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Abstract 1 

 

This study aimed to analyze the impact of Ethical Working Climate and factors 

affecting overall employee’s performance such as role ambiguity, job satisfaction, 

organizational citizenship behavior, emotional exhaustion and turnover intention. 

Ethical work climate in a company is essential in building behavior. The importance 

of institutionalized ethical working climate for the employee is inevitable, and it is 

assumed that the higher the ethical climate in a company, the better the worker’s 

performance. The research conducted in Indonesian financial industry with individual 

employee as theunit analysis. There are 114 cases collected using a self-administered 

questionnaire. All instruments prepared for this research are reliable. Findings from 

this study reveal that most of the variable affect ethical working climate significantly, 

except organizational citizenship behavior.  

 

Key words: ethical working climate, role ambiguity, job satisfaction, organizational 

citizenship behavior, emotional exhaustion, turnover intention. 

 

Abstract 2 

 Purpose: The primary objective of this study is to examine the relationship between 

Ethical Working Climate on factors affecting employees affective state and 

organizational commitment.  The aim is to replicate recent findings in the literature of 

EWC with variables of Role Ambiguity, Emotional Exhaustion, Job Satisfaction, 

Turnover Intention and Organizational Citizenship Behavior. The research questions 

of this research are Does ethical work climate influence role ambiguity? Does ethical 

work climate influence job satisfaction? Does ethical work climate influence 

organizational citizenship behavior negatively? Does role ambiguity influence 

emotional exhaustion? Does emotional exhaustion influence job satisfaction? Does 

job satisfaction influence organizational citizenship behavior? Does job satisfaction 

influence turnover intention? Does organizational citizenship behavior influence 

turnover intention? 

Design/methodology/approach– The authors surveyed all professional employees 

within financial industry in Depok and Jakarta, Indonesia with self-administered 

questionnaire. 
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Findings:  Significant associations were found between Ethical Working Climate and 

Role Ambiguity; Job Satisfaction and Organizational Citizenship Behavior. Emotional 

Exhaustion is significantly influenced by Role Ambiguity, and both Job Satisfaction 

and Emotional Exhaustion are significantly affecting Turnover Intention. 

Originality/value: No prior study has documented the implication of ethical working 

climate and its relationship with OCB in Indonesia. The finding from this paper 

suggest that formally designed ethical working climate could enhance the professional 

commitment and satisfaction in the job, as well as reducing turnover intention due to 

ambiguity of ethical expectation within the company.  

Keywords: Ethical working climate, ethical working climate, role ambiguity, job 

satisfaction, organizational citizenship behavior, emotional exhaustion, turnover 

intention. 

 

Paper type: Research paper 

 

Introduction 

There is a lot of evidence that ethical working climate is beneficial in creating ethical 

behavior among employees and ethical decision making as the overall output of an 

organization. In contrary, an absence of ethical conduct in a company has been linked 

to unethical behavior (Bansal and Kandola, 200, Campbell, 2006) and lack of 

individual responsibility by employees (Bansal and Kandola, 2004). Studies in 

business ethics shows that corporate ethical culture may not only resulted in more 

ethical decision making, but also in worker’s performance, such as organizational 

commitment, job satisfaction and turnover intentions (Martin and Cullen, 2006; 

Trevin˜o et al., 1998; Victor and Cullen, 1987, 1988).  

 

Nowadays, stakeholder’s trust toward corporation is declining rapidly, as a result of 

the increase of consumer’s autonomy and general disbelief on ethical conduct of big 

corporation. Cases of big corporation with ethical lapses such as Enron and 

WorldCom emphasize the importance of ethical culture to be created and regulated by 

top management. Consumer will evaluate products and services not only based on the 

content of the product, but also on the company’s ethical image. Perception on 

company’s ethical behavior can positively impact customer purchase behavior (Sen 

and Bhattacharya, 2001). Trust from stakeholders could only be earned when an 

organization is perceived as being ethical. Therefore, ethics in corporate decision 

making has emerged as one of the most important organization management 

principles (Clegg, Kornberger and Rhodes, 2007; Denton, 2008; Fitch, 1976; Parker, 

1998; Wartick and Cochran, 1985; Zwetsloot, 2003). Formal regulation could ensure 

that ethical culture is practiced within the company. Supervisor or top management 

could change worker’s attitudes by circulating a code of ethics and clarifying ethical 

expectation. Top management can create a positive ethical climate by incorporating 

such expectations into the reward system. The output of such ethical decision will 

likely to foster trust and socially responsible ideas, which is expected to promote 

greater sense of community and stakeholder’s engagement. Organizations can further 

enhance positive ethical climate by including the following: mission statement, code 

of ethics, compliance manual, whistle-blowing system, ethical training, top 

management role modeling, and ethic as topics of employee conversations.  

 

Several previous studies analyze business ethics and its relationship with financial and 

non financial performance, mainly assumes that corporate ethics ranged from ethical 
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policy to corporate social responsibility. Those studies shows a significantly positive 

relationship between perceived ethical organizations and valuable business outcomes 

such as enhanced reputation, customer loyalty and sustainable profitability 

(Bhattacharya & Sen, 2004; Fombrun, 2005; Fulmer, 2004; Gardberg and Fombrun, 

2006; Porter& Kramer, 2002). However, there are only few studies that address the 

relationship between ethical working climate to worker’s performance, such as role 

ambiguity and turnover intention. Shafer (2008) stated that ethical climate is highly 

associated with auditor’s intention to engage in unethical behavior, but less associated 

with their ethical judgment. Managers often feel constrained and have to make 

unethical adjustments for a variety of reasons, such as stiff competition, current state 

of organizational ethical climate and their ethical perception. In addition the lack of 

effective guiding mechanism in facing complex ethical problems has become another 

important point in blurring attitude toward ethical situation (Gupta & Sulaiman, 

1996). In study of four small sized municipal governments conducted by Daly (2002), 

strong relationship between positive organizational climate and successful process is 

shown; but this research also revealed that there is less evidence to support the impact 

of ethical leadership on organizational performance (Daly, 2002). 

 

Current organizations are facing increased globalization, which will leads to the 

increasing variation of human resource personnel. Each of that worker will provide a 

unique EWC data, because of their cultural background. Ethical practice is different 

among each culture, and it is assumed that cultural inclination affects one’s ethical 

decision making (Bailey and Spicer 2007; Beekun et al. 2008; Davison et al. 2009; 

Husted and Allen 2008; Husted et al. 1996; Patel and Schaefe 2009; Ralston et al. 

