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Abstract

Business ethics is considered significant to tlganization success and essential for their sunaudl growth.
The ethical work climate reflects and defines thigics of the organization, which can be incorpataiteo
employees’ identity through organizational idewtfion. Therefore, the aim of this study is to iifgnthe
impact of perceived ethical work climate upon oifgational identification in the Jordanian cellular
telecommunications companies. The sample of stodyposed of (182) employee from the target compaines
order to achieve the study objectives, the researdbsigned a questionnaire consisting of (31)graph to
collect the required data from the study samplee Thultiple regression analysis was used to tedfirg
hypothesis. Empirical results found that the law aade, independent, rules, and caring as dimesisibathical
work climate has a positive impact on organizatiethentification, while instrumental climate as ianeénsion of
ethical work climate has a negative impact on ogional identification. Based on these empirieults the
study recommending that the companies should fdaugely on the caring, law and codes, rules, and
independence as dimensions of ethical climate deroto increase the employees’ organizational iflestion
and make these climates the dominant ethical wiimkate. On the other hand, the companies shouldnnize
the instrumental climate because it decreasesrggaizational identification of employees.

Keywords: Business Ethics, Organizational Ethical Climatggadizational Identification.

1. Introduction

Business ethics has emerged as a significant tofgociety in the past decade and it is considemgartant to
business success in the long term (Van Aswegen gelbnecht, 2009) and essential for organizatiowigsat
and growth. Through business ethics commitmenmizgitions can enhance and improve their reputatiod
image, and win the trust of society, which in tuefiected into a competitive advantage. In addijtiomsiness
ethics playing a significant role in increasing #féectiveness of the organization by reducing ¢berupted
behaviors and ensuring that the decisions takeorisistent with the organizational goals and irstesrethereby
establishing ethical work climate is inevitable &rorganizations (DeConinck, 2011). According¥ictor and
Cullen, 1987; Jones, 2007; McDonald, 2009) the cathclimate reflects and defines the ethics of an
organization, and it is the shared perceptions dfatwethically correct behavior is and how ethical
matters/dilemmas should be treated and addressed.

In business environment, Studies of the ethicat&ie have shown that work climates can be an irapbfactor

in forming the attitudes and behaviors of employésdsllinger and Clark, 1983). Results of these msid
proposed a connection between an organizationisakttlimate and the attitude and behavior of eypds
(Cullen, Victor, and Stephens, 1989). Many schofatmd that ethical climate have a positive impatjob
satisfaction (Koh and Boo, 2001; Tsai and Huan®82&Ici and Alpkan, 200®ark, Chevalier, and Ali, 2012;
Wang and Hsieh, 2012) and organizational commitn{€uilen, Parboteeah, and Victor, 2003; Martin and
Cullen, 2006; Okpara and Wynn, 2008) which leadswer turnover intention (Mulki, Jaramillo, and ¢ander,
2006; Schwepker 1999; Valentine and Barnett, 26@8)better job performance (Weeks et al., 2004).

The prior studies of ethical climate largely foatisen the relationship between the types of ethittalate and
job satisfaction and organizational commitment aedlected many important variables like organizetio
identification.

Organizational identification defined as perceivatkeness with an organization and the experiencthef
organization’s successes and failures as one’s(Mael and Ashforth, 1992), and it is playing an ortant role
in displaying the integration of employees with trganizational values and goals (Miller et al.Q@0

By reviewing the literature, very few studies haw@amined the relationship between ethical work aterand
organizational identification, and most of themused on the organizational identification of sategpe. Thus,
it seems there is a lack of research and studieghenrelationship between ethical work climate and
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organizational identification. As a result, the pase of this study is to contribute in expand andcé the
literature by empirically testing the impact of peived ethical work climate on organizational idiécdtion for
the employees of Jordanian cellular telecommuricatompanies in order to answer the study questibat is
the impact of ethical work climate upon organizasibidentification?.

