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Abstract

The aim of this study is to determine the effects of ethical climate on organizational
citizenship behavior (OCB). This research was conducted on the 200 workers that working in
various factories within the Kadirli Organized Industrial Zone. In data collection tool, ethical
climate scale of Schwepker (2001) and organizational citizenship behavior scale of Podsakoff
(1990) were used. With a five point Likert scale according to the structured questionnaire was
included to the research and collected data were analyzed via SPSS.18 statistical analytical
software. According to the results of the analysis, 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 organizational
citizenship behavior.
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1. Introduction

Human resource is the first element to be addressed when designing strategies to make
organizations sustainable, both within the rapidly rising local and global competition
standards. Because, the primary factor that can move organizations forward by responding to
the conditions required by the dynamic business world is the "worker factor”, which has
materialized all the administrative processes.

In today’s work environment in which the effort to achieve superiority is becoming the
biggest cost item, more and more need is being given to the approach that implies that
volunteers are more willing to fulfill more than the responsibilities defined in the job
descriptions of worker, with the concept of organizational citizenship behavior (OCB) in the
literature.

Understanding of the psychological atmosphere in the working environment describes the
concept of organizational climate. The ethical climate formed by exhibiting correct attitudes
and behaviors determines the quality level of the atmosphere. As far as voluntary behaviors
are seen in business today, given that responsibilities in the definition of roles can be
disturbed, it can be argued that worker’ extra-rol behaviors are shaped according to the
ethical climate they perceive directly or indirectly.

In this context, the interaction of organizational citizenship behavior representing the whole
of voluntary behaviors shown for the benefit of the organization and the ethical climate which
expresses the ideal set of values and behaviors has been the subject of research of this study.
In this study, an empirical research was conducted to determine the relationship between
ethical climate and organizational citizenship behavior.

2. Ethical Climate

The concept of ethical climate has been considered by Victor and Cullen (1987) for the first
time in an organizational sense, and has become one of the most effective conceptual bases
increasingly gaining in importance (Martin and Cullen, 2006). The ethical climate, which
includes organizational values, organizational procedures and practices related to ethical
attitudes and behaviors, is described by Victor and Cullen as "how ethical problems can be
overcome and what is ethically correct behavior” (Victor and Cullen, 1988).

Ethical climate refers to moral values and behaviors that are desired, supported and rewarded
within the organization (Schwepker et al., 1997). In other words, the ethical climate is
institutionalized organizational practices and processes that demonstrate what is right and
what is wrong in organizations, or helps explain what behaviors are acceptable and which are
unacceptable (Parboteeah et al., 2005; Biite, 2011).

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 (Martin and
Cullen, 2006). The ethical climate represents a shared perception of how to deal with
problems in the right behavior and moral framework (Parboteeah et al., 2010). Therefore,
ethical behavior occurs when members of the organization believe that certain moral
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measures and patterns of behavior exist within the working environment (Cullen et al., 2003).

Formal ethical control systems as well as unethical climate systems are also important
(Schminke et al., 2007). Because, in this sense, as even psychologists have perceived
perceptions of ethical issues as the most powerful conductors, they argued that individual
ethical attitudes have a strong influence on the behavior towards the organization (Cullen et
al., 2003).

Ethical climate is the perception of what constitutes correct behavior. This perception creates
a psychological mechanism in which moral issues are governed (Martin and Cullen, 2006).
Worker can feel the winds of ethics and sense clues and implications of what is right and
which is not. This phenomenon, which is not spoken orally among employees, is called an
ethical climate (Post et al., 1996; Akbas, 2010). The power of ethical climate in companies
will also affect unity and integrity and morale power (Dickson et al., 2001).

Ethical climate serves organizations in a variety of ways. It guides the employees what they
should do when they fall into a moral dilemma (Homans, 1950 as cited in Cullen et al., 2003).
In addition, the ethical climate has the opportunity to recognize the ethical issues in the
working environment for the worker. In other words, the ethical climate helps make this
assessment easier by functioning as a magnifying glass when evaluating people and situations
within the organization (Cullen et al., 2003).

