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Abstract 

In this paper, we study the effects of ethical climate on Organizational Citizenship Behaviors (OCB) and the 

mediation role of organizational trust. The empirical verification of the conceptual model was conducted through 

a survey of 283 employees in telecommunication services in Morocco. The structural equation modeling approach 

was used to test the proposed hypotheses. The main results of this paper indicate the existence of a positive and 

significant relationship between ethical climate and OCB. Also, organizational trust fully mediates the relationship 

between ethical climate and OCB. Research results were discussed and managerial implications were outlined. 
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1- Introduction  

In recent years, the financial and ethical scandals of multinational companies such as Enron, Worldcom, Arthur 

Andersen, Xerox ... had a negative impact on the global economy. The integration of ethical values within 

companies has become a necessity to ensure the survival of business. At the intra-organizational level, the quality 

of relationships at all levels of relationships (e.g., leader-member exchange, coworker exchange, and team-member 

exchange) could be characterized by mutual respect, trust, and obligation between the parties involved ( Uhl-Bien, 

Graen, and Scandura ,2000,Ong, 2013). The creation of an ethical climate is reflected in the development of an 

attractive working environment for competent and motivated employees, given the working conditions and means 

put in place by the company. It also expresses the willingness of managers to guide or control employees' attitudes 

and behaviors (Pariente et al., 2010) in order to improve their productivity and performance. 

Employees Job performance depends not only on the tasks assigned but also on employees behaviors and 

attitudes generally named Organizational Citizenship Behaviors (OCB) (Borman and Motowildo 1993, Johnson 

et al., 2009 ; Dalal et al., 2009 ; Rich et al., 2010 ). These behaviors are important in the service sector where 

employee involvement is one of the characteristics of a service delivery (lovelock et al. , 2008) 

In this context fits our research, our goal is to study the effects of ethical climate on OCBs through the 

mediation of organizational trust by taking the case of employees in telecommunication services in Morocco. This 

paper is structured as follows: In the first place, and based on a literature review, we will try to establish the 

conceptual model and to develop the research hypotheses. In second place, we will present the research 

methodology and measuring instruments. Third, we will expose the empirical results of the Principal Component 

Analysis (PCA), Structural Equation Modeling and mediation test. Finally, we will try to discuss the results and 

highlight the managerial implications. 

 

2- Literature review and hypothesis development 

2.1 Ethical climate  

Various scholars have studied and defined Ethical climate in management literature. As early as the 1970s, ethical 

climate was defined as “a stable, psychological meaningful, shared perception employees hold concerning ethical 

procedures and policies existing in their organization” Schneider (1975:474). Victor and Cullen (1987, 1988) 

introduced the ethical climate framework according to which “ethical climate refers to shared perceptions between 

members of an organization or part of an organization as to “what constitutes right behavior” and arises when 

“members believe that certain forms of ethical reasoning or behavior are expected standards or norms for decision 

making within the firm” (Martin & Cullen, 2006: 177). Other definitions proposed by Mayer et al. (2010), Huang, 

et al. (2012) and Hwang and Park (2014) have focused on the collective aspect of the ethical climate. Their 

definitions underline the importance of shared perceptions of employees, but also how ethical issues are generally 

(and should be) addressed within an organizational context and what is considered to be ethically correct behavior 

(Grobler ,2015). 

Ethical climate is created and developed, within an organization, on the basis of policies, practices, and 

procedures that an organization rewards, supports, and expects with regard to ethics. As such, ethical climates 

provide valuable guidance to employees by reinforcing the normative systems that guide ethical decision making 

and behavior (Victor and Cullen 1988, Arnaud and Schminke, 2012, Newman et al. 2017). Ethical climate 
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therefore influences both the decision making and subsequent behavior in response to ethical dilemmas (Grobler 

,2015). 

