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ABSTRACT 

The Corporate  Cha racter Ethical Value S t ructure : Con s t ruct De fini t i on , 
Mea s urement ,  Val idation and Rel a t i onship to Organi z a t i onal Commitment 

By Edwa rd D .  Showa l t e r ,  Ph . D .  

A dis s ertation s ubmi tted in partial  f u l f i l lment o f  the requ i r ement s  for 
the degree of Doctor of Phi l o s ophy a t  Vi rginia Commonwealth Unive r s i t y  

Vi rginia Commonwealth Unive r s i t y ,  1 9 9 7  

Chai r :  D .  Robley Wood, Jr . 
As s i s tant Chai r :  Randal l  G .  

Profes s o r  o f  Management 
Sleeth ,  As s ociate Profes s o r  of Management 

The corporate character value s t ructure con s i s t s  of ethical values 

applied in a business  s et ting arranged in a two dimens i onal mat rix 

p re s ented here a s  the Corporate Cha racter Ethi cal Value  Mat r i x ,  or  CC-

EVM . The two mat r i x  dimens i ons are : behavior- typ e s  defined a s  ei ther 

( 1 )  cus todi a l  or  ( 2 ) proactive; and behavi or t a rgets ( l ) t a s k ,  

( 2 )  con siderati on-speci f i c ,  directed toward a spe c i f i c  relati onship , or 

( 3 )  cons ideration-general , di rected a t  gene r a l i zed relationships or  the 

organi zation . The current resea rch deve l oped the matrix to define and 

c l a s s i f y  the s i x  values pres ented by The Character Counts Coa l i t i on ' s 

( 1 9 9 3 )  a s  core " p i l l a r s H  o f  charact e r : t rus tworthines s ,  respons ibi l i t y ,  

respect , caring , f a i rne s s  a n d  citi zenship . T h e  theoret i c a l  background 

for chi s  mat r i x  was bui l t  f rom the organi zati onal t rust and 

organi z a t i on a l  c i t i zenship behavior  ( OC B )  l i terature s , and the busine s s  

ethics l i t e rature . 



The s tudy tes ted the uniquenes s  o f  these s i x  con s t ructs using  

i t ems developed f rom e s t ab l i s hed measures  that  we re combined a s  one 

i n s t rument with i t ems developed based on Character Counts Coa l i tion 

s t atements .  Fa ctor  ana l y s i s  o f  s tudent ( n=32 4 ) responses explo red the 

exis tence of theorized dimens i ons under l ying the e s t ab l i s hed t r u s t  and 

OCB mea s u re s . I t em r eduction el iminated i tems fai l ing  t o  d i s c r iminate 

between f a c t o r s , and f i ve factors  emerged . The f i r s t  factor  contained 

i t ems f r om McAl l i s t e r ' s ( 1 9 95 )  cogn i tive-bas ed t r u s t  mea s u r e  and Van 

Dyne , Graham, and Dienes ch' s ( 1 9 9 4 ) obedience measure . The s e cond and 

third factors  contained i t ems f rom Van Dyne et  al . ' s  advocacy and 

l oyal ty mea sures  respective l y .  The fourth and f i fth f a c t o r s  expres s ed 

concern f o r  f ri ends and coun t r y ,  and contained i t ems developed f rom the 

Character  Counts Coa l i t i on . Rel i able  ( a lpha >.80) s ca l e s  f r om the 

factor i tems a l l owed further testing  f o r  in ferences about the s ca l e s  

val i d i t y  us i n g  personality  a n d  demographi c measures . 

x 

Findings s how support  f o r  the behavi o r - targets  dimens i on o f  the 

CC- EVM . The f i r s t  factor  corresponded to  the t a s k  t a rget . The advocacy 

and l o ya l t y  mea s u r e s  corresponded to  the cons iderat i on-speci f i c  and 

cons ideration-general targets . The f r iends and country s ca l e s  f a i l ed to  

exhibit predi cted relationships . The  f i ve measures  were regre s s ed 

against  mea s u r e s  p rovided by an i nsurance agency indus try  s ampl e  ( n= 1 1 2 ) 

o f  organ i z a t i onal commi tment and sha red ethical values . The s t ronges t  

relationship emerged between con s i deration-general ( loya l t y )  and 

o rgani z a t i onal commi tment . No s upport emerged for the behavi o r - t ypes 

dimens ion . 

d i s cus sed . 

Impl i ca t i ons for  resea rchers and practitioners  a r e  



CHAPTER 1 :  INTRODUCTION 

Introduction 

" I ndividua l s  act as they do because of their values . 

The value s e t s  o f  individual s  provide s t rong reasons for 

a c t i o n ,  and the mos t  dear values are ones we call "moral 

val u e s "  o r  " e thical  values . "  Corporate s trategy whi ch 

i gnores  the role of people in the organi zati on s imply 

i gnores  why organi zational members a ct as  they do . 

Corporate s t rategy mus t  return to the individual values  o f  

corporate members , before it is formulated. [ o ri ginal 

i t a l i cs )  I t  mus t  be b u i l t  o n  these  values , rather than 

t a king them as  cons t raining forces ( Freeman,  1 9 8 8 ,  p . l l )  

Freeman ( 1 9 8 8 )  ma kes a cas e ,  f rom a busine s s  s t rategy perspective ,  

for  i ncorporating ethics  and ethical values into the s t rategi c 

management proces s .  Kababo f f ,  Walde rsee & Cohen ( 1 9 9 5 ) pointed out 

s everal s h o r t comings in  resea rch on organi zati onal values , including a 

lack o f  theory devel opment . "Al though a va riety o f  value dimensions  have 

been identi fi e d  via resea rche r s ' intui tion,  s urveys of the l i terature 

and factor analys i s ,  there i s  an absence o f  wel l - speci fied theories of 

organi z a t i onal values " ( p . 1 0 9 7 ) . 

I f  val ue s , espec i a l l y  ethical val ues , a r e  important to business  

ethi cal conduct , r e s e a r chers in  thi s area mus t  answer three immediate 

1 



ques tions : ( 1 )  What i s  an ethical value? ( 2 )  How can ethical values be 

c l a s s i fi ed� and ( 3 )  How ethical values be measured? 

N i chol s on ( 1 9 9 4 ) pres ented a framework o f  l evel s  of ethical  

analys i s  f o r  theory and resea rch in business  ethics . Rei t e ra ting 

Freeman' s e a r l i e r  concerns , Ni chol s on wrote that organi z a t i onal theory 

and o rgani z a t i onal behavi o r  have for the mos t  part  " i gnored the ethical 

dimension of emp l o yee s '  and manager s '  experience" ( Ni chol s on ,  1 9 9 4 , p .  

5 8 3 ) . N i cho l s on pres uppos ed that ethical behavi o r  by companies and 

2 

individu a l s  exi s t s  due to one o f  three reasons:  they can a f ford i t ,  they 

are compelled to  i t ,  o r  they are inspi red to  i t . N i chol s on ques t i oned 

the p o s s i b i l i t y  of delineating behavior o r  goals  with  an ethical 

component f rom those whi ch do not have an ethical component . I f  a l l  

a ct i on s  have ethical  components ,  no behavi o r  o f  either an i ndividual  o r  

a n  organi zation c a n  be f ree f rom ethical analys i s  ( Ni chol s o n ,  1 9 9 4 ) . 

Figure 1 :  Nicholson ' s  ( 1 9 9 4 )  Framework for inquiry into organizational 
ethics 

level of analysis 
the ethical environment 

ethical domains 

ethical functioning 

ethical process 

I exogenous & endogenous contingencies I 
1 

focus of organizational units' 
ethical interests and goa Is 

linkage stewardship values interpersonal 

• 

Source : Ni chol s o n ,  N .  ( 1 9 9 4 ) . Ethi cs in o rgani zations:  A f r amewo rk  for  
theory and research . Journal o f  Bus i n e s s  Eth i c s , 1 3 ,  p .  5 8 4 . 