2. Literature review

2.1 Ethical Work Climate

Ethical climate considered as a type of organimaficclimate, which includes a set of prescriptiVienates
reflecting organizational practices, policies, amdcedures with moral consequences (Cullen, Pagbhbteand
Victor, 2003; Martin and Cullen, 2006). According Yictor and Cullen (1987, 1988) ethical climatean
organization refers to a perception of what etlhjoabrrect behavior is and how ethical issues shdna treated
and addressed. And they defined it as the domigaberceptions of ideal organizational procedured an
practices that have ethical content or those asmdatork climate that identify what constitutebieal behavior

at workplace. Based upon three main categorieiddgophy (egoism, benevolence, and principle), dmnde
loci of analysis (cosmopolitan, local, and indivadluVictor and Cullen (1987, 1988) suggested nittacal
climate types, which includes: company rules andcedures; laws and professional codes; self-irtteres
company profit; efficiency; friendship; team intstesocial responsibility; and personal morality.

In order to assessment and investigation empiyich# existence of these nine ethical climate typéstor and
Cullen (1987) developed the ethical climate quesitre (ECQ). Through a multiple of survey studithey
validated the existence of some, but not all ofshggested climate types (Victor and Cullen, 19888; Cullen
and Bronson, 1993). The empirical studies found fha types of ethical climate originate from tinine
theoretical climate types and include several tcanalysis occur most often (Martin and Cullenp&0Tsai
and Huang, 2008; Bulutlar and Oz, 2009): law ande¢dndependence, rules, caring, and instrumentase
five types are adopted in this study for measutimegperceived ethical work climate.

2.1.1 Law and Code

Law and code climate is related with the principdastruct and the cosmopolitan locus of analysiema law
and code climate is dominant in the organizationpleyees are expected to abide to the codes andatiogns

of their profession or another authority (Wimbusid &hepard, 1994; Wimbush, Shepard, and Markha&vd9
b; Martin and Cullen, 2006). Consequently, it ipested that in a law and code climate, employeéswimore

motivated to comply with existing codes of condwaatd decision-making is based on external codds asithe
law, or professional codes of conduct.

2.1.2 Independence

Independence climate is related with the princiastruct and the individual locus of analysis. éding to
(Wimbush and Shepard, 1994; Wimbush, Shepard, amdkidm, 1997a, b; Martin and Cullen, 2006)
independence climate is essentially based uporop&rsnorality and the person’s deeply held valwembake
ethical decisions. This climate highlights persomalral beliefs with minimal regard for externallirdnces. In
independence climate ethical behavior will be enaged and raised (Wimbush, Shepard, and Markham,
1997a), because it reflects the highest post-cdioreal form in a cognitive moral development franoeky
thus, individuals’ actions will be based upon pifies of ethics and utilitarianism (Ambrose, Arnawhd
Schminke, 2008).

2.1.3 Rules

Rules climate is related with the principle constrand the local locus of analysis. In this climateanizational
rules and policies are strictly followed by emplegg(Wimbush and Shepard, 1994; Wimbush, Shepard, an
Markham, 1997a, b; Martin and Cullen, 2006). In ifdd, organizational decisions are perceived asgoe
guided by a strong and pervasive group of localdseds or rules, like codes of conduct (Liu, Fepand Ng,
2004; Appelbaum, Deguire, and Lay, 2005; Aquino Bedker, 2005; Martin and Cullen, 2006). When tise

of a climate is dominant, then the differentiatibetween right or wrong behavior is made in terms of
organizational rules.

2.1.4 Caring

Caring climate is related with the benevolence tans and the individual and local loci of analydis this
climate, individuals have a sincere interest inheaiher's well-being (Wimbush and Shepard, 1994m¥lish,
Shepard, and Markham, 1997a, b; Parboteeah €204l5; Martin and Cullen, 2006) as well as that thfecs
within and outside of the organization who mightafiected by their ethical decisions.
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2.1.5 Instrumental

Instrumental climate is related with the egoismstarct and the individual and local loci of anaysthis
climate is mainly based upon the maximization dfis¢erest. In instrumental climate Individualsliege that
decisions are made that serve the organizatiotésasts or provide personal benefits. When this tyfpclimate
is dominant, most likely employees will not be net&ted about the results of their behavior for thevell-
being. Diverse studies and researches like (Cutanhoteeah, and Victor, 2003; Erondu, Sharland ,Gkpara,
2004) shown that instrumental climate is the Ipasterred.