Ethical perception of the organization in which the worker is involved is very important in
order to increase organizational effectiveness and productivity (Singhapakdi, 1995). In
addition, the strong ethical climate in the organizations contributes significantly to the
business by increasing the quality of management (Hunt et al., 1989) and firm performance
(Wimbush and Shepard, 1994; Weber and Seger, 2002; Verschoor, 1998). The ethical climate
also manifests itself by reducing the intention to leave work by increasing levels of job
satisfaction (Brown and Peterson, 1993; Schwepker, 2001), organizational commitment (Hunt
et al., 1989; Schwepker, 2001) and social responsibility (Singhapakdi et al., 1995; Schwepker,
2001; Elgi ve Alpkan, 2006).

3. Organizational Citizenship Behavior

Organizational citizenship behavior has been described by Dennis W. Organ in 1983 as the
subject of management and it is defined by the Organ as an effort to demonstrate voluntary
effort and extra role behavior beyond the standards and job descriptions set for the individual
in the working environment. The concept of volunteering is intended to explain that such
behaviors are not the behaviors required by the role of the individual in the organization or
the definition of formal work (Isbas1, 2000).

Organizational citizenship behavior that expresses extra effort beyond the scope of core
business responsibilities (Lam et al., 2009); is not a form of reward system and behavior that
is not directly or explicitly defined by job descriptions, is not mandatory, is voluntary, and
promotes the effective functioning of the organization's functions. The non-mandatory
expression in this definition symbolizes that the display of these behaviors is based on
personal choice and that no punishment should be applied when it is not fulfilled (Gurbiz,
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2006).

In other words, organizational citizenship behavior refers to, behaviors beyond the formal job
descriptions, roles that exceed the specified role requirements and expectations, and manner
which the worker are willing to contribute to organization (McDonald, 1993; Schnake and
Dumler, 2003; Feather and Rauter, 2004). This concept describes individual behaviors based
on volunteerism that contribute to organizational effectiveness and productivity as well as
organizational goals in support of the social and psychological environment (Lievens and
Anseel, 2004 as cited in Sezgin, 2005).

Organizational citizenship behavior means volunteering to help a colleague who cannot come
to work, volunteering to do things that are not officially required by the organization but
doing what is important for the organization, helping newcomers to socialize even if they are
not part of the job description, helping them overcome difficulties in other workers, working
with supervisors or managers, supporting them, proposing new and creative thoughts that will
contribute to the organization, participating in more work than necessary, and giving notice
when they cannot get to work (Kelloway et al., 2002; Sezgin, 2005).

The behavior of the worker who values effort and creates a peaceful work environment that
does not disinterest the tasks assigned to them, and that does not expect it to happen
spontaneously, and that feels valued and values the organization, is nothing more than the
behavior of organizational citizenship (Celik, 2007).

3.1. Dimensions of Organizational Citizenship Behavior

Organizational citizenship behaviors composed of five-dimensional classification made by
Organ; altruism, sportsmanship, conscientiousness, civic virtue and courtesy.

3.1.1. Altruism

It refers to all voluntary behaviors that an employee has shown to help other workers who
have just begun to work or to help a colleague who has problems with work without
anticipation (Organ and Ryan, 1995; Allison et al., 2001).

3.1.2. Sportsmanship

With this dimension, avoiding the negative behaviors that may cause tension in the
organization, using time efficiently without complaining about the troubles and negativities
of the work and other respectful and constructive behavior are explained (Ytcel and Samanci,
2009; Ozdevecioglu, 2003).