2008; Robertson and Crittenden 2002; Schlegelmilch and Robertson 1995). Empirical 

research found that collectivist and individualist culture on national level have shown 

considerable differences in ethical decision making. Comparison in national level also 

support traditional view of culture and are widely used in research of typical area 

Such research has been conducted in comparing US as the individualist culture and 

China as the collectivist societies (Zhang et al. 2008). Previous study in Malaysia, a 

nation that are also strongly collectivist, found that to sustain as high performer 

company, organizations in both nonprofit and public sectors in that country often opt 

for shortcut such as doing EWC infringement and corporate irregularities, instead of 

doing continuous improvement. Emerging countries like Malaysia are also expected 

to have lower ethical perception rather than their counterparts in developed nations 

(Burns and Brady, 1996; Pettijohn, Pettijohn, and Taylor, 2008). Shigematsu, Mizoue, 

Kajisa & Yoshida (2011) stated that Malaysia does not put integrity as a concern, 

while another study in Malaysian companies shows a positive relation between ethical  

leadership and firm performance (Khademfar & Arabamiry, 2013). Indonesia is the 

perfect representative of collectivist culture. As Indonesia ranked 14 in individualist 

score, Indonesia is in the category of as one of the most collectivist countries in the 

world (Hosfstede, 1988).  It is interesting to find out how much the country differ in 

ethical working climate with previous studies in Europe where the individualist score 

higher than most Asian, including Indonesia, and how each EWC affect worker’s 

performance and satisfaction.  

 

Aim of the study 

Theoretically, this study will contribute theoretical explanation in a wider scope of 

ethical work climate. The research of ethical work climate will give us a vivid 

understanding that the concept has a multiplier effect on other concepts namely role 
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ambiguity, job satisfaction, organizational citizenship behavior, emotional exhaustion 

and job satisfaction. Moreover, this research also seeks whether job satisfaction 

influence organizational citizenship behavior and turnover intention. A key objective 

is to examine how employee responses to the perceived ethical climate in their 

organization influencing individual differences in professional commitment. Affective 

professional commitment such as role ambiguity and organizational citizenship 

behavior appears to have particular relevance as a potential moderator of the relations 

between ethical climate and outcomes such as organizational-professional conflict and 

organizational commitment. Individuals with stronger emotional attachments to their 

profession should be more likely to internalize the values and ideals of that 

profession, and consequently more sensitive to the congruence between those values 

and ideals and the perceived ethical climate in their organization. Thus, professionally 

committed employees should be more likely to respond negatively to an 

organizational climate that is inconsistent with professional values and ideals, 

experiencing increased conflict and reduced organizational commitment. In contrast, 

employees with little commitment to their profession and its values may be relatively 

indifferent to a climate that conflicts with those values. Despite the apparent influence 

of affective professional commitment on the relations among ethical climate, 

organizational-professional conflict and organizational commitment, no prior study 

has examined this influence. 

 

Literature Review 

Ethical work climate (EWC) construct is firstly introduced by Victor and Cullen in 

1987 and defined as the shared perceptions of what ethically correct behavior is and 

how ethical issues should be handled within organization. EWC is also known as the 

dominant perceptions that resulted in ethical practices and procedures from typical 

organization. There are no exact same measures of EWC for everyone, even those 

from within the same companies. Differences in individuals, work groups, 

employment history, and individual’s position may affect EWC’s perception. One 

should understand that EWC is not a normative construct for measuring how ethical a 

given organization is; rather it is developed as a descriptive indicator of the prevailing 

mode of ethical thought within an organization.  

 

Victor and Cullen (1988) stated that the ethical dimension of organizational climate is 

a multi-dimensional construct, which they term the ethical work climate. They 

developed 36 moral climate types that are based on two criteria-the ethical criterion 

and three locus of analysis. The ethical criteria are 1) egoism-maximization of self-

interest, 2) benevolence-maximization of joint interest, 3) principle-adherence to 

duties, rules, laws or standards. The locus of analysis dimension encompasses the 

impact of referent groups on individual decisions and behavior. The individual locus 

of analysis identifies sources of ethical reasoning from one’s perspective. The locus of 

analysis identifies sources of ethical reasoning at the group/company level. The 

cosmopolitan locus concerns the larger economic or social system as a whole. The 

intersection of these two dimensions-ethical criterion and locus of analysis-results in a 

nine cell typology of ethical climates in Table 1 below: 
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Table 1. Theoretical Ethical Climate Types 

Ethical Criterion Locus of Analysis 

  Individual Local Cosmopolitan 

Egoism Self-interest Company profit Efficiency 

Benevolence Friendship Team interest Social responsibility 

Principle Personal Morality 
Company rules and 

procedure 

Laws and professional 

codes 

          Source: VanSandt, Shepard, Zappe (2006). 

 

 

The table above set as the conceptual framework in referencing the ethical behavior 

within an organization. The locus of analysis of an individual ranged from the tradeoff 

between self-interest to more ethical personalities based on benevolence and principle. 

Often people are doing good deeds because of caring and compassion to someone 

they knew and doing good deeds due to principles qualify as the personal morality. 

The local locus of analysis of local and cosmopolitan started from the trade-off 

between realizing company profit and applying efficiency but both has similar ethical 

criterion, which is implementing rules and regulation to adequately support the ethical 

principles. Based on the conceptual framework, the ethical climate of the organization 

is designed as the following: caring, law and code, rule, instrumentality, and 

independence. This classification of ethical climates has been validated against 

various measures of organizational effectiveness. The descriptions that follow are 

derived from Victor and Cullen (1988). Caring is the climate type focuses on the 

benevolence ethical criterion and is based on concern for others well-being, friend as 

well as that of the stakeholder’s organization who might be affected by their ethical 

decisions. Independent entails the principle ethical criterion, that one person should 

follow their own personal moral belief. Law and Code dimension is associated with 

the principle ethical criterion where an individual or an employee needs adhere to the 

codes and regulations of their profession or another authority based on the mandate of 

some external systems such as the law, or professional codes of conduct. Similar 

principle ethical criterion set within the company is the company rules. The last, 

instrumental climate involves the egoistic criterion and is primarily based on the 

maximization of self-interest or organizational interest. Ethical climate dimensions are 

in different and hierarchical level of analysis, from the individual interest climate to 

the law and code. Table 2 below shows the ordering of ethical climate. 

 

Table 2. Ordering of Ethical Climates 

Higher level of ethical climate 

 

 

 

 

 

 

 

 

Lower level of ethical climate 

Principled cosmopolitan climate 

(Law and Code) 

Principled local climate 

(Rule) 

Benevolent local climate 

(Caring) 

Principled individual climate 

(Independence) 

Egoistic individual climate 

(Instrumentality) 

2

2

2

2

4

6
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                  Source: VanSandt et al. (2006). 

 

When employees perceive a caring climate, they believe that the organization’s 

ethical policies and practices are based on an overarching concern for organizational 

members as well as society at large. Independent climate perceptions are based on 

deeply held personal moral convictions, whereas an instrumental climate prompts 

behaviors based on self-interest even at the expense of others (Martin & Cullen, 

2006). Law and code climates are based on the belief that external codes which guide 

ethical behavior. Finally, the rule dimension relates to a principled climate governed 

by rules and regulation that guide ethical behavior. When employees perceive a rules 

climate and internalize company rules and procedures, their ethical decision making is 

likely to be guided by these rules. When employees know that their actions are guided 

by rules and procedures, they perceive an absence of conflict within them, find more 

work meaningful, and display positive attitudes and behavior in the organization.  