N i cho l s on ' s model ( Figure 1 )  pres ented four leve l s  o f  analys i s . 

The hi ghes t level , the ethical envi ronment,  exi s t s  outside the control 

o f  the f i rm .  

envi ronment . 

The f i rm mus t  remain awa r e  o f  and react to the e thical  

The other three leve l s  o f  anal ys i s  deal t  wi th the fi rm' s 

3 

relations and reactions to the exogenous and endogenous contingencies o f  

the ethical envi ronment . The current resea rch addre s s es s ome i s sues and 

c l a r i f i ca ti ons needed in the hi ghes t o f  Ni chol s on ' s other three leve l s , 

ethl cal doma i n s . 

Nicho l s on divided domains into two c l a s s e s , exogenous ( l inkage & 

s t ewardship dealing with the o r ganization ' s relations wi th external 

s t a keholde r s ) and endogenous ( values and inte rper s onal dealing  with the 

o rgani z a t i on ' s internal envi ronment and relations among o rgani z a t i onal 

memb e r s ) . Linkage r e f e r red to relations wi th external s ta keholder 

group s ;  s t ewardship conce rned the cons equences and externa l i t i e s  o f  

output s  and s e rvices . Values conce rned " the ethical cha racter  o f  the 

company as a mo ral agent" ( Ni chol s o n ,  1 9 9 4 ,  p .  5 8 5 )  and included the 

qua l i t i e s  of a l t ruism,  opennes s ,  honest y ,  trust and t rus tworthine s s . 

Interpersonal i s s ue s  " relate to an implied social  o rder o f  mo ral 

conduct , "  ( N i cho l s o n ,  1 9 9 4 , p .  5 8 5 )  and include " caring behavi o r ,  concern 

for the p e rs onal development of peop l e ,  encouraging corporate 

citi zens hip among memb e r s , the responsible u s e  o r  sharing o f  powe r ,  

equitable payment , and t h e  t reatment o f  minorities " ( Nicho l s o n ,  1 9 9 4 ,  p. 

5 8 5 )  . 

The third l evel , ethical functioning , contained identi fiable  

behavi o r s  and i n s t i tutionali zed ethi cal functioning ( e . g .  codes of  

ethics ) .  Three  f o rms o f  a ct i on -- exp r e s s ive ,  ins tituted,  and voluntary 

-- consti tute ethi cal functioning . Exp r e s s i ve f o rms included i ndividual 

atti tudes , beli e f s ,  and corporate culture . Insti tuted fo rms include 



roles ,  rul e s , s tandardi z a t i on and o rgani zational des i gn . I n s t i tuted and 

exp r e s s i ve forms of ethi cal functioning s e rve as  bounda ries  f o r  

individua l ' s  volunta r y  a ction . T h e  results  o f  these forms o f  ethical 

functioning include the integration o f  ethical ideas and goa ls ,  and the 

f i rm ' s reputat i o n . The lowes t  l evel , the mi cro o r  ethical  process  

4 

leve l , concerns the creation or modi f i cation o f  b e l i e f s  and values over 

t ime as a result  o f  events and experience s . The outcomes of the ethi cal 

proce s s  level  con s t i tute the ethical condi tion o f  the o r gani z a t i on . 

N i cholson ( 1 9 9 4 ) pointed out two potential p roblems in h i s  domain 

des cription . The theoretical c l a s s e s  o f  domains were wea k  rather than 

s t rong , and it wa s di f f i cult to  determine the moral agent f rom these 

c l a s s e s . I n  addi t i o n ,  N i ch o l s on' s model f a i l ed to clari f y  the 

di s tinction between values a s  guides to  behavi o r ,  and f o rms of behavi o r ,  

both o f  whi ch appeared i n  t h e  ethical domain l evel ; yet forms o f  

behavi o r  r eappe a r ed in the l ower ethical functioning leve l . N i cholson 

defended the concept o f  ethical domains above the functioning and 

proce s s  l evel s .  

Problem and Purpose for the Current Study 

For e f fective emp i r i ca l  resea rch to continue in this a r e a ,  ethical 

domains mus t  be rede fined clearly and f rom a s trong theoretical  base . 

The problem i s  deve l oping clear  defini tions , c l a s s i fications , and 

mea s u r ements  of the values in the ethical domains . 

The N i cho l s on f r amewo r k ,  in p a r t ,  addressed the absence o f  wel l ­

speci f i ed theories  o f  o rgani z a t i onal values , s t i l l  exhibi ted a l a c k  o f  

c l a r i t y  i n  t h e  ethical domains l evel o f  analys i s . The problem thi s 

r e s e a r ch p ro j e ct addressed wa s the l a c k  o f  clarity  in the ethi cal 



5 

domains l evel o f  ana l y s i s  which impedes clear defini t i o n ,  c l a s s i f i cation 

and mea s u rement o f  ethical values  in busines s .  

The purpose o f  this  resea rch was to  addr e s s  the wea kne s s e s  i n  the 

N i chol s on f ramewo r k  by defining an ethical value and presenting a 

c l a s s i fication  s t ructure for  ethical va lues known a s  the Corpo rate 

Character  Ethi cal Value Mat r i x  o r  CC-EVM . 

Definition of an ethical value 

This  s tudy drew on Rokeach' s ( 1 97 3 )  work  on values . "A val ue i s  an 

endur i ng b e l i e f  that a speci f i c  mode of conduct o r  end- s tate  o f  

exi s t ence i s  p e r s on a l l y  or s o ci a l l y  prefe rable to  an opp o s i te o r  

conve r s e  mode o f  conduct o r  end- s tate o f  exis tenceH ( Rokeach , 1 9 7 3 ,  p .  

5 ) . T e rminal  values a r e  those concerning end- states  o f  exis tence o r  

quanti f i ab l e  goal s . I n s t r umental values concern modes o f  conduct or 

behavi o r  to  reach goals .  To value ma king a p r o f i t  i s  a t e rmi nal value , 

whi l e  to val ue ma king that p r o f i t  through s uperior  p e r f o rmance i s  an 

i n s t rumental value . Ro keach ( 1 9 7 3 )  p resented s even ways values s erve as  

mul ti f a cited s tandards guiding behavi o r . As pres ented by Rokeach 

( 1 9 7 3 ) , values : ( l ) i n fluence posi tions on social  i s sues , ( 2 ) i n fluence 

p redi s p o s i ti ons t oward p o l i t i ca l  o r  religi ous ideologi e s , ( 3 ) guide s e l f ­

presentations , ( 4 ) s erve a s  s tanda rds f o r  evaluati ons o f  s e l f  and othe r s ,  

( 5 ) s erve a s  a b a s i s  o f  comp a r i s ons o f  competence and mor a l i t y ,  ( 6 ) s e rve 

as s tandards to p e r suade and infl uence othe r s , and ( 7 ) s erve as s tandards 

to rationa l i z e  otherwi s e  una cceptable beli e f s , atti tude s , and action s  to 

protect , mainta i n ,  and enhance s e l f-es teem . 

I n  s ho r t ,  values  a r e  guides to behavi o r ,  a s  wel l  a s  s tanda rds by 

which to  j udge behavi o r . This s tudy defined an ethical value a s : an 

instrumental value serving as a guide or standard for ethical behavior. 



" Ethical valuesH in thi s definition are equivalent to Ro keach ' s ( 1 9 7 3 )  

"moral  value s . H  "Mo r a l  values r e f e r  only t o  certain kinds o f  

inst rumental values , to  those that have an inte rpe r s onal focus whi ch ,  

when vi o l a t e d ,  arouse  pangs o f  cons cience or feelings  o f  gui l t  f o r  

wrongdoingH (Rokeach,  1 9 7 3 ,  p .  9 ) . Ethical values then function as a 

guide o r  s tandard f o r  right o r  good interper s onal behavi o r . 