Martin and Cullen, (2006 ) indicated that the ethical climate serves as a map that generates ideas and decisions 

within the organization and determines the direction in which it will move as it is put into practice (Çavuş and 

Develi , 2017) .Singhapakdi et Vitell (2007) have indicated that the institutionalization of ethics is vital in 

employees perception of ethics, which in turn can lead to more ethical behavior. The authors define the 

institutionalization of ethics as « the degree to which an organization explicitly and implicitly incorporates ethics 

into its decision-making processes » (Singhapakdi & Vitell ,2007, p:284). The implicit integration of ethics means 

that ethical behaviors are implied or are not expressed directly. They appear mainly in organizational culture, 

ethics of leaders and communication ( Jose & Thibodeaux ,1999). The explicit integration of ethics means ethical 

behaviors are formally expressed. The explicit forms include codes of ethics, ethics training, newsletters and 

ethical charters (Jose & Thibodeaux, 1999). In this context Singhapakdi and Vitell (2007) emphasized that explicit 

institutionalization of ethics has a significant impact on the perception of the importance of ethics by employees. 

However, companies must maintain explicit rules and guidelines in order to ensure compliance and enforcing 

codes of conduct to clarify to employees the appropriate actions to achieve. 

Employee perception is influenced by several factors such as the content and specificity of ethical codes, how 

it was communicated to employees as well as the effectiveness of the system of rewards / punishment for non-

compliance or consistency to the instructions of the code of ethics (Schwartz, 2001). Stevens (2008) argues that 

ethical codes can be an effective instrument for the formation of ethical behaviors of employees and a decision-

making guide. He said that the culture and communication are the keys of codes success. Moreover, employees 

should be aware of code content and even participate in its development in order to reach a consensus of opinion 

between the employee and the organization. Sharing values reflects, not only the recognition of employee 

importance, but also organizational culture. 

 

2.2 Organizational Citizenship Behaviors (OCB).  

Organizational Citizenship Behaviors (OCB) was defined initially by Organ and Bateman (1983) as “behaviors of 

an individual who is left to his free choice, not directly or explicitly recognized by the formal reward system and, 

as a whole, promotes the effective functioning of the organization” (Organ, 1988, P :4).  However, after the 

introduction of this concept by Organ different experts have clarified this issue using concepts such as Extra-role 

Behavior, Prosocial Organizational Behavior, Organizational Spontaneity and Contextual Performance (VanDyne 

et al., 1995, Farzianpour et al. 2011).   

An overview of the literature concerning OCB, shows the lack of consensus about the dimensions of this 

concept. In fact, behavioral content of OCB is multidimensional. According to Organ (1988, 1990) and  Organ et 

al., (2006), it is composed of five elements : 1/ altruism (the behavior directly turned to the help of a specific 

person, in situations of face-to-face); 2/ being conscientious (impersonal behaviors in accordance with the rules of 

the company (be punctual ....) ; 3/ sportiness (does not complain about trivial things) ; 4/ courtesy (failure to consult 

the other before performing actions); 5 / civic virtue (the act of worrying about issues of concern to the 

organization). 

Williams & Anderson (1991) have gathered the five components of the OCB in two broad categories of 

behaviors depending on the beneficiary: These are OCBs oriented to the individual (OCBI) and the OCBs oriented 

to the organization (OCBO). The OCBI categories are behaviors that immediately benefit specific individuals and 

indirectly contribute to the organization effectiveness (Williams and Anderson, 1991, Mohammad et al., 2010). 

OCBI composed of behaviors that exhibit intentions to assist others such as altruism, maintaining the peace, and 

cheerleading behaviors. other authors (Farh, Earley, and Lin, 1997, Harper, 2015) include also in this category 

interpersonal helping and coworker’s harmony. The OCBO is defined by Williams and Anderson (1991) as 

behaviors that benefit the organization in general and adhere to organizational rules and policies and volunteer to 

committees. whereas Podsakoff et al. (2000) defined OCBO as the organizational compliance which involve the 

internalization of the organization rules and policies. This category includes conscientiousness, civic virtue and 

sportsmanship, organizational allegiance, endorsement and commitment to the organization’s objectives, job 

dedication, taking charge and promoting the company.  