3.1.3. Conscientiousness

It is the behavior of the members of the organization voluntarily demonstrating the use of
time efficiently and in accordance with rules and regulations and beyond the definition of
minimum duties. Conduct continuity, regular work and punctuality at the appointment are
conscientious behavior (Ersahan, 2011).
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3.1.4. Civic Virtue (Organizational Participation)

To take part in organizational meetings regularly and participate actively in discussions, to
follow up changes closely and to take active role in accepting others, to benefit from
announcement resources, to think about organizational issues, to have knowledge and share it
with colleagues are behaviors that can take place in the dimension of civic virtue (Atalay,
2005; Karaman and Aylan, 2012).

3.1.5. Courtesy

Having high communication skills is the way to success and coordination for an organization
(Samanci, 2006). The dimension of courtesy is defined as the positive behaviors of
individuals who communicate with each other due to their duties in organizations.

4. Research Method
4.1. Sampling

The sample of the research constitutes 200 workers in Kadirli Organized Indisturial Zone.
113 (56.5%) of the participants were male and 87 (43.5%) of the participants were female.
When we look at the age range of the survey participants, the ones with the ages of 26-35
have the biggest share with 124 (62%) and those with the age of 46 and 6 (0.03%) have the
smallest share. When the educational status of the participants is examined, it is seen that
most of them have a bachelor's degree with 31.5%, followed by primary school graduates
with 28.5% and high school graduates with 24%. While associate degree graduates have a
15.5% share, there is only one postgraduate trained worker. When we look at the total
working time of the workers, the workers with 2-8 years have the biggest share with 111
people (55.5%). In terms of the duration of work in the existing work places, 105 (52.5%)
people provide the workers with fewer than two years, followed immediately by 87 (43.5%)
and 2-8 years. The demographic characteristics of the participants are shown in Table 1.

Table 1: Demographic Characteristics of the Participants

Demographic Factors Frequency Percentage
Male 113 56.5
Gender
Female 87 43.5
18-25 32 16.0
Age 26-35 124 62.0
36-45 38 19.0
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46+ 6 3.0
Primary School 57 28.5
High School 48 24.0

Education Status Associate Degree 31 155
Bachelor’s Degree 63 315
Post Graduate 1 0.05
Less than 2 years 44 22.0
2-8 years 111 55.5

Total Working Time 9-14 years 31 15.5
15-20 years 10 5.0
More than 21 years 4 2.0
Less than 2 years 105 52.5
2-8 years 87 43.5

Current Working Time ~ 9-14 years 7 35
15-20 years 0 0.00
More than 21 years 1 0.05

4.2. Scales

The scale developed by Charles H. Schwepker in order to measure the perceptions of workers
towards ethical climate was taken from Biger’s (2005) study. The scale is composed of one
dimension (7 items). In order to measure organizational citizenship behavior, the
five-dimensional OCB scale developed by Philip M. Podsakoff (1990) was taken from the
study of Caglar (2011). The dimensions of the scale are in the form of altruism (5 items),
sportsmanship (5 items), conscientiousness (5 items), civic virtue (4 items) and courtesy (5
items). The scales are evaluated with the Likert scale (1-strictly disagree, 5-strictly agree).
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5. Findings

In this study, reliability analysis was performed to measuring the scales’ reliability and then
correlation analysis and simple linear regression analysis were performed to determine the
relationship between ethical climate and organizational citizenship behavior.

5.1. Reliability Analysis

The cronbach alpha values were examined to evaluate the internal consistency of the scales.
The alpha coefficient of the ethical climate and OCB are shown in Table 2.

Table 2: Reliability Analysis

Ethical Climate OCB

Cronbach alpha .78 .88.

Apart from these the alpha coefficients of five factors of OCB are between .64 and .72.
These alpha values indicate the internal consistency of the whole scales.

5.2. Correlation Analysis

The analysis of the correlation is shown in Table 3.