 

This paper aims to analyze the relationship between EWC and several variables that 

signify employee’s performance and commitment toward the company. Previous 

study conducted by Mulki, Jaramilo, and Locander (2008) focuses on the relationship 

among ethical work climate, job role, leadership, stress, and job attitude and turnover 

intention in health care companies in metropolitan country. The output from that study 

reveals three distinct explanations for the ethical climate, turnover intention, and job 

satisfaction. First, attitudinal theory suggests that individual evaluations of an object 

lead to attitudes which subsequently explain behavioral intention (Schiffman & 

Kanuk, 2004). Hence, positive evaluation of a firm’s ethical climate results in higher 

job satisfaction as job attitude and consequently lower turnover intention. Second, 

researchers have noted that leadership plays a critical role in the ethical work climate 

and turnover intention relationship (Grojean, Resick, Dickson, Smith, 2004). It is 

reported that employees who operate in ethical work situation are more likely to trust 

their supervisor or manager; are happier with their jobs and are less likely to quit. 

Third, an ethical climate provides employees with cues about behaviors that are 

appropriate in the organization, thus reducing role stress (Schwepker, 2005). A 

fundamental premise of role stress theory is that lower role stress leads to higher job 

satisfaction and lower turnover. This paper takes several variables from the previous 

model that is perceived useful in defining the relationship between EWC and 

employee’s performance, such as turnover intention and job satisfaction, emotional 

exhaustion and variable that measures organizational commitment, which is 

organizational corporate citizenship. 
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Figure1.1. The Research Model 

 

 

 

 

 

 

 

 

Table 3.Hypothesis 

Hypotheses 

H1: Ethical Working Climate  influence Role Ambiguity negatively 

H2: Ethical Working Climate influence Job Satisfaction positively 

H3: Ethical Working Climate influence Organizational Citizenship 

Behavior positively. 

H4: Role ambiguity influence emotional exhaustion positively. 

H5: Emotional exhaustion influence job satisfaction negatively. 

H6: Job Satisfaction influence organizational citizenship behavior 

positively. 

H7: Job Satisfaction influence turnover intention negatively. 

H8: Organizational citizenship behavior influence turnover intention 

negatively. 

 

Ethical working climate is hypothesized to influence role ambiguity and emotional 

exhaustion negatively. In contrary, EWC is hypothesized to influence positively 

factors such as job satisfaction, turnover intention and OCB.  

 

Role Ambiguity  

The level of ethical inclination within a person is most likely could be observed from 

is their role ambiguity. Role ambiguity is viewed as the situation where an individual 

does not have a clear direction about the expectations of his/her role in the job or 

7
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organization (Rizzo et al, 1970). It occurs when a person's tasks or authority are not 

clearly defined and the person becomes afraid to act on or take responsibility for 

anything (Jones, 2007). When the organization is lack of guidelines that help them 

deal with ethical dilemmas, they are likely to develop role ambiguity. Role ambiguity 

occurs when employees are confused about job expectations and responsibilities 

(Low, Cravens, Grant, Moncrief, 2001). Hence, the situation will leads to ambiguity 

in understanding job requirement, norms and regulation within a company.  

Job stress, decreasing job satisfaction for temporary employees are the effect of role 

ambiguity, as one does not understand his or her role, knowing that role might leads to 

unexpected tension or disappointment (Slatterya et al, 2008). Job description and job 

specification in companies nowadays already has a clear task requirement, but very 

rare or almost none of it includes guidelines on ethical conduct. After all, 

communicating ethical expectation is not often conducted in companies and the matter 

of ethical decision making often viewed as conflicting matter with company’s overall 

profit seeking motives. Individuals play multiple roles, they are adjusting they roles to 

the group to which they belong at the time, and the differences between one’s ethical 

standard with the other coworker are potential in developing role ambiguity especially 

when one’s ethical standard are different with the expected conformity with the rest of 

the coworkers.  

In organizational psychology literature, role ambiguity links to performance and 

information deficits (Kahn et al., 1964; Jackson and Schuler, 1985; Tubre and Collins, 

2000; Yun et al., 2007), decreasing individual and organizational performance 

(Burney and Widener, 2007; Chenhall and Brownell, 1988; Hamner and Tosi, 1974). 

From a motivational perspective, role ambiguity decrease performance by weakening 

the links between effort to-performance and performance-to-reward expectancies 

(Jackson and Schuler, 1985; Tubre and Collins, 2000). Schwepker and Hartline 

(2005) found that ethical work climate is negatively related to role ambiguity, 

therefore it served as the hypothesis in this paper.  

H1: Ethical working climate influences role ambiguity negatively. 

H4: Role ambiguity influences emotional exhaustion negatively. 

 

Job Satisfaction 

 Job satisfaction (JS) is an attitude reflecting how well people like or dislike 

their job. Professional standards, a caring environment, and collective good have a 

significant influence on the overall job satisfaction measure. This suggests that 

individuals who believe that employees are expected to follow the laws and ethical 

codes of their profession and company rules and regulations are more satisfied with 

their jobs. The importance of ethical implication affects customer satisfaction (Barnes 

& Powers, 2006), employees behavior (Weber, Kurke, & Pentico, 2003), 

organizational commitment (Schwepker & Hartline, 2005), goals achievement (Davis, 

2006), total quality management (Svensson & Wood, 2005), and turnover (Pettijohn, 

et al., 2008). When related to ethical work climate, a lot of finding shows mixed result 

in linking ethical working climate to job satisfaction and organizational commitment. 

Koh and Boo (2001) and Okpara & Wynn (2008) found that a significant and positive 

link between organizational ethics and job satisfaction, Ali & Al-Kazemi, (2007); 

Mohamed, Karim & Hussein (2010). However, Elkins (2007), Arifuddin (2002) and 

Uygur, (2009) found a contrasting result, that either the effect of work ethics on job 

satisfaction is weakly significant, or negative and significant.  
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In addition, work ethics may not have any influence on organizational commitment. 

Indeed there are a lot of factors influencing job satisfaction, including social, financial 

and self-related motivation. It is assumed that ethical conduct has positive effect on 

job satisfaction, in religious and spiritual context, and this phenomenon has been 

studied by many researchers and may be the underlying factors that causes mixed 

result (Mohamed et al., 2010; Yousef, 2000, Rokhman, 2010). Findings in Confucian 

work ethics among managers in Singapore, as well as the  and Protestant work ethics 

among managers in the USA concerning job satisfaction (Williams & Sandler, 1995; 

Cullen et al., 2003) also shows that work ethics influencing job satisfaction. 

Therefore, in Indonesia, where most of the employees are practicing religious affair, 

ethical working climate that is affected by religious motives may likely to influences 

job satisfaction positively.  

H2: Ethical work climate influences Job Satisfaction positively. 

H6: Job Satisfaction influence Organizational Citizenship Behavior positively. 

H7: Job Satisfaction influence turnover intention negatively. 