2.2 Organizational Identification

The roots of organizational identification concepter to the social identity theory (Tajfel 1978ajfEl and
Turner 1979; Turner 1982). The introduction of sbédentity theory by Tajfel in 1970 changed thetmoel
social psychologists studied the relations andraatéon between individuals and the organizatioms$ groups
they belong to (Van Knippenberg and Hogg, 2001)iv@e from social identity theory (Tajfel and Turne
1985; Ashforth and Mael, 1989; Kramer, 1991) anif-c®egorization theory (Haslam and Ellemers, 2005
organizational identification defined as a cogmitrelationship between the definition of an orgation and the
definition a person applies to him or herself (DottDukerich, and Harquail, 1994). While (Mael akshforth,
1992) defined organizational identification as ecpa&ved oneness with an organization and the esmpeei of the
organization’s successes and failures as one’s anah,it is the most frequently cited definition. odeding to
(Johnson, Johnson, and Heimberg, 1999; Van Knipgrentand Van Leeuwen, 2001) organizational
identification can be defined as the process ofrivédl and external persuasion by which membersnof a
organization incorporate key organizational ide@s itheir identity. Ashforth and Mael (1989) anduRseau
(1998) proposed that organizational identificaticn a cognitive judgment relating to the fit between
organizational and individual values and is esséiytidevoid of any evaluative component. Accorditngy
(Ashforth, Harrison, and Corley, 2008) organizatibidentification is the extent to which employedasth
cognitively and emotionally identifies with his dwer organization and ranges from primarily a cadgait
awareness of membership with the organization tterfiaffective connection including values and goal
congruence. In addition, they suggested that orgdional identification is at the core of why pempbin
organizations and why they voluntarily leave, whegy approach their work the way they do and why the
interact with others the way they do during thatrkvdRiketta (2005) developed a composite descriptid
organizational identification covering two of thadic social identity theory elements when he wtbtg the
many definitions imply that the organizational me&mhbas linked his or her organizational membershipis or
her self-concept, either cognitively (e.g., feelmgart of the organization; internalizing orgatizaal values),
emotionally (pride in membership), or both.

Many studies found that organizational identifioathas a supportive and positive impact on thectffeness of

the organization and employee’s performance andrizgtional citizenship behavior (Dukerich, Goldand
Shortell, 2002; Kreiner and Ashforth, 2004) andsitplays an important role in raising the job datison,
commitment, motivation, and physical well-being erhployees (Mael and Ashforth, 1992; Van Dick and
Wagner, 2002). Moreover, organizational identificat encourage employees to make decisions that are
consistent with organizational objectives (Smidslyn, and Van Riel, 2001) and it is negativelyatedl to
turnover intentions (Van Knippenberg and Van Sch0; Kreiner and Ashforth, 2004).

Compared to other variables used to measure datitof work behavior, such as organizational comenit
and job satisfaction, organizational identificatioas not received as much attention in the exitmature as it
has often been treated as the same concept aszatiamal commitment (Ashforth and Mael, 1989; Rike
2005) despite the distinction between the both eph@Vael and Tetrick, 1992)One of the key differences
between organizational commitment and organizatiddantification is that organizational identifioan
grounded in social identity theory and relatesht® follower’'s perception of oneness or belongingnesthe
organization.

2.3The relationship between work ethical climate arghoizational identification

Through reviewing the literature there are onlyrfetudies have examined and investigated the oelstip
between organizational ethical climate and orgditiral identification (DeConinck, 2011; Oncer anddiz,
2012; Briggs, Jaramillo, and Weeks, 2012; DeConibekConinck B and Banerjee, 2013). DeConinck (2041)
his study examined how an ethical work climateuefices organizational identification and superyidaust,
which indirectly affects turnover among salespeptfie study results found that there is a positalationship
between ethical work climate and organizationahidieation. Oncer and Yildiz (2012) applying thaitudy on
a sample of employees of leading multinational iasoe company in turkey, the results shown thataith
climate have significant positive relations witlganizational identification; also, the results shavat ethical
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climate has a significant moderating role on thkatienship between perceived corporate reputatind a
organizational identification. Briggs, JaramillondaWeeks (2012) by using a sample of salespeoplian
television broadcasting industry conducted thaidgtto explore the relationship between ethicahate and
organizational identification. They found that angaational ethical climate have a positive relasioip with
employees’ organizational identification, and spéple will have a more positive attitude toward th
organization when they perceive it emphasizes leijtical values. DeConinck, DeConinck B and Banerjee
(2013) in their study also used a sample of satgspefound that ethical work climate influencetespersons
level to which they identify with their organizatis vision and goals. In addition, Ethical worknaéite also was
related to turnover intentions, but only relateduimover indirectly through organizational ideiuttion.