Theory: The Corporate Character Ethical Value Matrix (CC-EVM) 

The Dimensions of the Ethical Value Matrix 

From a behavi o ra l  s t andpoint , s everal s t reams o f  r e s e a r ch define 

" goodH o r  " ri ghtH behavio r  in an organi zational context . The theory 

deve l oped in thi s r e s e a r ch postulates that two o f  these l i te r a tures , 
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( 1 )  t r u s t  and ( 2 )  o rgani zational citi zenship behavi o r ,  converge on a 

concept p r e s ented here as " corporate character . H  Corporate character  as  

defined here i s  a value  s t ructure that  guides individual behavi o r  i n  an  

organ i z a tional context . The corporate character value s t ructure 

con s i s t s  o f  e thical values a r r anged in a two dimens ional mat r i x  

pre s ented here a s  t h e  Corpo rate Character Ethical Val ue Mat r i x ,  o r  CC­

EVM . The two dime n s i ons of the CC- EVM are types of behavi o r s  and targets 

o f  behavi o r s . The CC- EVM theory defines two ethical behavi o r  types and 

three ethical behavi o r  t a rgets . 

Hosmer ( 1 9 9 5 )  defined t r u s t  as " the result  o f  ' right , ' ' j us t , ' and 

' fa i r '  behavi o r  -- that i s ,  mor a l l y  correct deci s i ons and a ct ions b a s ed 

upon the ethical  principles o f  anal ys i s  -- that recogn i z e s  and p rotects  

the rights and interests  o f  others within societyH ( p .  3 9 9 ) . This 

definition created a direct link between trust  and ethics in that both 

concern right , j us t ,  and fair  behavior . Hosmer pointed out that t r u s t  



was a c companied by an " expe ctation o f  generous or helpful o r ,  at the 

very leas t ,  non-harmful behavi or on the part o f  the t rus ted p e r s o n ,  

group , o r  f i rm . " ( 1 9 9 5 ,  p .  3 9 2 ) This dis tinction between helpful and 

non-harmful t ypes of behavi o r  wa s the b a s i s  for the f i r s t  dimens ion of 

the CC- EVM, ethical behavi o r  types. 

The CC- EVM theory pres ented in this s tudy catego r i z e s  ethical 

behavi o r s  i n  two t ype s , e i ther  proactive, s eeking to  improve the status  

quo ;  o r  custodial, s eeking only to  maintain the s tatus - quo . I f  s uppo rt 

exi s t s  f o r  the CC-EVM theory,  the exis tence o f  a proactive behavi o r  or 

the absence o f  a custodial behavi o r  would explain  both p o s i tive and 

negative modi f i cati ons in  the s t atus quo . This catego ri z a t i on may be 

context-speci f i c  or role- speci fi c .  I f  an individua l ' s j ob requi res a 

behavi o r ,  the CC- EVM theory de fine s  that behavi o r  as cus todi a l ,  in that 

failure to  p e r f o rm that behavi o r  has negat i ve cons equences . I f  the 

behavi o r  is p o s i tive and not requi red by the i ndividual ' s  j ob ,  that 

behavi o r  is proactive . This theoretical c l a s s i f i ca t i on catego r i z e s  not 

i ndividual behavi o r s  and their cons equences ,  but the va lues that guide 

those behavi or s . 

The other dimens i on o f  the CC-EVM i s  behavi o r  targets. Ethical 

behavi o r - t ypes c la s s i fy behavi o r  as  preventing harm o r  doing good,  

ethical behavi o r - targets  c l a s s i fy behavi or as  preventing h a rm o r  doing 

good to wha t  or whom . The CC- EVM divides targets o f  behavi o r  into  two 

ma j or catego r i e s  a long the lines  of the t a s k  vs . relationship dichotomy 

e s tabli shed by the Mi chigan and Ohio State s tudies ( YukI, 1 9 9 4 ) . Task 

t a rgets concern behavi o r s  towa rd a chi eving the formal goa l s  o f  the 
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organi z a t i o n . Behavi o r s  whi ch ta rget t a s ks a r e  gene r a l l y  mea s u rable and 

c l e a r l y  defined . The ethical element o f  t a s k- t argeted behavi o r s  comes 



f rom the indi rect ef fect o f  the t a s k-behavi or on rel a tionships , and not 

a di rect consequence of the t a s k .  

Al l b u s i nes s ethics  deal s  with rel a ti onships (Arthu r ,  1 9 8 4 ) . To 

avoid con f u s i on in terminol ogy,  the term "consideration" rep l aces the 

use of the term " rel a t i onship" as a category of behavi o r - t a rget s . 

The mul t idimen s i onal nature o f  t r u s t  found throughout the t r u s t  

l i terature s uppor t s  t h e  expecta t i on o f  the ta rget dimension o f  

cons idera t i o n . Con s i derat i on behavio r s  a re those that a f fect 

rel a tionships directly rather than through the per f o rmance of a t as k .  

Mayer and Davi s (1 9 9 5 )  defined trust  i n  terms o f  abi l i t y ,  benevolence 
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and integ r i t y ;  Butler a n d  Cantrell (1 9 8 4 ) l i s ted integri t y ,  competence, 

cons i s ten c y ,  l o y a l t y ,  and opennes s ;  Rempel , Holmes and Z anna (1 9 8 5 )  

l i s ted p redic t ab i l i t y ,  dependability and faith . Imp l i c i t  in a l l  these 

l i s t s  of t r u s t  f a c t o r s  a re element s  of t a s k  behavio r  ( e . g . , abi l i t y ,  

competence,  p redi ctabi l i t y )  a n d  cons i deration behavio r  ( e . g . , 

benevol ence,  opennes s  and f a i th ) . 

The o rgani z a tional citi zenship l i terature provides an addi t i onal 

dis tinction a l ong the t arget dimension between local and dis tant 

consi dera t i o n . Becker & Vance (1 9 9 3 )  refer red to local  and d i s tant 

a l t ruism:  (1) l o c a l - a l t ru i sm is citi zenship behavi or di rected a t  

i ndividu a l s  w i t h  whom the a cting i ndividual h a s  di rect o r  face-to- face 

inter a c t i o n ,  ( 2 ) di s t ant-al t ruisrn i s  citi zenship behavio r  di rected a t  

more general g roups o f  i ndividuals  outside di rect interacti on . By 

s imi l a r  logi c ,  cons ideration behaviors act upon ei ther spec i f i c  or 

general rela ti onship s . Speci f i c  rel a tionships involve identi f i able 

parties . Examples of spec i f i c  rel a tionships include : leader­

s ubordinate,  empl oyee-wo rkgroup ( i f  all  members o f  the wo rkgroup a re 

known ) , cowor ker-coworker , s a lesper s on-customer . Generali zed 



relatlonships lnvolve one o r  more parties  c l a s s i fied a s  categories o f  

peopl e  rather than a s  individual s . These categories  o f  people can be 

either l a rge o r  sma l l , but wi thin whi ch there are unidenti fiable 

partie s . Examp l e s  o f  general r e l a tionships include : company-
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s tockholde r s , company- cus tomer base and, individua l - societ y .  Targets o f  

behavi o r  divide into three categori e s : task, consideration-specific, and 

consideration-general. 