Table 3: Correlation Analysis

Altruism Sportsmanship  Conscientious.  Civic Virtue Courtesy

Ethical )9 261" 094 189" 255"
Climate

** Correlation is significant at the 0.01 level (2-tailed)

According to the results of correlation analysis, it was found that there were significant and
positive relations with ethical climate between sportsmanship (.261, **p <0.01), civic virtue
(.189, **p <0.01) and courtesy (.255, **p <0.01) which are the dimensions of organizational
citizenship behavior, and it is observed that there is no meaningful relationship with ethical
climate between altruism and conscientiousness from the dimensions of organizational
citizenship behavior.

5.3. Regression Analysis

The analysis of the simple linear regression is shown in Table 4.
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Table 4: Regression Analysis

Altruism Sportsmanship  Conscientious. Civic Virtue  Courtesy

Beta Sign. Beta Sign. Beta Sign. Beta Sign. Beta Sign.

] ,028 ,696 ,261 ,000 ,094 ,187 , 189 ,007 ,255  ,000
Ethical

Climate , . R? 068 R2: 009 R2: 036 R% 065

F:0.153 F: 14,470 F: 1,754 F: 7,349 F: 13,717

According to the results of regression analysis, F value for sportsmanship is significant and it
is valid at ,000 level. The R* (R Square) value indicates that the sportsmanship explained
068% of the model. For civic virtue, the F value is significant, and it is valid at ,007 level.
The R? (R Square) value indicates that civic virtue explains 036% of the model. For courtesy;
the F value is significant, and is valid at ,000 level. The R? (R Square) value indicates that
courtesy explains 065% of the model.

6. Discussion

As a result of various empirical researches conducted with the emergence of ethical climate,
it has been found that this concept is also related to other concepts in organizational
behavioral literature. These concepts are concepts that significantly affect the organization's
success (Carr et al., 2003), such as commitment, job satisfaction and organizational
citizenship behavior (Martin and Cullen, 2006).

Organizations in which an ethical atmosphere is not perceived will make it difficult for
workers to behave voluntarily (Leung, 2008). This means that it is more likely to see extra
role behaviors in work environments where ethical climate is present. The ethical climate will
increase the energy of the worker, which will have an impact on organizational citizenship
behavior, which is energetically strong.

There are five dimensions of organizational citizenship behavior: altruism, sportsmanship,
conscientiousness, civic virtue and courtesy. The analysis of the statistics in the research, it
was determined that the ethical climate had no effect on the altruism and conscientiousness
from the dimensions of organizational citizenship behavior. Therefore, the ethical climate will
be discussed from the dimensions of organizational citizenship behavior to sportsmanship,
civic virtue and courtesy.

As a result of the analysis ethical climate shows the effect on organizational citizenship
behavior on the sportsmanship dimension at most. The concept of sportsmanship, which is
defined as workers' avoidance of behaviors that may cause tension, avoidance of complaints,
and display tolerance, will take place as a behavior that is more likely to occur in work
environments where ethical climate is present. Sportsmanship behaviors show up itself
avoiding growing problems unnecessarily and avoiding disrespectful attitude towards
co-workers (Yiicel, 2006). As it is understood from this, the sportsmanship behaviors which
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have the features that overlap with the moral principles will be bigger in an ethical climate
business environment.

Another effect of ethical climate in relation to organizational citizenship behavior appears on
the courtesy dimension. Courtesy is defined as the positive behaviors exhibited by members
who are affected by each other's work and decisions, which must be in constant
communication with the organization due to their business obligations (Samanci, 2006).
Courtesy behavior in organizations is manifested in the form of consultation with other
friends of the business especially about problems (Koys, 2001). Acting on both individual
and team-focused relationships, knowing which behavior is right and which behavior is
wrong will lead to continuity in both quality and permanence of these relationships. The
discrimination of the right and wrong behaviors mentioned above can be achieved through
the ethical climate in the organization. Feeling of the ethical climate by the worker will be an
incentive to show courtesy-based behavior.