3.Study Hypothesis
The study mainly aimed at exploring the impact argeived ethical work climate on organizational
identification. Therefore, the main hypothesis is:

HO: There is no impact with statistical significat@ < 0.05) of perceived ethical work climate (law arudie,
independence, rules, caring, and instrumental)rgardzational identification.

4.Methodology

The study adopted the descriptive and field anedjtimethodology. In the descriptive methodologye th
literature related to the study topic was reviewedrder to building the theoretical framework bétstudy and
developing the questionnaire. In the field anabjtimethodology, a field survey was conducted ineortb
gathering the data required through the questioendistributed, and the statistical techniques wesed to
analyze the collected data.

4.2 Study Population and Sample

The study population consisted of all Jordaniatutal telecommunications companies, which amouht T8e
size of the study sample was (182) employee froffierdint levels and working in the headquartershefse
companies and its branches in Amman city, and ti@sybeen chosen on a random basis. Table (1) psebken
characteristics of study sample in terms of theindgr, years of experience in the company, andlyfitizeir
age.

Tablel. The characteristics of study sample

Variable Category Frequency Percentagt
Gender Male 101 55.50
Female 81 44.50
Years of experience Less than ( 5) years 31 17.03
From (5) to less than (10) years 71 39.01
From (10) to less than (15) years 64 35.16
From (15) to less than (20) years 16 8.80
(20) years and above - -
Age From (18) to (25) years 29 15.94
From (26) to (32) years 70 38.46
From (33) to (40) years 68 37.36
(41) years and above 15 8.24
Total 182 100%

4.2 Study Instrument

The study instrument included a questionnaire dgea by reference to the theoretical literaturateel to the
ethical work climate and organizational identifioat The questionnaire composed of three parts:fifsiepart

covers the demographic variables of the study sanslch as the gender, years of experience andgtef

respondents. The second part of the questionnadtades the paragraphs related to the ethical whbnkate,

which adopted from (Victor and Cullen, 1988). Tinrd part of the questionnaire includes the panalgsa
related to the organizational identification, whithopted from (Mael and Ashforth, 1992; Harvey, €agolfe,

and Westerfield, 2006). The answers to the secowdtlaird part of questionnaire relied on a Liker8sale,

ranging from strongly disagree (1); disagree (Xdarately agree (3); | agree (4); and strongly @§5.
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4.3 Instrument Validity

The researcher offered the study instrument onrabeu of specialist academicians in the field ofibess
administration, organizational behavior and redeanethodology, and some experts in the field ofinass
ethics during the preparation phase of the researuh according to their opinions; the language \wodis of
guestionnaire are clear. In addition, the questers adequate and fit to the present study.

4.4 Instrument's Reliability

The researcher determined the reliability of instemt by Cronbach alpha coefficients in order touemghe
internal consistency among questionnaire items. dlpba values was (0.91) for the ethical work ctinigems
and (0.89) for organizational identification iterasd (0.85) for the instrument as a whole. Theseeghre
excellent because it is higher than the acceptabiee (60%) and it is acceptable for the purpos$dkie study.

5. Results and Discussion
5.1 Data Presentation

The means and standard deviations for the resptinderswers on the questionnaire items relatecetogived
ethical work climate and organizational identificatintroduced in the table (2) and table (3). W¢htable (2)
presents the means and standard deviations fareipondent’'s answers on the questionnaire iteraserklto
perceived ethical work climate, while table (3) g#ets the means and standard deviations for tpemdsnt’s
answers on the questionnaire items related torjenizational identification.