 

Emotional Exhaustion 

As role ambiguity increases due to unmet ethical expectation, Emotional exhaustion 

(EE) is described as a feeling of depleted energy resulted from excessive 

psychological and emotional demands on people working in helping professions 

(Jackson, Turner, Brief, 1987). Role conflict and role ambiguity are two of the most 

widely recognized sources of psychological strain (Netemeyer, Alejandro, Boles, 

2004). Employees face role conflict when they are subjected to multiple sources of 

incompatible demands. Incompatible demands result in employees spending high 

levels of effort to satisfactorily meet them. Role ambiguity results from confusion 

about job responsibilities which can make the employees feel that they are not in 

control of their job situation and feel overwhelmed by demands. Individuals 

experienced exhaustion when faced with high job demands and lower decision 

latitude thus creating a minimum control situation. In boundary spanning situations, 

employees are found to experience emotional exhaustion (Jaramilo, et al. 2006). 

Emotionally exhausted workers often feel helpless, lose self-esteem, and feel a lack of 

accomplishment (Moore, 2000). This can make them anxious about going to work and 

create a sense of frustration about their inability to display enthusiasm for their work. 

In someone who strives to follow ethical principles, repeated exposure in conflicting 

situation may leads to emotional exhaustion. In contrary, those who are not having a 

conflicting situation may not feel emotionally exhausted during work; even if he 

conforms to unethical behavior surround him. Therefore emotional exhaustion along 

with role ambiguity, serves as an indicator of gap between one’s ethical perception 

and his expectation on ethical conduct. Emotionally exhausted employees develop 

negative attitudes about customers, the organization, their job and even themselves, 

hence employee who is experiencing emotional exhaustion may likely to experience 

job dissatisfaction as well.  

H5: Emotional Exhaustion influence job satisfaction negatively. 

 

Organizational Citizenship Behavior 

Ethical behavior ranged from individual executing his or her moral principles into 

decision making, complying with organizational rules and regulation, as well as 

conforming to society’s standard. In an organization, an individual learn to behave 

ethically or unethically by associating themselves with the social environment where 

they exist Fraedrich (1993) and Hunt (1990). By utilizing this perspective, ethical 
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behavior in a company is defined as the conformity of one’s action with prescribed 

policies, values and norms. OCB is voluntary behaviors that contribute to 

organizational effectiveness (Organ, 1988), examples of OCB are helping coworkers 

in needs, voluntarily promoting the organization outside of work, working more task 

for the good cause in maintaining company’s reputation (Organ and Ryan, 1995). 

Turnipseed (2002) found that individuals who are more ethical also exhibited more 

OCB, thus OCB could be the result of ethical behavior in the workplace. It is expected 

that individual who are more ethical would exhibit greater OCB.  

 

According to Organ (1988) organizational citizenship behavior (OCB) is discretionary 

behavior on the part of individual that is believed to promote directly the effective 

functioning of an organization. OCB is believed to promote organizational goals and 

effectiveness. MacKenzie, Podsakoff, Ahearne (1998) argue that there are various 

forms of OCB including sportsmanship, civic virtue, and helping behavior, while this 

three traits is relatable to personal ethics. Sportmanship is willingness on the part of 

an individual to tolerate less than ideal circumstances without complaining. Civic 

virtue is behavior that indicates the individual responsibly participate in and is 

concerned about the life of the company such as attending meetings or functions that 

are not required but that help the company, keeping up with changes in the 

organization, taking the initiative to recommend how company operations or 

procedures can be improved). Helping behavior is another form of OCB. It is a 

composite of several types of OCB-altruism, courtesy, peacekeeping, and 

cheerleading (Organ, 1988). Altruism consists of those voluntary actions that help 

another person with a work-related problem (sharing work strategies, voluntary 

helping to orient new workers); courtesy consists of actions that help prevent work 

related problems with other; peacekeeping consists of actions that help prevent, 

resolve or mitigate unconstructive interpersonal conflict; and cheerleading is defined 

as encouraging and reinforcing coworkers’ accomplishment and professional 

development which can be considered helping behavior when individual encourages a 

co-worker who is discouraged about his or her accomplishment or professional 

development.   

 

Organizational citizenship behavior includes discretionary pro-social ethical behavior 

such as helping newcomers to the organizations, assisting co-workers on the job, not 

taking unnecessary breaks, and volunteering to do things not required by a job 

description. Ahmed and Machold (2004) proved that a strong corporate ethical 

climate is essential to support the relation contract between employee and 

organization. Members who feel bound to the organization and perceive that they 

personally benefit from the organization are more likely to do organizational 

citizenship behavior.  

H3: Ethical work climate influences OCB positively. 

H8: Organizational Citizenship Behavior influences Turnover Intention 

negatively. 

 

Turnover Intention  

Research in attitudinal psychology stated that high performing individual is less likely 

to leave the organization because their high performing levels lead to high levels of 

satisfaction and it should be related negatively to turnover intention. Job satisfaction 

and organizational commitment are strong predictors of turnover (e.g., Griffeth et al., 

2000; Lee et al., 1996; Luchak and Gellatly,2007; Tett and Meyer, 1993; Yang, 2008). 
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Typology of ethical working climate consists of instrumental, caring, independence, 

rules, and law and code ethics climates (Martin and Cullen, 2006) but in terms of 

individual employee perception, ethical working climate is a construct that assess 

worker’s perceptions through communication and policy (Jaramillo et al., 2006; 

Mulki et al., 2008; Schwepker, 20051; Weeks et al., 2006). Ethical climate sometimes 

practiced discretionary above the law, but it is linked with various positive job 

attitudes such as organizational commitment and job satisfaction (Martin and Cullen, 

2006). Empirical studies supports the positive relationship between ethical working 

climate employee outcomes (Mulki et al., 2008; Schwepker, 2005; Tsai and Huang, 

2008). Mulki et al. (2008) stated that perception in ethics climate promote ethical 

behavior among coworkers, reduces role conflict, role ambiguity, and subsequent 

emotional exhaustion, thus resulted in fewer turnover intentions. Additional research 

also supports the negative relationship between ethical climate perceptions and 

turnover intentions (Coldwell et al.,2008; Martin and Cullen, 2006; Mulki et al., 2008; 

Pettijohn et al., 2008; Tsai and Huang,2008). 

H5: Ethical working climate influences turnover intention negatively.  

H6 : Job satisfaction influences turnover intention negatively. 

 

Research Methods 

Sampling and Data Collection 

The unit analysis of this study is employees in financial industry that has been 

working for more than one year. Using purposive sampling, the data is collected in 

Jakarta and Depok, Indonesia. Both cities were selected for convenience purpose. 

There are 150 questionnaire distributed, but only 144 qualify for the next procedure. 

The rest cannot be used due to incomplete filling. After gaining approval from the 

human resources department, questionnaires will be sent to potential participants 

through the company’s internal mail system. A cover letter consists of ethical 

consideration and anonymity assurance is attached on the questionnaire.  