The r e s u l t  o f  this  categori zation i s  a 2 x 3 mat r i x  o f  val ue s  

s e rving a s  t ypes o f ,  o r  guides t o ,  ethical behavi o r s . T h e  mat r i x  

contains  s ix values organi zed as  a value s t ructure , rather than as  a 

value s y s t em .  Rokeach de fined a value s y s t em as  " a n  enduring 

o rgani z a t i on o f  b e l i e f s  concerning preferable modes o f  conduct o r  end­

states  o f  exi s t ence along a continuum of relative importance "  ( Rokeach,  

1 9 7 3 ,  p .  5 ) . This  l inear conception o f  a set  o f  values l imi t s  

intera ction between and among the val ue s . Kabano f f ,  Walde r s e e ,  and 

Cohen defined a value s tructure as " the ove r a l l  pattern of relations 

among a set of values , containing e l ement s  of both compatibi l i ty and 

conf l i ct among them" ( 1 9 9 5 ,  p .  1 07 7 ) . Kabano f f  et al . drew a clear  

di s t in ction b etween their work  and that o f  Rokeach stating "A value 

s t ructure i s  di f ferent f rom a value hierarchy because the f o rmer 

includes compatibility  and conf l i c t ,  and the l a t t e r  i s  s impl y  a 

priori ty-based o rdering" ( 1 9 9 5 ,  p .  1 0 7 7 ) . 

Labels for the Cells of the Corporate Character Ethical Value Matrix 

The "Aspen Conference , "  held in 1 9 92 by the Josephson I ns t i tute o f  

Ethi c s ,  devel oped through a modi fied Delphi technique a s e t  o f  s i x  

values as  a b a s i s  f o r  cha racter education : Trus tworthi nes s ,  

Responsibi l i t y ,  Respect , Caring , Fai rness  and Jus t i c e ,  and Citi zenship 
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and Civi c Vi rtue (Hanson , 1 9 92 ) . T o  dat e ,  n o  emp i r i ca l  r e s e a r ch has  

defined these s ix values a s  unique cons t ructs .  Despite the l a c k  o f  

emp � r i cal  ev�dence , s everal organi zations have a ccepted these s i x  va lues 

as  reas onable exp r e s s ions of ethical values including : Big Brothe r s / Big  

Sisters  o f  Ame r i ca , 4-H ,  AARP , United Way,  and the  Uni ted States  1 0 3 rd 

Congres s [ H .  J .  RES . 3 6 6 ]  ( Character Counts Coa l i t i o n ,  1 9 9 3 ) . The wide 

pub l i c  a cceptance of these "pi l la r s H  as reas onable ethical values 

indicated that the s ix words would s erve a s  a plausible set of l abel s 

for  the cel l s  o f  the CC-EVM . Fi gure 2 represents the CC-EVM with the 

six "Aspen ConferenceH values in pl ace . 

Figure 2 :  The Corporate Character Ethical Values Matrix (CC-EVM) 

Targets Consideration- Consideration-
Types Task specific general 

Custodial Trustworthiness Respect Justice & Fairness 

Proactive Responsibility Caring Citizenship & Civic Virtue 

The corporate character  ethi cal value matrix  o r  CC- EVM rep resents 

the doma i n s  of  ethical  behavi o r s . The cur rent resea r ch o f f e r s  that the 

CC- EVM doma i n  s t ructure represents a clearer repla cement to  the 

endogenous domai n  s t ructure in N i chols on ' s ( 1 9 9 4 ) framewo r k . 

Variables Within the COrporate Character Ethical Value Matrix 

Trustworthiness: Custodial type -- Task target 

T rus tworthine s s ,  a s  defi ned here , concerns prima r i l y  abi l i t y  and 

competence . McAl l i s te r  drew a dis tinction between a f fect-ba s ed trust  

and cogni t i on-based trus t ,  a f fe ct-based t r u s t  rooted in " reciprocal 

interpersonal care and concernH and cognition-based trust in " i ndividual 



11 

bel i e fs about peer  reliabi l i t y  and dependabi l i ty . "  Cent ral e l ement s  of  

cogni t i on based- t ru s t  included competence and dependab i l i t y  which a r e  

t h e  p r imar y  elemen t s  considered in the CC- EVM defini tion o f  

t rus tworthines s .  The other elements  o f  t r u s t  flow f rom " responsibi lity"  

and " caring" . If  an individual cannot ( b y  lack  of  abi l i t y )  do s omething,  

he o r  s he is  not t r u s two rthy in that capaci t y .  As a value o r  guide to 

behavi o r ,  t ru s tworthine s s  deal s  wi th behavi o r s  that imp rove o r  broaden 

relevant competence a t  handling t a s ks o r  deal ing with i n fo rma t i o n ,  a s  

required by t h e  individua l ' s o c cupation . 

Respons�ility: Proactive type -- Task target 

Responsi b i l i ty i s  t a s k  behavi o r  taken on by the individual with  

the end o f  imp roving relati onships a s  a consequence o f  the ta s k ,  and 

thus imp roving the s tatus quo . Part  o f  the CC-EVM' s de finit i on o f  

respon s ibil i t y  i s  expla i ned b y  t h e  dis tinction between getting t h e  j ob 

done ( as in the definition o f  t rus tworthines s )  and getting the j ob done 

wel l . The CC- EVM theory a s s e rt s  that an individual who highly values  

responsibi l i t y  wil l  seek  to  do the j ob wel l .  The CC- EVM' s defini t i on o f  

respons ibil i t y  a l s o  includes t a s k  behavi ors that a r e  beyond the 

i ndividu a l s  j ob des cription , but bene fit  the o rgani zation . This s e cond 

element o f  the defini t i on i s  s imi l a r  to Bateman & Organ' s ( 1 9 8 3 )  

conceptua l i zation  o f  ext r a - role behavi o r s . 

Respect: Custodial type -- Consideration-Specific target 

The respect val ue dimension guides behavi o r s  preventing the 

deterioration of exi s t ing relati onships . Many of thes e behavi o r s  equate 

with s o ci a l  etiquette ( e . g . , acknowledging s omeone ' s entrance into a 

room,  a cordial greeting,  s ha king hands ) .  Only in the absence o f  these 
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behavi o r s  d o  i ndividua l s  feel others a r e  not s howing respect . I n  the 

CC- EVM defini t i o n ,  respect is a granted rather than an ea rned concept . 

The CC- EVM theory predi cts that individual s  high on the respect 

dimens i on would exhibit these behavi o r s  to  total s t range r s  a s  wel l  as  to  

l ong-term c o l league s . 

Caring: Proactive type -- Consideration-Specific target 

McAll i s t e r ' s ( 1 9 9 5 )  a f fective founda tion f o r  t rus t i s  analogous to 

the CC- EVM' s concept of caring . Wimbush and Shepard ( 1 9 9 4 ) defined 

caring by s tating : " I n  an ethical cl imate dominated by the ' caring'  

dimens i o n ,  emp l oyees would have a s incere interest  f o r  the wel l -being o f  

each othe r ,  a s  wel l  as  others wi thin a n d  outside o f  t h e  o rgani z a t i o n ,  

who might be a f fe cted by t h e i r  e t h i c a l  deci s i ons . "  ( Wimbush & Shepa rd,  

1 9 9 4 ,  p .  6 3 8 ) This  concept nar rows here to include only thos e with whom 

the individual  has  a speci f i c  relationship . 

would a l i gn with the c i t i zenship dimension . 

Interes t in general others 

Ca ring behavi o r s  go beyond 

s o c i a l  etique t t e ,  extending into hones t  concern for imp roving 

relationships . 

Fairness: Custodial type -- Consideration-General target 

Fai rn e s s  embodies the concept s  o f  procedural and di s t r ibutive 

j us t i ce . Behavi o r s  linked to fairne s s  seek  equi table di s t ributi on o f  

oppo rtun i t i e s  and / o r  out come s . As with respe c t ,  only the absence o f  

f a i rnes s  modi f i e s  the s tatus quo . 

Citizenship: Proactive type -- Consideration-General target 

Van Dyn e ,  Graham, and Dienesch divided citi zenship into civic 

citi zenship and o rgani z a t i onal citi zenship , both made up of three 

catego r i e s  of behavi o r : obedience , loya l t y ,  and participation . Of 



these,  loyalty and p a r t i cipation coincide with this s tudy ' s definition 

of clt i zens hip . Citi zenship functions as caring extended to general 

others . ,  C i t i zens h i p ,  of the six CC- EVM cons t ruct s , is the value mos t  

concerned wi th the overall greates t good, or utili t a r i an ethi c .  
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These s i x  va riables , thei r interaction s ,  and con f l i ct s , combine to 

f o rm the Corp o r a te Character Ethi cal Val ue Matrix  ( CC-EVM ) . To 

facili tate relevant resea rch on the CC-EVM, this  s tudy moved towa rd 

creating meas u res of the six con s t ructs  making up the CC-EVM, and 

es tabl ishing the validity of those meas u res . 