 

2.3 Organizational trust  

Trust is "a phenomenon of reduction of uncertainty, but which married by an individual's vulnerability of 

individuals trusting. It is also a dynamics variable and which changes, in time and space, by continuous adjustments 

relating to information collected by the parties committed in the relationship "(Khlif, 2000: 3). Beside the concept 

of commitment, trust is considered by Morgan and Hunt (1994) as the most important mediating variable in the 

exchange relationship. It works as a control mechanism reducing opportunist behaviors in contexts of exchanges 

characterized by uncertainty and the dependence. Organizational trust focuses on the role of trust in the 

development of a sustainable employment relationship (Dirks and Ferrin, 2002). In fact, empirical studies show, 
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in general, that trust is directly related to the quality of the employment relationship that results, measured through 

a set of attitudes, including the commitment to their organization and intention to leave the company (Dirks et 

Ferrin, 2002). However, it is possible to distinguish several types of trust according to the chosen reference that 

may have a particular effect on the quality of the employment relationship. "Employees can develop a trusting 

relationship towards at least two references, including the supervisor and general representatives of the 

organization" Whitener (1998: 393). The trust of employee to his organization is more related to attitudes-oriented 

organization and not the daily work such as organizational commitment and intention to leave the company (Wat 

and Shaffer, 2005). 

 

3- Conceptuel Framework 

3-1. Ethical climate and Organizational Citizenship Behaviors 

Based on an empirical study, Çavuş and Develi (2017) demonstrated that there is a positive and direct relationship 

between ethical climate and OCBs. More precisely, ethical climate has significant and positive relationship 

between sportsmanship, civic virtue and courtesy but, it has not significant relationship between altruism and 

conscientiousness which are dimensions of OCB. 

Also, Lee and Ha‐Brookshire (2018) studied with U.S. fashion retail employees the effects of ethical climate 

on OCB. They found that the ethical climate of an organization positively affects employees' OCB, consistent with 

previous studies in non‐fashion retail organizations. the authors added that the role of employees on the 

organization's overall sustainability performance was found to be highly important. therefore, the authors have 

recommended the establishment of the ethical climate within the organization to enhance sustainability through 

employees' OCB. 

Other empirical studies have shown that the ethical climate indirectly influences OCBs through other 

mediation and moderation variables. This is the case, for example, of Pagliaro et al. (2018) who evaluated the 

impact of two types of ethical climate namely: ethical organizational climate of self-interest, and an ethical 

organizational climate of friendship on Organizational Citizenship Behaviors (OCBs), and Counterproductive 

Work Behaviors (CWBs). The results of their research indicate that the two ethical climates were independently 

related to organizational identification and moral disengagement. These, in turn, mediated the effects of ethical 

climates on OCBs and CWBs. likewise, the work of Shin Y. (2012 ) who showed that the relationship between 

ethical climate and firm-level collective OCB was moderated by climate strength. 

To this end we put the following hypothesis: 

Hypothesis 1: The ethical climate has a positive and direct effect on Organizational Citizenship Behaviors 

(OCB). 

 

3-2. Ethical climate and organizational trust  

According to Pučėtaitė and Lämsä (2008a), it is possible to build organizational trust through ethical management 

tools such as ethics codes, ethics training, auditing, ethics… The authors postulated that the promotion of 

organizational trust is a process that involves organizational practices based on ethical principles. Because ethics 

management tools designed to manage organizational values, principles, and standards of behavior in an 

organization, these tools can enhance the use of ethical business practices and therefore the development of 

organizational trust.  

Pučėtaitė R., Lämsä A.M., (2008 b) suggested that ethics in the workplace and organizational trust are not static 

phenomena but rather dynamic. This can be explained by the fact that attitudes, behavioral norms and principles 

that constitute the ethics in the workplace may change due to external environmental pressures (eg, expectations 

for product quality) or the pressure of the internal environment (eg training programs aimed at improving employee 

skills).  

for this purpose, we suggest the following hypothesis:  

Hypothesis 2: The ethical climate has a positive and significative effect on Organizational trust . 

 

3-3 Organizational trust and Organizational Citizenship Behaviors  

Research’s has shown that organizational trust has a positive effect on OCB (Dirks and Ferrin ,2002, Ong, 2013; 

Singh and Srivastava, 2009, 2016). Trust plays an important role in social exchange among organizational 

members (Rubin, Bommer and Bachrach, 2010) and influences employees' behaviors towards others. In the same 

way, the OCB is grounded in social exchange theory, which states that individuals sharing trusting relationships 

try to reciprocate with extra-role behaviors (Singh and Srivastava, 2016). Organ (1988) indicates that OCB 

promotes employee reciprocation. In fact, “Organizational trust is influenced by a company’s overall policies and 

procedures. Employees sharing a trusting relationship with their organization reciprocate OCB directed towards 

both an individual and the organization contributing to the smooth functioning of the organization” (Singh and 

Srivastava, 2016, p: 603). 