The results of our research show that the ethical climate has the final effect on organizational
citizenship behavior on the dimension of civic virtue. Civic virtue, also called organizational
participation, means that workers participate actively and responsibly in the management
activities of the organization. Attending meetings regularly, observing changes closely, acting
in an active role as acknowledged by others, thinking about issues related to the organization,
having knowledge and sharing it with colleagues are behaviors that can take place in the
dimension of civic virtue (Atalay, 2005). By the features of civic virtues, it is an
organizational citizenship behavior that arises from the behaviors of this skill, which should
show the loyalty, responsibility and shared approaches of the worker. At this point, ethical
climate will enhance the sense of loyalty and awareness of responsibility hereby improve the
civic virtue to advanced level.

7. Conclusion

The Famous management scientist Peter F. Drucker states “We have known for 50 years that
money alone does not motivate employees to perform much more than it motivates
volunteers. What motivates volunteers? Volunteers, we know, have to get more satisfaction
from their work than paid employees precisely because they do not get a paycheck. They
need, above all, challenge” (Drucker, 2014: 29). The relationship of ethical climate and
organizational citizenship behavior examined in this study has been exactly corresponding
"challenge" expressed in this realistic view, especially in today's business world.

The ethical climate improves attitudes and behaviors of the worker that is to say improves the
organizational performance (Elci and Alpkan, 2009). For example, worker support the
development of intra-institutional relationships when they believe that there is an ethical
climate within the organization about recruitment, corporate politics, payment system etc.
(Weeks et al., 2005 as cited in Lu and Lin, 2014). In order for an ethical climate to be
established within institution, ethical rules, institutional policies on ethics, and a system of
rewarding and punishment must exist. Because; these factors are the most important factors
affecting the attitudes and adaptations of worker regarding ethical rules (Schwepker, 2001).
The presence and enforcement of ethical rules will ensure that higher ethical behavior is seen
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(Ferrel and Skinner, 1988). The existence of ethical institutional policies is also important
because it is an opportunity for the worker to show ethical behavior (Bommer et al., 1987).
Finally, while the presence of the reward system encourages ethical behavior, the lack of a
punishment system will increase the likelihood of unethical behavior (Schwepker et al.,
1997).

H International Journal of Human Resource Studies
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The ethical climate will create an environment where it is possible to distinguish right
behavior from false behavior, which will create a perceptual mechanism that will solve the
ethical problems. In this way, unwanted situations such as mobbing and personnel turnover
will be reduced, while levels of management quality, job satisfaction and loyalty will be
increased (Schwepker, 2001; Cullen et al., 2003). One of the first places where this increase
has shown positive effects is organizational citizenship behavior. Worker who perceive to
presence personal and institutional ethical values will be directed to show organizational
citizenship behavior directly, especially in sportsmanship, civic virtue and courtesy
dimensions.

The fact that the ethical climate and organizational citizenship behavior is more informal is
impute serious responsibility to top management. These two managerial concepts are up to a
locomotive plan to become a corporate culture. Worker will learn correct and voluntary
behavior from their superiors by seeing. Therefore, for the improve of ethical climate and the
development of organizational citizenship behaviors, superiors must always be one step
ahead of subordinate and lead them in this regard.

As a result of the research, it has been seen that ethical climate is influential on
sportsmanship, civic virtue and courtesy which are the organizational citizenship behavior
dimensions. This suggests that more organizational citizenship behaviors will be seen
especially in the organizations where the ethical elements become institutional ethic codes.

In those research conducted by Leung (2008), Butarbutar et al. (2010) and Huang et al. (2012)
in which the relationships between ethical climate and organizational citizenship behavior
were examined, it is found that ethical climate has increased the individuals' organizational
citizenship behaviors. The result of this research also overlaps with the literature in that it
suggests that ethical climate is related to sportsmanship, civic virtue and courtesy which are
dimensions of organizational citizenship behavior, positively. However, while it is expected
that ethical climate will have positive effects on altruism and conscientiousness, no such
findings were found as a result of the analysis. This can be brought to the attention of other
researchers as a limited aspect of this study.
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