As shown in table (2) the results indicate that thies climate is the dominant ethical work climatethe
Jordanian cellular companies with average of mddra3). Also the results from table (2) shown thzt
paragraph (people are expected to comply withdteadnd professional standards over and above @rasioh)
has the highest mean (4.25) while the paragrapmyitompany, people are expected to strictly follegal or
professional standards) has the lowest mean (4ilti)n law and code climate. And the paragraph (st
important concern in my company is each person’s sanse of right and wrong) has the highest me&7)3
while the paragraph (each person in this companoidds for themselves what is right and wrong) haddwest
mean (3.58) within independence climate. Also tsuilts from table (2) shown that the paragrapls (itery
important to follow rules and procedures in my camg has the highest mean (4.30) while the pardgrap
(everyone is expected to stick by company rulespgodedures) has the lowest mean (4.18) withirsralienate.
And the paragraph (in this company, doing whatesttior everyone is the major consideration) hashifghest
mean (3.66) while the paragraph (my company mapocern is always what is best for people) has dhe$t
mean (3.39) within caring climate. Finally, theuks from table (2) shown that the paragraph (is tompany,
people protect their own interests above all efse) the highest mean (3.42) while the paragrapbp({peare
expected to do anything to further the companyr@sis, regardless of the consequences) has thetlowean
(2.37) within instrumental climate.

As shown in table (3) the results indicate thateheployees of Jordanian cellular telecommunicatimmpanies
have a high organizational identification level twiverage of means (3.83). Also the results frobhet#3)

shown that the paragraph (I try to make on thedietisions by considering the consequences of mgrector

the company) has the highest mean (4.10) whileptttagraph (when someone criticizes my companygeisf
like a personal insult) has the lowest mean (3.69).

5.2 Hypotheses Testing

Before applying the regression analysis in ordeteiing the study hypothesis the researcher coedube
following tests to ensure the fithness of data far tegression analysis assumptions: Variance iofidactory
(VIF) Test, and Tolerance Test to ensure thereadishigh correlation between the independent vargble
(Multicollinearity), and Skewness Test to ensure ttormal distribution of the data. The resultshafse tests
presented in table (4).

As shown in table (4) the results indicate thatwhkies of (VIF) for all variables less than (1@gahe values of
(Tolerance) higher than (0.05) which mean therends high correlation (Multicollinearity) between the
independent variables. Also the results from tgBleshown that the values of Skewness less thamkigh
means the normal distribution of the data. Basedhese results the multiple linear regression aislwas
conducted to test the study hypothesis. Table (@gnts the model summary, and table (6) preseNG\AA
analysis and table (7) presents beta and t vatuweahéd study hypothesis.

As shown in table (5) the results indicate that vh&ie of R square is (0.817) and this value mehatthe
model explains (0.817) from the variance in theahejent variable (Organizational Identification) étical
work climate.
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Table2. The means and standard deviations fordbgondent’s answers on the questionnaire itemtedeta
ethical work climate.

Law and Code Means Standard
deviation
1.People are expected to comply with the law andgssibnal standards over and4.25 0.89
above consideration.
2.In my company, the law or ethical code of our pssfen is the major 4.06 0.93
consideration.
3.In my company, people are expected to strictlyofslllegal or professional 4.01 0.78
standards.
4.In my company, the first consideration is whetheeaision violates any law. 4.18 0.85
Average 4.12
Independence Means Standard
deviation
5.In this company, employees are expected to folloeirtown personal and 3.89 1.05
moral beliefs.
6.In this company, people are guided by their owrsqeal ethics. 3.73 0.97
7.Each person in this company decides for themseWes is right and wrong. 3.58 0.87
8.The most important concern in my company is eachgues own sense of right 3.97 0.82
and wrong.
Average 3.79
Rules Means Standard
deviation
9.1t is very important to follow rules and procedunesny company. 4.30 0.99
10. Everyone is expected to stick by company rulesmodedures. 4.18 0.84
11.People in the company strictly obey the companicias. 4.22 0.79
Average 4.23
Caring Means Standard
deviation
12.In this company, doing what is best for everyonghésmajor consideration. 3.66 1.13
13.The most important concern is the good of all thegte in the company as a 3.47 0.75
whole.
14.My company major concern is always what is bespfmple. 3.39 0.93
Average 3.50
Instrumental
15.People are expected to do anything to further tmepany interests, regardless 2.37 1.09
of the consequences.
16.There are no rooms for one’s own personal moraéttocs in this company. 2.76 0.96
17.In this company, people protect their own interagtsve all else. 3.42 1.02
Average 2.85
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Table 3.The means and standard deviations foresondent’s answers on the questionnaire itemedela
organizational identification.