Hypothesis 3: Organizational trust has a positive and significative effect on Organizational Citizenship 
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Behaviors (OCB). 

Since the ethical climate influences organizational trust and this latter influence OCB, we can assume that there is 

an indirect relationship between ethical climate and OCB and that organizational trust can play the role of mediator 

between the two variables. 

For this purpose, we suggest the following hypothesis:  

Hypothesis 4:  Ethical Climate has a positive and significant effect and Organizational Citizenship Behaviors 

through Organizational trust 

Hypothesis 5: Organizational trust mediates the relationship between ethical climate and OCB 

Our conceptual model is presented in figure 1 . 

 
Figure 1. Our conceptual model linking the ethical climate to OCB through organizational trust 

 

4- Methodology and measurement  

4-1 Data collection and sample  

The hypotheses were examined by collecting data from employees at telecommunication services in Morocco. A 

questionnaire was administered directly to employees with the aim to increase the reliability of the study and 

response rates. We adopted the method of convenience for the selection of our sample. 380 questionnaires were 

distributed among employees. 298 employees agreed to answer our questions which represent a response rate of 

78.42%. However, 15 questionnaires were not completed correctly or contained missing data. These were removed 

from the study. Finally, there are 283 valid questionnaires. 

 

4-2 Data analysis  

In order to analyze our data, we used Principal Component Analysis (PCA) and Structural Equation Modeling 

(SEM). The PCA was performed through (SPSS. 17), to reduce the number of items. SEM has been achieved 

through the AMOS 18.0 software. They were performed in two steps as recommended by Hair, (2010) and Kline, 

(2011). The first step, is to study the measurement model that describes how latent variables are measured. 

Validation of the measurement model is achieved by Confirmatory Factor Analysis (CFA). A second step, is to 

analysis structural model that describes the relationships between latent variables. Assessing the fit of the model 

was carried out on the basis of the most commonly used fit indices such as: Chi2,  CMIN/DL, GFI (Goodness of 

fit index), CFI(Comparative Fit Index) et RMSEA (Root Mean Squared Error of Approximation)). 

Mediation tests have been made according to the approach of Baron and Kenny (1986). According to these 

authors, the following four steps must be verified :  (1) independent variable (IV) predicts dependent variable (DV) 

(path-c), (2) IV must predicts mediating variable (MV) (path-a), (3) MV must be related to DV (path-b), and (4) 

when both IV and MV are included, IV no longer predicts DV (full mediation) or lessened predicting DV (partial 

mediation) (path-c’).  

 

4-3 Measurement of the constructs 

In this research, valid instruments of other works were used and adaptations related to the context of the study and 

to the sector of activity. We adopted for each item a five-point Likert scale ranging from "1: Not at all agree" to 

"5: strongly agree." The measurements of the constructs in this study are explained in the following. 

 Ethical Climate:  reference was made to the scale proposed by Schwepker et al (1997) consisting of 6 items. 

This scale used to assess the presence and the application of the codes of ethics and deontology and the actions 
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of managers concerning ethics and business ethics policies. The Principal Component Analysis (PCA) was 

performed. However, two items cross-loading and were removed from our study (Hair et al ,2010). Alpha 

cronbach value is 0.769. 

 Organizational Trust: The organizational trust is a major component of social exchange that is built in a 

sustainable and reciprocal exchange process. We opted for the scale proposed by Robinson and Rousseau 

(1994) consisting of 7 items, which apprehends trust with general and cognitive manner. However, the result 

of PCA indicated that two items cross-loading and were removed from our study (Hair et al, 2010). Alpha 

cronbach value is 0.872. 

 Organizational Citizenship Behavior (OCB): The literature distinguishes between two dimensions of OCB 

(Williams & Anderson, 1991; Mohammad el al 2011): OCBs at the individual level (OCBi) and OCBs at the 

organization level (OCBo). In our research we opted for the measure of the scale proposed by Lee & Allen (2002) 

containing the items of OCBs at the organization level consisting of 7 items. Nevertheless, following the PCA 

three items cross-loading and were removed from our model. Alpha cronbach value is 0.824. 