 

Questionnaire used in this sample has been validated in previous studies. For ethical 

climate item, we use Victor and Cullen’s ethical working climate (1988), consists of 

36 questions asking respondents about the actual climate of their organization rather 

than the climate they desired. The Job Satisfaction Questionnaire consists of 16 

questions. Developed by Cellucci and Devries (1978), this questionnaire use a 5 

points five-point Likert scale ranging from (1) strongly disagree to (5) strongly agree 

is uses, therefore a low score indicates high dissatisfaction and a high score indicates 

high satisfaction. Role Ambiguity Questionnaires are measured using 3-item scale 

(Sing, Verbeke, Rhoads, 1996). A five-point Likert scale ranging from (1) strongly 

disagree to (5) strongly agree is used. Turnover Intention Questionnaires uses a 

single-item scale developed by Spector (1985). Originally, we would like to use the 

32-item scale developed by Organ (1990) for assessing OCB, however the shorter 

version (Spector et al., 2010) uses only 10-item and are more convenient to use, 

therefore we use the 10-item questionnaire on 5 likert scale. Emotional Exhaustion 

Questionnaires is assessed with a 9-item scale (Maslach & Jackson, 1981) with 5 

point Likert scale so a low score indicates low emotional exhaustion a high score 

indicates high emotional exhaustion.  
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Data Analysis 

 Tabel 4. Respondent’s Profile 

No. Category 

Number 

Person % 

1 Sex     

  a. Female 81 71% 

  b. Male 31 27% 

  c. No Response 2 2% 

    114 100% 

2 Age     

  a. < 25 year old 38 33% 

  b. 26 - 35 year old 54 47% 

  c. 36 - 45 year old 19 17% 

  d. 46 - 55 year old 0 0% 

  e. > 56 year old 1 1% 

  No response 2 2% 

    114 100% 

3 Job Field     

  a. Finance and service 19 17% 

  b. Marketing 18 16% 

  c. Other service 55 48% 

  d. Food Processing 3 3% 

  e. Transportation and Communication 2 2% 

  f. Construction 4 4% 

  g. Electric, Gas, Water 10 9% 

  j. No Response 3 3% 

    114 100% 

 

 

Table 4. shows that female has a slightly higher number than male, and there are also 

slight variation of sample between cities, but it is maintained to be around 114 

respondent per city. Another variable that is controlled is the job field. We collect data 

other services (48.6%), and the variation on job field category as shown in Table are 

the respondent’s answer regarding they work field. Therefore if there are 4.73% 

respondent answered in marketing, it is the marketing job under a financial institution.  

 

Most of the respondent are young adults, with the highest proportion is the age range 

between 26 to 35 years old (54%) and the second highest category is the 36 to 45 

years old category (17%) and followed by the under 25 years old (33%). Age usually 

correspond to the level of position in the company, where it is known that the entry 

level is around 23 years old (bachelor degree).  

 

Ethical climate consisted of 12 indicators, however, after reviewing thoroughly, the 

indicators distributed were only 10. The indicators were considered to be redundant 
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so it would be better if it was dropped. The analysis of pilot study showed that all 

ethical climate indicators were valid, so it would be used for further analysis. All 

indicators for the measurement of emotional exhaustion were valid. Related to the 

validity test, the indicators of organizational citizenship behavior were only valid 6 

from 10 existing indicators. They were ocb1,ocb2, ocb3,ocb4, ocb5, and ocb6. The 

rest of valid indicators were used for further analysis. The interesting result showed 

that there were overlapping indicators between turn over intention and ethical work 

climate. All indicators were reformulated by using all indicator for further research. It 

was assumed that for different respondent would  create a different result. The 

indicators for role ambiguity were only 5 valid  indicators namely tfm7, tfm8, tfm9, 

tfm10, and tfm11. The interesting result was job satisfaction. The analysis showed 

that only js2 and js5 were valid. After reviewing deeper, these indicators had the 

same meaning and the same words. Further more, the indicator of js1 and js4, also 

have the same meaning and words. It was decided in the further research, only 

js1,js2, and js3 were used in the primary questionnaires. Meanwhile, Table 5 shows 

the reliability measurement. Each variable has the reliability scale as follows: ethical 

work climate-0.855; role ambiguity-0.696; emotional exhaustion-0.868; job 

satisfaction-0.623; organizational citizenship behavior-0.866; turn over intention-

0.855.  

 

 

Table 5. Reliability Measurement 

No Variable Cronbach Alpha Number of 

Indicators 

1 Ethical Work Climate 0.855 9 

2 Emotional Exhaustion 0.868 5 

3 Job Satisfaction 0.623 3 

4 Role Ambiguity 0.696 8 

5 Organizational Citizenship Behavior 0.866 6 

6 Turnover Intention 0.855 3 

 

Table 6 explains the index of goodness of fit of the research model. The 

analysis is run with the program AMOS-4. The low chi-square value with the level of 

significance less than 0.05 or 0.001shows that the true input matrix is different from 

the predicted input matrix (Hair, Anderson, Tatham, Black, 1998). The value of chi 

square in this study is too high, 29.1 and the level of significance 0.00. The value of 

goodness of fit shows that the model ability to extract empirical data is relatively 

good. This index is not the only one to determine the model whether it has goodness 

of fit or not.  

 

 

Table 6. The Value of Goodness of Fit   of Empirical Model  

 

Type 

goodness of 

fit   model 

Index 

goodness of fit 

model 

Recommended 

Value 

Result Notes 

Absolute fit 

measures 

Chi-Square 

Statistic  

 

0.000 

 

29.1 

 

Bad 

 

9

9



 14 

GFI 

 

≥ 0.90 

 

0.929 

 

Good 

 

RMSEA  

≤0.08 

 

0.167 

 

Bad 

Incremental 

fit measures 

AGFI 

 

≥ 0.90 

 

0.728 

 

Relative 

 

CFI ≥ 0.90 0.885 Relative 

Parsimonious 

fit measures 

Normed χ2 

(CMIN/DF) 

1≤ Normed χ2≤ 5 4.16 Good 

 

 

The Findings 

 

Variables are abbreviated by the first letter of each word; the top number signifies the 

mean and the standard deviation is bracketed. This is the table of means response by 

each city and by category of job. The differences position categories will give us an 

insight of how the respondent generally perceived about their ethical working climate 

and their working environment. Table 7 shows that individuals perceive that ethical 

work climate is perceived good. The role ambiguity is perceived to be high because 

they do not have clear job delegations. The feeling of emotional exhaustion is 

relatively perceived. They tend to be satisfied working in their existence position even 

though they have feel relatively exhausted. They also have good feeling of having of 

organization citizen behavior and less having tendency to turn over from the existing 

job.  

 

 

 

 

 

 

 

 

 

 

 

 

Tabe 7. Descriptive Statistics 

 N Minimum Maximum Mean Std. 