Construct Measurement and Validation 

Thi s research tes ted the p roposed CC- EVM theory by ( 1 ) tes ting the 

uniquenes s o f  the cons t ructs in the CC-EVM, ( 2 )  developing a set o f  

mea su res , and ( 3 )  test i ng these meas u res against dependent va r i ables o f  

interes t ,  in this  case a f fective organi zational commitment .  This  

resea r ch p redi cted the s ix component cons t ructs o f  the Corporate 

Cha racter Cons t ruct to  be meas urable and di s t i nct . I n  a review o f  the 

emp i r i cal  l iterature on ethical decis ion making,  Ford and Ri cha rdson 

( 1 9 9 4 ) expres sed a need for clearer cons t ructs and emp i r i cal  tes ting o f  

models . Randal l  a nd Gib s on (1 9 9 0 ) expres sed concern over the l a c k  o f  

validation o f  meas ures used in busi nes s ethics  resea rch . Examination o f  

rel a t i onships between meas u res o f  the CC- EVM and other va riables and 

meas u res expected to  be cor relates and consequences of these component 

constructs  addres s ed these concerns and provided evidence o f  

dis criminant , convergent and criterion val idi t ies . 
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Correlates and Consequences of the COrporate Character Ethical Value 

Matrix 

Figure 3 represents the expected relati onships between the CC-EVM 

values  and the mea s u re s  to s uppo rt val idi t y .  The choi ce o f  the 

p redicted c o r r e l a t e s  used as  evidence to  support conve rgent and 

di s crimi nant validity was guided by Ford and Ri chardso n ' s (1 9 9 4 ) revi ew .  

Criterion val id i t y  i n f e rences requi red indu s t r y  s ampl e  resul t s . 

Multiple  l inear regre s s ion analys i s  used the CC-EVM value mea s u re s  a s  

i ndependent variables  a n d  Mowday,  Stee r s , and Porter ' s  ( 1 9 7 9 )  

Organ i z a t i onal  Commi tment Que s t i onnai r e  a s  the criterion var i abl e .  

Percep t i on o f  s ha red ethical values (Hunt , Wood, and Chonko , 1 9 8 9 )  was 

p redi cted to  act a s  a mediator  between the CC- EVM values and 

o rgani z a t i onal  commitment . 

Figure 3 :  Proposed Correlates and Consequences of the CC-EVM 

Convergent and 

Discriminant 
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Significance 

Thi s s tudy outl ines a theo ret i ca l  model which a i ds in defining 

ethical val ue s . The Corpo rate Cha racter Ethical Value Mat r i x  ( CC-EVM ) , a 

two x three mat r i x ,  contains the s i x  core ethical val ue s  determined by 

the Aspen Conference ( Hanson,  1 9 92 ) combined as  a val ue s t ructure . 

The CC-EVM theory pres ented in this  s t udy corresponds to the 

ethical domai n  l evel of a n a l y s i s  i n  N i cholson' s ( 1 9 9 4 ) framewo r k ,  but 

p re s ents  s ome speci f i c  advantages . Fi r s t  the CC- EVM bui lds upon 

relevant bus in e s s  theory and pre s ents  s t ronger theor e t i ca l  c l a s s e s  than 

N ichol s on . S e cond, the mor a l  agent , the individual ,  i s  c l e a r l y  

identi fi a b l e  a s  h o l di ng t h e  values and ma king t h e  deci s ion . Thi rd,  and 

pe rhaps mos t  relevant , the CC- EVM cons t ructs comp r i s e  a c l e a r l y  

definabl e a nd perhaps mea s u r able s e t  more app l i cable to  empi r i cal 

r e s e a r ch . 

The c l a r i f i ca t i ons o f  ethical value domains , the CC-EVM f ramework  

and the developed mea s u r e s  would f a c i l i tate the  implementation o f  ethics  

into the s t rategic  planning process  by providing a means to measure  the 

values important to the o r gani z a t i on ' s employees , and by providing 

di rection for corporate ethi cal development . I n  addi t i on the measures  

developed i n  t h i s  s t udy can add to  the  tools ava i l ab l e  f o r  meaningful 

emp i r i c a l  r e s e a r ch in  bus in e s s  ethics . 

Fin a l l y ,  t h i s  r e s ea rch represents the f i r s t  ope rationa l i z a t i on o f  

t h e  s i x  values p u t  f o r t h  by t h e  Josephson I n s t i tute . To t h e  extent the 

CC-EVM held up under thi s s tudy' s emp i r i ca l  s crutiny,  it  woul d  e s t a b l i s h  

a l o g i c a l  f ramewo rk  for  ( l ) di s cu s s ing and mea s uring ethi cal values in  

bus ine s s  a nd ( 2 )  continuing emp i r i cal  resea rch in  bus i n e s s  ethics . 
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Hypotheses 

Theory building and the creation o f  initial  CC- EVM measures  did 

not lend thems e l ve s  to  tes table hypothe s e s , whereas validity a s s e s sment 

did . Five p r e s ented hypothes e s  were directed at dis criminant , 

convergen t ,  and criterion validity a s s e s sment s . 

I n  part , d i s criminant val idity deal s  wi th whether const ructs ,  mo re 

spec i f i c a l l y  mea s u re s  of thos e cons t ructs ,  di s criminate among themselves 

rather than mea s u r e  the s ame con s t ruct . The CC- EVM theory p redicted 

exactly  s ix unique unde r l ying l atent con s t ructs .  To a s s e s s  the number 

of under l ying cons t ructs , this s tudy used factor analytic methods . 

Hypothesis One (H,l: Items in the created measures of 

ethical values will produce an interpretable six factor 

solution relating to six substantive categories of ethical 

values. 

High c o r re l a t i ons between tes ted mea s u res and other mea s u r e s  o f  

simi l a r  con s t ructs  p rovided evidence regarding conve rgent val i di t y .  

H ypotheses  2 a  and 2b related to  this  f o rm o f  val i di t y .  A s  reviewed by 

Ford and Ri chardson ( 1 9 9 4 ) , the ethics l i terature has found a con s i s t ent 

negative c o r r e l a t i on between Ma chiave l l ianism and ethi cs , mixed support 

that l ocus of control and gender are a s s ociated wi th ethics . Ba s ed on 

the p redi cted directi ons o f  these relat i onships from the l i terature , 

Hypothesis Two-a (H2al: Machiavellianism will negatively 

associate with the substantive categories of ethical values. 

Hypothesis Two-b (H2bl: External Locus of Control will 

negatively associate with the substantive categories of 

ethical values. 



Addit i on a l  support for  dis criminant validity  comes f rom mea sures 

f a i l ing to  c o r r e l ate  wi th va r i ab l e s  f rom which they are conceptua l l y  
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di s t i nct . Hypothe s i s  2 c  deal t  with  the created measures  being dis tinct 

f rom gende r . 

Hypothesis Two-c (H3c) : There will exist no relationship 

between gender and the substantive categories of ethical 

values. 

Hypothes i s  2 addressed convergent and di s criminant validity  wi th 

demographi c and personality  var i ables . Hypothe s i s  3 deal t  with 

conve rgent validity f rom the s tandpoint o f  a behavi o r a l  a s s e s sment . 

Hypothesis Three (H3) : Assessments of ethical behavior will 

positively associate with the substantive categories of 

ethical values. 