 

5- Empirical result  

5-1 Measurement Model  

Confirmatory Factor Analysis (CFA) was used to test the measurement model. The method used is Maximum 

Likelihood on AMOS 18.  The measurement model estimate shows an adequate fit to the index adjustments. In 

fact, CMIN= 225,526, df = 60, CMIN/DL =3,759 less than 5 recommended by Hair et al. (2010). Also, GFI= 0,905 

and CFI= 0,92 above 0.9 recommended by Hair et al. (2010) and Kline (2011). RMSEA = 0.095 which less than 

0.1 indicated by Akrout, (2010) and Kline, (2011). 

The measurement model has a good reliability and satisfied convergent validity and discriminant validity (see 

table 1). Convergent validity occurs when (a) all factor loading are significantly over 0.50 threshold (Fornell and 

Larcker,1981); (b) Average Variance Extracted (AVE) in items by their respective constructs is greater than the 

variance unexplained (AVE ≥ 0.50) (Fornell and Larcker, 1981); and (c) factor composite reliability is equal to or 

greater than 0.60 (Fornell and Larcker, 1981). Discriminant validity is achieved when Maximum Shared Variance 

(MSV) and the Average Shared Squared Variance (ASV) were both lower than the Average Variance Extracted 

(AVE) for all the constructs (Hair et al., 2010). 

Table 1. Convergent and discriminant validity 

FACTEURS factor 

loading 

CR AVE MSV ASV convergent 

validity 

discriminant 

validity 

Reference value  >0,6 

ou 0,7 

>0,5   CR >AVE and 

AVE >0,5 

 

MSV <AVE 

ASV <AVE 

Ethical Climate  0.796 0,504 0,033 0,029 Yes  Yes  

EC1 

EC2 

EC3 

EC4 

0.663 

0.927 

0.66 

0.532     

  

        

Organizational Trust  

 0,878 0,594 0,426 0,226 

Yes  Yes  

OT1 0.645       

OT2 0.736       

OT3 

OT4 

0.902 

0.778     

  

Organizational 

Citizenship Behaviors  

 

 

0,832 0,562 0,426 0,230 

Yes  Yes  

OCB1 0.654       

OCB2 

OCB3 

OCB4 

0.724 

0.973 

0.591     

  

 

5-2. Structural model 

The estimated structural model shows an acceptable fit quality.  Chisquared value= 243.905, degree of freedom 

=71, CMIC/DF=3.435 less than 5 recommended by Hair et al. (2010).  GFI= 0.911 and CFI=0.926 bove 0.9 

recommended by Hair et al. (2010) and Kline,(2011).  RMSEA= 0.088 which less than 0.1 indicated Akrout, 
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(2010) ; Kline, (2011). 

The validation of the structure of structural model allowed us to test the research hypotheses. Table 2 shows 

the hypothesis test results. Hypothesis 1: ”ethical climate has a positive and direct effect on Organizational 

Citizenship Behaviors (OCB)” is accepted since β= 0,148, p<0.001, CR= 2.894 >1,96. 

Also, hypothesis 2 according to which the ethical climate has a positive and significative effect on 

Organizational trust is accepted ( β= 0,240, p<0.001, CR= 2.440 >1,96). Hypothesis 3 indicating Organizational 

trust has a positive and significative effect on Organizational Citizenship Behaviors (OCB) is accepted ( β= 0,339, 

p<0.001, CR= 7.625>1,96). Perhaps, Hypothesis 4:  Ethical Climate has a positive and significant effect on OCB 

through Organizational trust is rejected because β= 0,061, p<0.001, CR= 1.443<1,96. (See table 2). 

Table 2:  The results of the structural model 

Hypothesis 
Coefficient  Critical Ratio 

CR Hypothesis validation 

H 1 Ethical Climate ---> OCB 0,148*** 2.894 hypothesis accepted 

H2 Ethical Climate ---> Organizational trust 0,240** 2,440 hypothesis accepted 

 H3 Organizational trust ---> OCB 0,339*** 7,625 hypothesis accepted 

H4 Ethical Climate---Organizational trust ---> OCB 0.061 1.443 
Hypothesis 

 rejected 

      **p <0.05, ***p<0.001. 

 

5-3. Test of mediation 

In order to test hypothesis 5 relating to the mediation of organizational trust, reference was made to Baron and 