Deviation 

Ethical Work Climate 114 2.10 5.00 3.5430 .59138 

Role Ambiguity 114 1.20 4.60 3.0754 .75323 

Emotional Exhaustion 114 1.00 4.13 2.4386 .72090 

Job Satisfaction 114 1.50 5.00 3.8728 .94263 

Organization Citizen 

Behavior 
114 1.17 5.00 3.5760 .85507 

Turnover Intention 114 1.00 5.00 2.7982 1.21416 

      

19
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Correlation Analysis 

 

Table 8 shows that the correlation  analysis between variables shows that none of the 

variables have a strong correlation as the highest correlation is between ethical work 

climate and organization citizenship behavior (0.645). The sign are all as expected to 

be; Role Ambiguity, Emotional Exhaustion and Turnover Intention are variables that 

hypothesized to have negative relationship with ethical working climate. This is 

consistent with previous study as organizational commitment variables such as job 

satisfaction and OCB shows a positive relationship with EWC.  

 

Table 8. Correlation Analysis 

 

 

Correlation EWC RA EH JS TI OCB 

EWC 1.000 -0.258 -0.270 0.348 -0.406 0.044 

        

RA -0.258 1.000 0.280 -0.188 0.383 0.146 

       

EH -0.270 0.481 1.000 -0.417 0.535 -.0.08 

       

JS 0.348 -0.188 -0.417 1.000 -0.162 -0.023 

       

TI -0.406 0.383 0.535 -0.162 1.000 0.176 

       

OCB 0.645 0.122 0.399 0.811 0.060 1.000 

       

 

 

Regression Analysis 

 

The raw AMOS result displays the unstandardized and standardized regression 

coefficients. Each unstandardized regression coefficient shows the amount of change 

in the dependent variable and the mediating variable for each one unit change in the 

variable predicting it. Standardized estimates show the relative contributions of each 

predictor variable to each outcome variable. In this paper, the standardized and 

unstandardized coefficient is identical because the units are derived from survey 

measurement items and all are measured using 5 Likert scale. Huge discrepancies 

between the unstandardized and the standardized model often occur when the 

variables are measured differently. Critical Ratio (abbreviated as C.R) in the table 

above is the result of estimates (β) divided with Standard Error. The endogenous 

variable are role ambiguity, job satisfaction, turnover intention and organizational 

citizenship behavior, and the exogenous variables are ethical working climate. AMOS 

result shows total variables as below. The regression result is summarized in Table 9 

below. 

 

24
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Table 9. Regression Analysis 

 

 Estimate Standar Error Critical 

Ratio 

H1: Ethical work climate influences 

role ambiguity negatively. 

-0.769 0.156 -4.942 

H2: Ethical work climate influences 

job satisfaction positively. 

0.113 0.104 1.088 

H3: Ethical work climate influences 

organizational citizenship behavior 

positively. 

0.033 0.156 0.212 

H4: Role ambiguity influences 

emotional exhaustion positively.  

-0.690 0.120 -5.746 

H5: Emotional exhaustion influences 

job satisfaction negatively. 

-0.807 0.112 -7.214 

H6: Job satisfaction influences 

organizational citizenship behavior 

positively. 

-0.062 0.168 -0.371 

H7: Job satisfaction influences 

turnover intention negatively. 

-0.743 0.117 -6.324 

H8: Organizational citizenship 

behavior influences turnover 

intention negatively. 

 

0.199 0.094 2.137 

 

 

 

Discussion 

 

Findings in this research support all of the hypotheses, except for the relationship 

between Job Satisfaction and OCB. All of presumed sign of negative and positive 

relationship is supported by the result. Variables of organizational concepts  such as 

OCB and JS show weakly positive relationship with ethical working climate.  

 

Table 10. Summary of Hypotheses Results 

 

Hypotheses Result 

H1: Ethical work climate to role ambiguity 

negatively. 

Negative, significant 

H2: Ethical work climate influence job 

satisfaction positively. 

Positive, insignificant 

H3: Ethical work climate influence 

organizational citizenship behavior positively. 

Positive, insignificant 

H4: Role ambiguity influence emotional 

exhaustion positively. 

Negative, Significant 

H5: Emotional exhaustion influence job 

satisfaction negatively.  

Negative, 

Strongly Significant 

H6: Job satisfaction influence organizational Negative,  
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citizenship behavior positively.  Weakly insignificant 

H7: Job satisfaction influence turnover 

intention negatively. 

Negative, strongly 

significant 

H8: Organizational citizenship behavior 

influence turnover intention negatively.  

Positive, weakly significant 

 

 

The relationship of EWC to RA concludes that better perception of ethical working 

climate influence role ambiguity in employee’s perception negatively. It is assumed 

that the higher the score in ethical working climate item, the lower also the score in 

role ambiguity. In role ambiguity item, respondent were given statement as such: “I 

feel secure about how much authority I have” and “Clear, planned goals and 

objectives exist for my job”, therefore the higher the score means that less ambiguous 

their job. Since none of the questionnaire item is reversed, prior treatment must be 

conducted to present the variable RA. For example, in the statement of “I feel secure 

about how much authority I have”, the higher the score (5) indicates lower ambiguity, 

hence it is converted to score 1, and the contrary.  The result shows that the higher the 

EWC, the lower the RA. It defines that the better the perception of their company’s 

ethical working climate, the less ambiguous they feel about their role and 

responsibility in the workplace. This result support previous studies, especially by 

Schwepker and Hartline (2005). Moreover, when individuals perceived the working 

climate is ethical, they have less role ambiguity. They feel there is supporting 

guidance and they understand what they are going to do in accomplishing the task.  

 

Role ambiguity shows a positive and significant relationship with emotional 

exhaustion. Statement such as “I feel emotionally drained by my work”, “I feel used 

up at the end of the day” and “I feel fatigued when I have to get up in the morning to 

face another day on the job” is measured using 5 Likert scale, and respondents who 

score high are those who are emotionally exhausted by the job. After reversing the 

scale meaning for role ambiguity, it is expected that more ambiguous they feel about 

their job, the higher they score in emotional exhaustion. The role ambiguity makes 

individual in a high tense, they are upset in accomplishing their task, consequently, 

they will have emotional instability.  

The more someone is emotionally exhausted, the more they will be dissatisfied with 

their job. The hypothesis in this paper stated that emotional exhaustion influence job 

satisfaction negatively, hence the result strongly support the hypothesis. When 

individuals have emotional instability, it means they are not happy with their jobs. 

They feel uneasy to accomplish the job and they are reluctant to perform better.  

 

 

“I would rather be doing another job”, “My job is interesting” and “I get little sense 

of accomplishment from doing my job” is three item used in this paper to measure Job 

Satisfaction. This construct has been reduced from 6 items to 3 items due to reliability 

problem. Both item 1 and 3 are reversed item.  