A s t rong relati onship between a new measure  and a theo r e t i ca l l y  

r e l ated dependent var i a b l e  s i gni f i e s  cri terion val idi t y .  Findings f rom 

Hunt , Wood,  and Chonko ( 1 9 8 9 )  i ndicate a r e l at i onship between ethi cal 

values and o r g ani za tional commitment . Based on Hunt et a l . ' s  finding s ,  

the cur rent s tudy u s ed o rgani zational commi tment mediated through 

perceptions of s h ared e thical values to provide evidence s upporting 

c r i t e r i on validit y .  

Hypothe s i s  Four rep l i cated for a non-ma r keting s ampl e  the findings 

of Hun t ,  Wood, and Chonko ( 1 9 8 9 ) . They found that more con s i s tent 

ethical  values th roughout an organi zation correlate wi th higher  leve l s  

o f  organi z a t i on a l  commi tment . 

Hypothesis Four (H,) : Organizational commitment will 

positively associate with individual's perception of shared 

ethical values. 



The f i fth hypothe s i s  tes ted the e f fects o f  changes in leve l s  o f  

ethical va lue s  o n  o rgan i z a t i onal commi tment th rough the medi ator . 

Hypothesis Five (H5) : The substantive categories of ethical 

values will positively affect organizational commitment 

through the mediator of perception of shared ethical values. 

Overview 

This s tudy contains f i ve chapters . Chapter  two addres s e s  
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l i terature r e levant t o  this s tudy . The trust  and o rgani z a t i onal 

c i t i zenship behavi o r  l i teratures p rovide background i n f o rmation for the 

creation and rel evance o f  the Corporate Character Eth i cal  Value Mat r i x  

( CC - EVM) . The values and ethics  l it e ratures estab l i s h  the importance o f  

the f i e l d  o f  s tudy, the current s t a t e  o f  emp i r i cal  r e s e a r ch i n  the 

f i e l d ,  and the r a t i onale behind the choi ce of var i ab les . Fina l l y  a 

b r i e f  review o f  the o rgani z a t i onal commi tment l it e rature e s t ab l i s h s  i t s  

relevance a s  a c r l t erion va r i able  in  t h e  indu s t r y  s ample . 

Chapter  three p re s ents  the methods used i n  this  s t udy . This s tudy 

gathered que s t i onna i re data in two s amples ; organi zational behavi or 

s tudents ,  and an financial s e rvi ces indus try  s ampl e .  The data gathered 

f rom the s tudent s ampl e  provided information on the uni quenes s  of the 

con s t ructs in  the CC-EVM, including thei r relationship to  measures  of 

Ma chiave l l i anl sm, l ocus of control , perceived sex-role  & ethical 

a s s e s sment . The s t udent s ampl e  provided the data used to build mea s u res 

for  each s ubs tantive category o f  ethical values found . Both s amples  

provided demographic va r i abl e s . Anal y s i s  o f  the  indus try  sample  data 

provided evidence of the s tabi l i ty o f  the measures  a c r o s s  s ampl es , and 

dete rmined the r e l a ti onships between the created measures  and 



organi z a t i onal commi tment a s  mediated by perceptions o f  s hared ethical 

value s . 

Chapter  four pre s ents  the findings including the results  o f  the 

factor analys i s ,  c o r relation analys i s ,  mul tiple l inear regre s s i on 

analys i s ,  and r e l i abi l i t y  s ta t i s t i c s  for  a l l  meas ures . Chapter  f i ve 

pre s ents  a s umma ry o f  the resea rch , a di s cu s s ion o f  the findings , the 

l imi t a ti ons of the s tudy , and directions for future resear ch . 
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CHAPTER 2 - LITERATURE 

Overview 

This  chapter  di s cu s s e s  four s e gment s  o f  l i terature : ( 1 )  trus t ,  ( 2 )  

organ i z a t i onal c i t i zenship , ( 3 )  ethics and value s , and ( 4 )  

organi z a t i onal commi tment . The f i r s t  two segments p rovide the b a s i s  for  

the proposed corporate cha racter ethi cal value matrix  ( CC - EVM )  and 

e s t a b l i s h  the theoretical  connection between the mul tidimens i onal 

cons tructs  of trust and organi z a t i onal citi zenship . The third 

overviews s eve ral theories  and definitions o f  busine s s  ethics to explore 

the s i gn i f i ca n ce o f  the current resea rch and i t s  p l a ce in the 

l i teratur e . The third s e gment a l s o  revi ews busine s s  ethi c ' s 

rel at i ons hip to s t rategy a s  wel l  as mea s u res to draw inferences about 

the conve rgent and di s criminant val idity of the CC- EVM . The fourth 

s e gment provides i n fo rma tion on o rganizational commitment whi ch was used 

in this s t udy a s  a dependent va riable in inve s ti ga t ing the c r i t e r i on 

val idity o f  the CC-EVM . 

Trust 

Four s e ctions comp r i s e  this review of the trust  l i terature . The 

f i r s t  s e ct i on revi ews s eve ral definitions and conceptua l i z a t i ons o f  

t r u s t  o f  a theoretical  natur e ,  whi l e  t h e  s e cond s ection cons ide r s  

f a c t o r s  o f  t ru s t  found through empirical  s tudy . T h e  thi rd and fourth 

s ections reviews two o f  these conceptua l i zations in deta i l , the third 
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s ection considering t r u s t  a s  cont rol , and the fourth considering the 

a f fective and cogni t i ve a spects of t rus t . 

Definitions Of Organizational Trust 

The t r u s t  l i terature p r e s ents s everal  de finitions and 
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conceptual i za t i ons o f  o r gani zational trus t .  Luhmann ( 1 9 7 9 )  viewed trust  

a s  a mechanism peopl e  u s e  to reduce complexity and uncertainty i n  their 

s u r roundings . Luhmann ( 1 97 9 )  a l s o  pres ented t r u s t  as bridging t ime . 

P e r f o rmance i s  expe cted i n  a s s i gned rol es , and trust  a l l ows f o r  the 

a s s i gnment of r o l e s  p r i o r  to  p e r f o rmance . "To s how t r u s t  i s  to  

anti cipate the future . I t  i s  to behave as though the future were 

certain" ( Luhmann , 1 9 7 9 ,  p .  1 0 ) . 

Cook and Wal l  ( 1 9 8 0 )  de fined t r u s t  as " the extent to whi ch one i s  

wil ling t o  a s c ribe good intentions to  and have confidence i n  t h e  words 

and a ct i on s  of other peop l e" ( 1 9 8 0 ,  p .  3 9 ) , and found that t r u s t  

correl ated p o s itively wi th organizational commitment . Rotter ( 1 9 8 0 )  

defined t rus t a s  " a  gener a l i zed expectancy held b y  a n  individual that 

the word,  p romi s e ,  o r  oral or written s t atement of another individual 

can be relied on" ( 1 9 8 0 ,  p . 1 ) . Gibbs ( 1 9 9 3 )  di f f e rentiated between 

t r u s t  and confidence f rom a ma rketing vi ewpoint : t r u s t  r e s i ding in the 

personal r e l a tionship and confidence in the s e rvice delivery s ys tem . 

Rempel , Holmes & Zanna ( 1 9 8 5 ) , in an a r t i cl e  on interpe r s onal 

rather than o rgani z a t i onal t rus t ,  conceptual i zed three components of  

t r u s t  as  predictabil i t y ,  dependabil i t y  and faith . Predictab i l i t y  i s  the 

mos t  s i tuation s peci f i c ,  whi l e  dependab i l i t y  involves a s s e s sment of 

general p e r f o rmance . Fai th i s  an a f fective a s s e s sment ,  determined by 

" an emo tional s e c u r i t y  on the part o f  individu a l s  which enab l e s  them to 

go beyond the ava i l ab l e  evidence and fee l , with as surance , that thei r 



partner wi l l  be respon s i ve and caring despite the vi c i s s i tudes o f  an 

uncert a i n  future" (Rempel , Holmes & Zanna , 1 9 8 5 ,  p .  97 ) . 
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Hosmer ( 1 9 9 5 )  s tated a working de finition o f  organi zati onal trus t :  

" the expectation by one pers on , group , or firm o f  ethi cal l y  j u s t i f i able  

behavior -- that i s ,  moral l y  correct deci sions  and a ct i ons b a s ed upon 

ethical principles  of anal ys i s  -- on the part of the o ther pers on , 

group , or f i rm in a j oint endeavor or economi c exchange" (Ho smer , 1 9 9 5 ,  

p .  3 9 9 ) . 

