10(1):47-76.

[91] Barnes JN. Organizational leadership and ethical climate in Utah’s certified
public accounting profession. Unpublished Doctoral Dissertation. U.S.A.:
University of Phoenix. Available at:
https://tr.scribd.com/document/269961477 / Organizational-leadership-and-
ethical-climate-pdf; 2013.

329



Secil TASTAN | Lumen Proceedings 9 | RSACVP2019

[92] Erben GS, Gineser AB. The relationship between paternalistic leadership and
organizational commitment: Investigating the role of climate regarding ethics.
Journal of Business Ethics. 2008;82(4):955-968.

[93] Weeks WA, Loe TW, Chonko LB, Martinez CR, Wakefield K. Cognitive moral
development and the impact of perceived organizational ethical climate on the
search for sales force excellence: A cross-cultural study. Journal of Personal
Selling & Sales Management. 2006;26(2):205-217.

[94] Parboteeah KP, Chen HC, Lin YT, Chen IH, Lee AY, Chung A. Establishing
organizational ethical climates: how do managerial practices workr. Journal of
Business Ethics. 2010;97(4):599-611.

[95] Romano C. Workplace violence takes a deadly turn. Management Review.
1994;83(7):5-25.
[96] Solomon RC, Hanson KR. It's good business. New York: Atheneum; 1985.

[97] Bandura A. Influence of models' reinforcement contingencies on the
acquisition of imitative responses. Journal of Personality and Social Psychology.
1965;1(6):589-610.

[98] Gross JJ. The emerging field of emotion regulation: An integrative review.
Review of General Psychology. 1998;2(3):271-299.

[99] Tsalikis J, Fritzsche D]J. Business ethics: A literature review with a focus on
marketing ethics. Journal of Business Ethics. 1989;8(9):695-743.

[100] Somers MJ. Ethical codes of conduct and organizational context: A study of
the relationship between codes of conduct, employee behavior and
organizational values. Journal of Business Ethics. 2001;30(2):185-195.

[101] Murphy PE. Developing, communicating and promoting corporate ethics
statements: A longitudinal analysis. Journal of Business Ethics. 2005;62(2):183-
189.

[102] Gilman SC. Ethics codes and codes of conduct as tools for promoting an
cthical and professional public service: Comparative successes and lessons.
Washington DC: World Bank Press; 2005.

[103] Kott JK. The role of ethics in employee behavior. Unpublished Doctoral

Dissertation. U.S.A.: University of Tennessee at Chattanooga. Available at:
https://scholar.utc.edu/theses/43; 2012.

330


https://scholar.utc.edu/theses/43