 

Finding from this paper suggests that the more they perceived their workplace as an 

ethical institution, the more they will feel satisfied with their job. This statement 

contributed to previous study about the relationship between ethical conduct or ethical 

image of a company, and how the worker perceived about their satisfaction. Mixed 

results were often found in previous literature, and religion or spirituality contributes 

13
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as the mediating factor for the relationship between EWC and Job Satisfaction (Koh 

and Boo, 2001 and Okpara & Wynn, 2008). It is more likely that those who are aware 

and involved in an ethical conduct and they are religious, are more satisfied with their 

job. Those are more satisfied because they are working in an ethical company, are 

those who are religious or spiritually awakened. Most of Indonesian are practicing 

religious affair, but not using religion as their base of decision making activities, 

therefore it could be the rationale for the weak relationship between EWC and job 

satisfaction. But in this study, ethical work climate influences job satisfaction, but it is 

not significant. There are other variables or factors influencing individuals to be 

happy with their jobs. They might be human resources practices such as providing an 

opportunity to grow their career in the future, remuneration, other benefits or 

leadership and co-worker.  

 

Findings about job satisfaction and OCB are not supporting the hypothesis previously 

written in this paper. It is assumed that the higher the score in job satisfaction, the 

higher the discreet organizational commitment. However, the finding shows a 

contradictory result. It implies that the more satisfied the respondent, the lower the 

score for OCB, hence not everyone who is satisfied with the job is more committed to 

the company. The explanation for this phenomenon is may come from bias in social 

desirability. While we may reduce the effect of this bias in presenting other variables, 

but the small item of Job Satisfaction may reflect it. Efforts has been done in reducing 

this bias by presenting OCB as another indicator for ethical working climate, but the 

negative relationship between job satisfaction and OCB shows that job satisfaction 

variable may not be enough in capturing the tendency to bias responses to ethically 

sensitive issues. Furthermore, the data in this study show that most of respondent were 

26-35 years old. These data show that many of them prefer moving to another 

company. They love their jobs but do not love their company. They tend to show their 

professionalism for their own career without having a devotion to their company.  

 

This study’s output stated that job satisfaction influences turnover intention 

negatively. Items in turnover intention such as “I often think about quitting this 

organization”, “I would likely search for a position with another employer” and “It is 

likely that I will leave the organization in the next year” shows that the higher the 

score of turnover intention, the higher their tendency to leave the company. Naturally 

those who are satisfied with the company will not think of leaving, hence the 

relationship between job satisfaction and turnover intention is negative and 

significant.  

 

 

Limitation and Future Research 

 

The data in this paper are collected from financial industry, as ethical dilemma often 

faced by employees in this field. In the future, it will be interesting to see ethical 

working climate is analyzed across industry category, in order to see the impact of 

industry design to worker’s perception of Ethical workplace and how it will influence 

the affective organizational responses of each employee. To compare ethical climate 

perception across multiple firm would give an interesting variation on industry level, 

and one could also presumed that each of company’s culture will contribute to the 

variety of worker’s score in EWC.  

 

16
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Future research should be done in national level as it is assumed that national culture 

often influences worker’s perception on ethical behavior. Parboteeahet al.(2005) 

conducted cross country analysis using US based firms and Japanese based firms in 

order to analyze the impact of different national culture in order to find the suitable 

ethical criterion (benevolent/local, benevolent/cosmopolitan, and 

principled/cosmopolitan climates).   

 

Findings in this study should be interpreted with caution, due to some limitation. The 

empirical results are not causal, and the findings is only limited for 114 respondent of 

young worker in Jakarta and Depok, with relatively young position in the company. 

Future research should account for larger sample size.  

 

 

 

 

 



 20 

REFERENCES 

 

 

 

Ahmed, P.K., & Machold, S. 2004. The quality of ethics connection: Toward virtuous 

organizations. Total Quality Management, 15: 527-545.  

 

Celluci, A.J., & DeVries, D.L. 1978. Measuring managerial satisfaction: A manual for 

the MJSQ. Technical Report II, Center for Creative Leadership. 

 

Grojean, M.W., Resick, C.J., & Dickson, M.W., & Smith, D.B. 2004. Leaders, values, 

and organizational climate: Examining leadership strategies for establishing 

and organizational climate regarding ethics. Journal of Business Ethics, 55: 

223-241.  

 

Hair, J.F., Black,W.C., Babin, B.J., and Anderson, R.E. 2010. Multivariate Data 

Analysis: A Global Analysis (Upper Saddle River-New Jersey: Pearson).  

 

Jackson, S.E., Turner, J.A., & Brief, A.P. 1987. Correlates of burnout among public 

service lawyers. Journal of Occupational Behavior, 8: 339-349. 

 

Jaramillo, F., Mulki, J.P., & Solomon, P. 2006. The role of ethical climate on 

salesperson’s role stress, job attitudes, turnover intention, and job 

performance. Journal of Personal Selling & Sales Management, 26: 271-282.  

 

Jaramillo, F., Mulki, J.P., & Locander, 2006. The role of time wasted in sales force 

attitudes and intention to quit. International Journal of Bank Marketing, 21: 

24-36.  

 

Koh, H.C., & Boo, E.H.Y. 2001. The link between organizational ethics and job 

satisfaction. A study of managers in Singapore. Journal of Business Ethics, 

29: 309-324.  

 

 

MacKenzie, S.B., Podsakoff, P.M., & Ahearne, M. 1998. Some possible antecedents 

and consequences of in-role and extra role salesperson performance. Journal 

of Marketing, 62: 87-98. 

 

Martin, K.D., & Cullen, J.B. 2006. Continuities and extensions of ethical climate 

theory: A meta analytic review. Journal of Business Ethics, 69: 175-194.  

 

Maslach, C., & Jackson, S.E. 1981. The measurement of experienced burnout. 

Journal of Occupational Behavior, 2: 99-113.  

 

 

Moore, J.E. 2000. Why is this happening? A causal attribution approach to work 

exhaustion consequences. Academy of Management Review, 25: 335-349. 

 



 21 

Mulki, J.P., Jaramillo, J.F., & Locander, W.B. 2008. Effect of ethical climate on 

turnover intention: Linking attitudinal and stress theory. Journal of Business 

Ethics, 78: 559-574.  

 

Netemeyer, R., Alejandro, B.T., Boles, J.S. 2004. A cross national model of job 

related outcomes of work role and family role variables: A retail sales 

context. Journal of Academy of Marketing Science, 32: 49-60.  

 

Organ, D.W. 1990. The motivational basis of organizational citizenship behavior. 

Research in Organizational Behavior, 12: 43-72.  

 

Schiffman, L.G., & Kanuk, L.L. 2004. Consumer Behavior. New Jersey: Prentice-

Hall, Inc. 

 

Schwepker, C.H.J. 2005. Ethical climate’s relationship to job satisfaction, 

organizational commitment, and turnover in the sales force. Journal of 

Business Research, 54: 39-52.  

 

Schwepker, C.H.J., & Hartline, M.D. 2005. Managing the ethical climate of customer 

contact service employees. Journal of Service Research, 7: 377-397. 

 

Singh, J., Verbeke, W., & Rhoads, G.K. 1996. Do organizational practice matter in 

role stress process? A study of direct and moderating effects for marketing 

oriented boundary spanners. Journal of Marketing, 60: 69-86.  