Empirical Dimensions Of Trust 

Zand ( 1 9 7 2 ) defined trus ting behavior " a s  cons i s ti ng o f  a c t i ons 

that ( a )  i ncrea s e  one ' s vulnerab i l i t y ,  ( b )  to  another who s e  behavi or i s  

n o t  under one' s control , (c ) in  a s i tua t i on in which t h e  penal t y  

( di s ut il i t y )  o n e  s u f fers i f  t h e  other abuses that vulnerabi l i t y  i s  

greater than the bene f i t  (ut i l i t y )  one gains i f  the other does not abuse 

that vul n erabi l i ty" ( 1 9 7 6 ,  p .  2 3 0 )  Zand reported findings that 

interpers onal rel a t i ons in  l ow-tru s t  groups interfere wi th probl em 

solving abi l i ty ,  wherea s  hi gh-trust  groups s o l ved probl ems more 

e f fective l y .  Z and drew an important dis tinction in group problem s olving 

of s epara t i n g  the prob l em and the interpersonal rela t i on s hips . 

Butler and Cantre l l  ( 1 9 8 4 ) found five components o f  trus t : 

i ntegri t y ,  competence , con s i s tency,  opennes s  and l o ya l t y .  They found 

integrit y ,  competence and con s i s tency were more determinant of trust  

than openn e s s  or  l o ya l ty . 

Butl er ( 1 9 9 1 ) , exploring the underl ying condit ions o f  trus t ,  

i ntervi ewed 8 4  managers . From these interviews , Butler ident i f ied 1 0  

categori e s  o f  underl ying trust  condi t i ons : ava i l ab i l i t y ,  competence , 

cons i s tency,  dis cretenes s ,  fairne s s , integri ty,  l o ya l t y ,  openne s s ,  
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pro� s e  ful f i l lment , receptivi t y .  Four items in each o f  t h e  categories , 

along with a four-i tem generali zed trust  mea s u r e ,  were combined in a 

condi tions - o f - t r u s t  inventory (CT I ) (Butl e r ,  1 9 9 1 )  A s ample o f  3 80 

s tudent s  compl e t ed the CTI and the results  were factor analyzed . I tems 

in the gene r a l i z ed t r u s t  measure  loaded with the integrity f a ctor , and 

fairnes s and loyal t y  i t ems loaded together for nine factors . Butl e r  

decided t o  r e t a i n  f a i r n e s s  a n d  loyalty as  s eparate factors , despi te the 

i tems loading t ogethe r . Butl e r  defined fai rnes s as "perceived equi tyH , 

and l oyal t y  a s  "per ceived benevolenceH (Butl e r ,  1 9 9 1 ,  p .  6 52 ) . Hinkin 

( 1 9 9 5 )  catego ri zed Butl e r ' s research as  an exce l l ent  examp l e  o f  r e s e a r ch 

and s ca l e  development . 

Maye r , Davi s ,  and S choorman ( 1 9 9 5 )  a rgued that t r ends point to an 

increas ing imp o rtance of t r u s t  i n  the coming years . Mayer et a l . 

presented a three factor  conceptuali zation o f  trust  a s : abi l i t y ,  

benevol ence , a n d  integri t y .  Abi l i t y  included s k il l s , competenci e s , and 

characteri s t i c s . Benevolence was the perception of  a des i re to do good 

to the t ru s t o r , or an a t t achment to  the trus t o r ,  regardl e s s  of profit  

motive . Integrity  involves the  perception o f  s ha red values between the 

t rust o r  and the t r u s t ed party . 

The cur r ent  r e s ea rch presented in chapter one a two behavior-type 

by three behavi o r - ta rget mat r i x  o f  values called the Corporate Character 

Ethi cal Value Mat r i x  (CC-EVM ) . Signifi cant parallels  exi s t  between the 

trus t dimens i on s  a nd the theor i z ed CC-EVM' s t a s k - custodial (abi l i ty ) , 

t a s k-proac t i ve (integri t y ) , and consideration-specifi c-proactive 

(benevo lence ) values . 
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Trust Functioning As Control 

Barber (1 9 8 3 ) , in h i s  book The Logi c and Limi t s  o f  Trus t ,  viewed 

trust  a s  a con t r o l  mechani sm between p r o fessionals  and clients . Ba rber 

cal led this cont rol mechani sm the "moral dimension" of t rus t ,  and 

separated thi s dimens ion f rom techn i c a l l y  competent role per f o rman ce . 

I n  addi t i o n ,  Barber viewed t r u s t  as a social  cont rol function , 

expres sing and ma intaining sha red values . 

Pennings & Woi ceshyn (1 9 8 7 ) defined institutionali zed trust  or 

formal t r u s t  as the "mere p resence of expectations that p a r t i cu l a r  

behaviors wi l l  b e  s u s t a ined a n d  repeated" ( Pennings & Woi ceshyn ,  1 9 8 7 ,  

p .  8 6 ) . I n  addition t o  thei r definition , Pennings & Woiceshyn presented 

a model exp la ining how organizati onal trust  becomes establ i s hed and 

operates . "As a mode o f  cont rol , t r u s t  and sha red values a c t  a s  

cons traints  on member s '  behavi o r ;  they s u cceed because members have 

internali zed them through s o c i a l i zation and s election . Selection 

essenti a l l y  imp l i es anti cipatory s o c i a l i z a tion (i . e . , s o c i a l i zation 

p r � o r  to  ent ry ) . Unl i ke personal cont rol , this type o f  control i s  

intrinsic  to the pers on him-or-hersel f ;  it i s  the member who per s ona l l y  

evaluates a n d  rein f o r ces comp li an ce . Indeed, one mi ght s a y  that t r u s t  

i s  internal i zed s urvei l l ance . "  (Pennings & Woiceshyn , 1 9 8 7 ,  p .  8 8 )  

Cognitive And Affective ASpects Of Trust 

Lewi s & Wei gert (1 9 8 5 )  rei terated trust  i s  a function o f  

rel ationships and pointed out that t r u s t  has both cognitive and 

a f fective elements . I n  addi tion,  they reinforced the a s s ociation 

between trust and r i s k ,  and that a s s o ciation ' s ef fect on individual 

behavi o r . " Behavi o r a l l y ,  to t r u s t  i s  to act as i f  the uncertain future 

actions o f  others were indeed certain in c i r cums tances wherein the 



violation o f  the s e  expectations results  in negat ive cons equences for 

those invo l ved" ( Lewi s & Weige r t ,  1 9 8 5 ,  p.  9 7 1 ) . 
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Drawing o n  Lewi s and Weigert ( 1 9 8 5 ) , McAl l i s t e r  ( 1 9 9 5 )  tes ted for 

the e f fect  o f  a f fect-ba s ed and cognition-based t rus t in relationships 

among managers ( n= 1 9 4 ) .  McAl l i s t e r ' s resu l t s  s howed clear  factor 

analyt i c  di f f e rences between measures  o f  a f fect-based and cogn i t i on­

based trus t .  McAl li s ter  a l s o  found a relation between t r u s t  measures  

and s eve ral  t yp e s  o f  organiza tional citi zenship behavi o r . 

deve l oped and u s ed by McAl l i s t e r  could support  the CC- EVM . 