Organizational Identification Means Standard deviation
18.1 consider myself a good representative or ambasszdhis company. 3.97 0.92
19.1 believe this company is taking me down the righth. 3.85 1.09
20.1 try to make on the job decisions by considering tonsequences of 4.10 .76
my actions for the company.
21.Personally, | share the goals of my company araluevits mission. 3.84 0.78
22.My company has a great deal of personal meaninméor 3.75 1.15
23.When someone criticizes my company, it feels likgeesonal insult. 3.69 0.95
24.1 am very interested in what others think aboutaognpany. 3.71 0.84
25.When | talk about my company | usually say we rathan they. 3.91 0.79
26.The company success is my success. 3.77 0.85
27.When someone praises the company, it feels like easopal 3.74 0.88
compliment.
28.1 have a high loyalty to my company. 3.89 0.97
29.1 work with sincerity and honesty to achieve thalgaf my company. 3.79 0.73
30.1 feel proud because | am working in this company. 3.76 0.93
31.1 deal with the problems of my company as my peatproblems. 3.81 1.02
Average 3.83

Table 4.The results of VIF, Tolerance, and Skewasts

Independent Variables VIF Tolerance Skewness
Law and Code 2.52 0.412 0.569
Independence 3.77 0.429 0.483

Rules 2.85 0.453 0.433
Caring 2.33 0.359 0.527
Instrumental 3.15 0.468 0.457

Table 5.The Model Summary

Model R R Square Adjusted R Square Std. Error of Tle Estimate

1 0.893 0. 817 0.737 0.346

*Predictors: (Constant), Law and Code, IndependeRaées, Caring, Instrumental.

Table 6. ANOVA Analysis

Model Sum of Squares Df Mean Square F Sig.
1 Regression 317.841 3 44.307 1057.195 0.000
Residual 22.174 179 0.046
Total 340.015 182

*Predictors: (Constant), Law and Code, IndependegRaées, Caring, Instrumental.
**Dependent Variable: Organizational Identification

As shown in table (6) the results indicate thatvhiie of (F) is (1057.195) with significant (0.Q00hich is
lower than the specified value (0.05) so the maxifit and acceptable.
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Table 7.Beta and t values for the study hypotheses

Model Unstandardized Coefficients Standardized t. Sig.
B Std. Error Coefficients
Beta

1 (Constant) 0.079 0.063

Law and Code 0.691 0.032 0.742 24.770.000*
Independence 0.377 0.024 0.448 6.208.000*
Rules 0.675 0.029 0.715 18.327  0.000*
Caring 0.410 0.030 0.508 7.302  0.000*
Instrumental 0.150 0.021 -0.218 -3.972 0.041*

*Significant at the level of statistical significea @ < 0.05)
**Dependent Variable: Organizational Identification

As shown in table (7) the results of multiple resgien analysis indicate that the ethical work ctamafluences
the organizational identification. The values ofeband t-tests shown that the following climatesv knd code,
independence, rules, and caring has a positive dmpa organizational identification at (< 0.05) while
instrumental climate has a negative impact on drgdional identification ato( < 0.05).

6. Conclusion and Recommendations

The current study investigated the influence ofcpeed ethical work climate namely (law and code,
independence, rules, caring, and instrumental) wrganizational identification. Empirical resulisuhd that
the law and code, independence, rules, and casiiinzensions of ethical work climate has a positmpact on
organizational identification, while instrumentdinate as a dimension of ethical work climate hasegative
impact on organizational identification. Based dwese empirical results the study recommending tinet
companies should focus largely on the caring, lad eodes, rules, and independence as dimensiogthioél
work climate in order to increase the employeegjaaizational identification and make these climates
dominant ethical work climate. On the other hari tompanies should minimize the instrumental déma
because it decreases the organizational identditabf employees. Also the study recommending that
conducting more future research and studies orfattters that enhancing and raising the perceptfoettacal
work climate, and the different variables that ntigffecting the organizational identification inetldifferent
contexts, because the current study limited toagkud the influence of perceived ethical work climaipon
organizational identification and its results liedtto the Jordanian cellular telecommunication camgs.
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