 

Spector, P.E. 1985. Interactive effects of perceived control and job stressors on 

affective  

 

Spector, P. E., Bauer, J. A., & Fox, S. (2010). Measurement artifacts in the assessment 

of counterproductive work behavior and organizational citizenship behavior: 

Do we know what we think we know? Journal of Applied Psychology, 95(4), 

781-790. doi: http://dx.doi.org/10.1037/a0019477 

 

Tsai, M.T., & Huang, C.C. 2008. The relationship among ethical climate types, facets 

of job satisfaction, and the three components of organizational commitment: 

A study of nurses in Taiwan. Journal of Business Ethics, 80: 565-581.  

 

VanSandt, C.V., Shepard, J.M., & Zappe, S.M. 2006. An examination of the 

relationship between ethical work climate and moral awareness. Journal of 

Business Ethics, 68: 409-432.  

 

Victor, B., & Cullen, J.B. 1988. The organizational bases of ethical work climates. 

Administrative Science Quarterly, 33: 101-125.  

 

 



oid:26269:21473816Similarity Report ID: 

24% Overall Similarity
Top sources found in the following databases:

24% Internet database 5% Publications database

0% Submitted Works database

TOP SOURCES

The sources with the highest number of matches within the submission. Overlapping sources will not be
displayed.

1
link.springer.com 4%
Internet

2
indusedu.org 2%
Internet

3
journals.sagepub.com 2%
Internet

4
emeraldinsight.com 2%
Internet

5
docplayer.net 2%
Internet

6
acervo-digital.espm.br 2%
Internet

7
ccsenet.org 2%
Internet

8
springerlink.com 1%
Internet

9
abacademies.org <1%
Internet

Sources overview

https://link.springer.com/content/pdf/10.1007/s10551-007-9368-6.pdf
http://www.indusedu.org/pdfs/IJRMEC/IJRMEC_952_81138.pdf
https://journals.sagepub.com/doi/10.1177/002224299806200306
http://www.emeraldinsight.com/doi/full/10.1108/09513571311303747
http://docplayer.net/41377971-Ethical-work-climate-and-firm-performance.html
https://acervo-digital.espm.br/clipping/20080408/matching_ethical_work_climate_to_in-1.pdf
http://www.ccsenet.org/journal/index.php/ibr/article/download/11089/10577
http://www.springerlink.com/content/a066lq23g28353x6/fulltext.pdf
https://www.abacademies.org/articles/the-influence-of-credibility-and-voluntariness-toward-technological-use-behaviour-entrepreneurial-potential-model-approach-8089.html


oid:26269:21473816Similarity Report ID: 

10
globalbizresearch.org <1%
Internet

11
scholar.lib.vt.edu <1%
Internet

12
questia.com <1%
Internet

13
archive.org <1%
Internet

14
lrd.yahooapis.com <1%
Internet

15
ijbhtnet.com <1%
Internet

16
sc308a9619ea3ece0.jimcontent.com <1%
Internet

17
repository.ju.edu.et <1%
Internet

18
sbp-journal.com <1%
Internet

19
Usep Suteja, Dyah Sugandini, Yuni Istanto. "Attractiveness, Motivation, ... <1%
Publication

20
etd.fcla.edu <1%
Internet

21
commons.ln.edu.hk <1%
Internet

Sources overview

http://www.globalbizresearch.org/files/klm-606_ijraob_meral-erdirencelebi_ahmet-tayfur-akcan-409411.pdf
http://scholar.lib.vt.edu/theses/available/etd-08292001-171322/unrestricted/DISSERTATION2_single.pdf
https://www.questia.com/library/journal/1P3-2727830691/developing-an-ethical-organization-exploring-the
http://archive.org/stream/professionalself00thom/professionalself00thom_djvu.txt
http://lrd.yahooapis.com/_ylc=X3oDMTVncTk4bGdxBF9TAzIwMjMxNTI3MDIEYXBwaWQDTHJlazRUTFYzNEdRVjYwVDFRYVlHeC5xMDYuMHVja2pJb3dfYzJFV3NGejhWZzVHX2xkQjRPX1YweDZPdVNOME9zVjg2a0I2BGNsaWVudANib3NzBHNlcnZpY2UDQk9TUwRzbGsDdGl0bGUEc3JjcHZpZANieUVBRWtnZUF1MjBKZkR5SGM0MVlMaHRKbS5UVGt2WlFQY0FEQTdm/SIG=11opvtqj8/**http%3A//www.allbusiness.com/management/818654-1.html
http://www.ijbhtnet.com/journals/Vol_2_No_2_March_2012/10.pdf
https://sc308a9619ea3ece0.jimcontent.com/download/version/1515749163/module/14727007122/name/160519%20SP%20RS%20001%20Maier%20Christopher.pdf
https://repository.ju.edu.et/bitstream/handle/123456789/1140/Muktar%27s%20final%20research%20thesis%20.pdf?isAllowed=y&sequence=1
https://www.sbp-journal.com/index.php/sbp/article/view/2273
http://proceeding.rsfpress.com/index.php/ebs/article/view/48
http://etd.fcla.edu/CF/CFE0000918/Arnaud_Anke_200605_PhD.pdf
http://commons.ln.edu.hk/sw_master/117


oid:26269:21473816Similarity Report ID: 

22
etd.uwc.ac.za <1%
Internet

23
pdffox.com <1%
Internet

24
ibimapublishing.com <1%
Internet

25
sk.sagepub.com <1%
Internet

Sources overview

https://etd.uwc.ac.za/bitstream/handle/11394/2556/Diamond_MADMIN_2010.pdf?se=
https://pdffox.com/ethical-climates-relationship-to-job-satisfaction-organisational-commitment-and-turnover-pdf-free.html
http://www.ibimapublishing.com/journals/JOOIM/2011/457377/457377.html
http://sk.sagepub.com/books/organizational-citizenship-behavior


oid:26269:21473816Similarity Report ID: 

Excluded from Similarity Report

Crossref database Crossref Posted Content database

Bibliographic material Small Matches (Less then 14 words)

Manually excluded sources

EXCLUDED SOURCES

paramadina on 2022-08-26
Submitted works

99%

paramadina on 2022-08-26
Submitted works

99%

paramadina on 2022-08-26
Submitted works

99%

paramadina on 2022-08-26
Submitted works

99%

iinmayasari.files.wordpress.com
Internet

8%

mafiadoc.com
Internet

6%

moam.info
Internet

4%

zombiedoc.com
Internet

4%

irep.iium.edu.my
Internet

4%

Excluded from Similarity Report

http://iinmayasari.files.wordpress.com/2010/01/the-institutionalization-of-corporate-ethical-code.pdf
https://mafiadoc.com/conference-proceedings_597bfe451723ddb08ee60183.html
https://moam.info/conference-proceedings_59a75c391723dd0d405923d1.html
https://zombiedoc.com/book-of-conference-proceedings.html
http://irep.iium.edu.my/40412/1/GCBSS_proceeding_2014.pdf


oid:26269:21473816Similarity Report ID: 

paramadina on 2022-05-12
Submitted works

2%

Excluded from Similarity Report