Kenny (1986) four steps. In our study, the ethical climate is the independent variable, OCB is the dependent 

variable while organizational trust is the mediating variable. Step 1 of the Baron and Kenny (1986) is verified 

since Hypothesis “ethical climate has a positive and direct effect on Organizational Citizenship Behaviors (OCB)” 

is accepted. Step 2 is also checked because hypothesis 2 “the ethical climate has a positive and significative effect 

on Organizational trust” is accepted. Similarly, for step 3, which hypothesis 3 “Organizational trust has a positive 

and significative effect on Organizational Citizenship Behaviors (OCB)” is accepted. However, after the 

introduction of the organizational trust variable, the relationship between the ethical climate and OCB is no longer 

significant which can be explained by the complete mediation of organizational trust (Baron and Kenny ,1986). 

 

6- Discussion  

In this paper we tried to study the effects of the ethical climate on OCBs through organizational trust. Our study 

highlights the positive and direct impact of the ethical climate to Organizational Citizenship Behaviors at the 

organizational level (hypothesis 1). This implies that the existence of ethical climate in the telecommunication 

activities promotes the development of Organizational Citizenship Behaviors of employees who have positive 

effects on the organization. Empirical research in the literature support this result (Ruiz-Palomino & Martinez-

Canas ,2014, Çavuş and Develi, 2015). In fact, Huang et al. (2013) have established a study among nurses on the 

links between ethical climate and OCB. They found that hospitals can increase nursing OCB by influencing 

organizational ethical climate, job satisfaction and organizational commitment. More specifically, by 

distinguishing between five types of ethical climate (care climate, independent climate, environment and law 

codes, rules climate and instrumental climate), the authors suggested that care climate and rules climate positively 

influence OCB at the hospital. 

The relationship between ethical climate and OCB is generally treated without presentation of the process by 

which ethical climate affects OCB. Our paper fills this gap by identifying a mediation mechanism through 

organizational trust. In our study, ethical climate has been shown to positively influence organizational trust 

(Hypothesis 2), demonstrating that the ethical climate is an important antecedent for generating trust between 

members of an organization. This result supports conclusions of Pučėtaitė and Lämsä (2008), Lilly et al. (2016 ) 

and Ensari  M.S (2016). Also, hypothesis 3 stating that organizational trust positively influences OCBs has been 

confirmed. This result supports those of Dirks and Ferrin (2002), Ong, (2013) and Singh and Srivastava, (2009). 

In the long run, organizations that develop trusting relationships with their employees encourage them to interact 

reciprocally by adopting OCBs that have a positive impact on the organization. (Singh and Srivastava, 2016) 

the rejection of hypothesis 4 and the acceptance of hypothesis 5 confirms the complete mediation of 

organizational trust in the relationship between ethical climate and OCB. These results can be explained by the 

fact that trust plays a complex role in organization ( Shahid et al. 2018).  The success or failure of any organization 

is directly and positively related to the level of existence of organizational trust within it; as well as the extent to 

which it is appropriately handled by the daily managerial practices (Huff et al. 2003). 

 

7- Conclusion and Managerial Implications  

We studied, in this paper, the effects of ethical climate on OCB through the mediation of organizational trust. The 
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empirical validation of our research has several managerial implications. Firstly, our study brings to human 

resources managers new knowledge to optimize and improve the employees OCB through the implementation of 

ethical climate within the company. Ethics has positive effects on behavior and attitudes of employees (Pagliaro 

et al. ,2018) and improve their employees contextual performance including OCBs (Coleman et Borman ,2000, 

Motowidlo et al. 2000). Secondly, research on OCB have granted limited importance to developing mechanisms 

for these behaviors especially in organizations that wish to use OCB to provide better quality of service (Wolfe 

Morrison, 1996). In this context, our research provides new knowledge to the field of OCB. It highlights the 

methods and tools to promote employee OCB in Moroccan telecommunication activities. Thirdly, the complete 

mediation of organizational trust in our model tells managers that employee attitudes and behaviors can be 

managed through the creation of trusted relationships between employees and the organization as well as between 

employees themselves. 

Future research should test the model with larger samples and other contexts or sectors. We propose also to 

explore the moderating role of organizational justice, seniority, flexibility, competence, cooperation,.. in the 

relationship ethical climate and OCBs. 
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