Conclusions From The Trust Literature 

I t ems 

Hosme r ' s ( 1 9 9 5 )  review o f  the t rus t l i terature to date drew five 

conclu s i on s : ( 1 )  Trust i s  genera l l y  expres s ed as an individua l ' s 

optimi s t i c  expectation about an outcome or behavi or o f  a person ; ( 2 )  

Trust  gene r a l l y  occurs under conditions o f  vulnerabi l i t y  and dependence ; 

( 3 )  Trust  i s  gene r a l l y  a s s ociated wi th wi l l ing cooperation the resulting 

bene f i t s  of coope r a t i o n ;  ( 4 )  Trust is general l y  di f f i cu l t  to  enforce ; 

( 5 )  Trust  i s  gene r a l l y  a ccompanied by a s s umption o f  an a c knowl edged o r  

accepted dut y  to  p rotect t h e  rights  and intere s t s  o f  others ( Hosme r ,  

1 9 9 5 )  

The p r o a ct i ve and custodia l  behavior-type dimensions o f  the CC-EVM 

appear in Hosme r ' s ( 1 9 9 5 )  explanation o f  the fi fth conclu s i on ; "These 

volun t a r i l y  a c cepted duti es clearly  go beyond a negative promi s e  not to  

h a rm the i n t e r e s t s  o f  the other p a r t y ;  they s eem to p rovide a p o s it i ve 

guarantee that the rights and intere s t s  o f  the other party wil l  be 

included in the final  outcome" ( p .  3 92 ) . I n  addi tion to s upport for  the 

behavi o r - t yp e  dimens ion of the CC- EVM, Mayer ,  Davi s ,  and S choorman 



( 1 9 9 5 ) provided s upport for the element s  o f  the behavi o r  t a rget 

dimension . 

Organizational Citizenship Behavior 

Organi zati onal Citi zenship Behavi o r  ( OCB ) resea rch has  ta ken two 

directions . The f i r s t  di rection conceptual i zed OCB as p rima r i l y  
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organi z a t i on a l l y  functional ext r a - role behavior including the factors  o f  

altruism, comp l i ance,  courtes y,  sportsmanship,  cons cientiousnes s ,  and 

civi c vi rtue ( e . g . , Ba teman & Organ,  1 9 8 3 ;  Organ & Konovs ky,  1 9 8 9 ;  

Moo rman , 1 9 9 1 ) . The s econd conceptuali zes OCB as political  citi zenship 

applied to  o rgani z a t i ons including the factors of obedience, loyalty and 

parti cipa t i on ( e . g . , Graham, 1 9 9 1 ; Van Dyne, Graham, & Dienes ch , 1 9 9 4 ) . 

Whi le these s t reams o f  res ea r ch a re not mutual l y  exclusive ( see Graham & 

Organ , 1 9 9 3 ) , there has  been di f f i culty in clea r l y  defining the OCB 

con s t ruct and i t s  dimens ions . 

Conceptualizations of Organizational Citizenship Behavior 

Bateman and Organ ( 1 9 8 3 )  conceptuali zed the cons truct o f  

" organi z a t i onal c i t i zenship behavi o r" ( OCB )  as  a way t o  more closely 

link j ob s a t i s f a ction and per formance . Ci t i zenship behavio r s  a re those 

behaviors individu a l s  volunt a r i l y  undertake to " lubri cate the s o ci a l  

ma chinery o f  the o rgani z a t i on b u t  d o  n o t  inhere di rectly in the usual 

notion of t a s k  per formance" ( Ba teman & Organ,  1 9 8 3 ,  p .  5 8 8 ) . 

Because OCB a c t s  a re volunta r y ,  Bateman a n d  Organ ( 1 9 8 3 )  

theori zed that OCB might provide a s t rong indi cator o f  j ob s a t i s faction,  

and establ i s h  a s upportable rela tionship between s a t i s faction and 

per f o rmance . Bateman and Organ' s work  genera l l y  s upported a s t ronger 

connection between s a t i s faction and OCB than ea rlier rel a t i onships 

between s a t i s faction and perfo rmance, yet the findings did not support a 
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causa l  r e l a tions hip ( Bateman & Organ,  1 9 8 3 ) . S chna ke ( 1 9 9 1 )  pres ented a 

review o f  the OCB l i tera ture and concl uded that while  OCB seemed to be 

an important const ruct of interest  to  researchers , there was no clear 

de fini t i o n ,  nor agreement on wha t  the unde rlying factors o f  the 

con s t ruct we re o r  should be . 

Graham ( 1 9 9 1 ) r econceptual i zed citi zenship behavi o r  f rom a 

poli t i ca l  s cience perspective . Civi c citi zens hip behavio r  includes a l l  

pos i t ive communi ty-rel evant behavi o r s  o f  individual citi zens . OCB then 

man i f e s t s  as all p o s i tive organi zationa l l y  rel evant behavi o r s  o f  

individual o rgani zation memb e r s . The re a r e  three primary forms o f  

citi zenship behavi o r s ,  o r  " responsibilities  o f  citi zens hipH : ( 1 )  

organ i z a t i onal  obedi ence ( fo l l owing rules and regulations and s t ructural 

cons t r a i nt s ) ,  ( 2 )  o r gani z a t i onal l oyal t y  ( iden t i f i cation and a l legiance 

to  the organ i z a t i on mani fes ted in defense against threats and 

contributing to  reputation ) ,  and ( 3 )  organi zational parti cipa tion 

( ta king p a r t  in o r gani z a t i onal a f f ai r s , keeping i n f o rmed ,  and s ha ring 

oplnions ) .  Graham theori zed these behavi ors to mani f e s t  in covenantal 

relati onship s ,  where  the parties  build relationships by choice because 

o f  shared val ues and goal s . 

Van Dyne , Graham, and Diene s ch ( 1 9 9 4 ) presented a con s t ruct 

rede finition of OCB mo re in line wi th Graham' s ( 1 9 9 1 )  p o l i t i cal 

citi zenship model , and found a five-factor  s t ructure for  OCB . The f i r s t  

two f a c t o r s  w e r e  l o ya l t y  and obedience,  simi l a r  to t h e  predi ctions o f  

poli t i ca l  theo r y .  T h e  other three factors were types o f  participation : 

s o c i a l  p a r t i cipation comp r i s ed o f  attending meetings and other 

rela tionship t ype i tems , advocacy parti cipation comprised o f  i tems 

cons is tent wi th an inte rnal change agent , and functional parti cipation 

comp r i s ed o f  task rel ated items . Respondents totaled 9 5 0  employees and 



1 69 s upervi s o r s . The final outcome o f  this resea rch was a rede fined 

con s t ruct of OCB , and val ida ted measures  for the five factors  of OCB 

( Van Dyne et  a l . ,  1 9 9 4 ) . 
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Graham & Organ ( 1 9 9 3 )  attempted t o  combine the dive rging s t reams 

o f  OCB r e s e a r ch s ta t ing that in many types o f  organi zations , not a l l  

neces s a r y  j ob functi ons a r e  exp l i ci t . Those voluntary not-exp l i ci t  

cont ributions a re f o rms o f  c i t i zenship behavi o r . T h e  current s tudy 

concentrates  on the pol i t i ca l  c i t i zenship model ( Graham, 1 9 9 1 : Van Dyne 

et a l . , 1 9 9 4 l . 

Organizational Citizenship Behavior and Trust 

Robinson and Mo rri s on ( 1 9 9 5 )  found organi zational t r u s t  moderated 

a relationship between ps ychological cont racts  and OCB . I ndividual s  who 

f e l t  obligations  we re unful f i l l ed reduced extra- role behavi o r s  

( voluntary behavi o r s  n o t  expl i c i t l y  required by t h e i r  j ob ) . I n  another 

s tudy cons idering both o rgani z a t i onal trust and OCB , Konovs ky and Pugh 

( 1 9 9 4 ) f ound t r u s t  in one ' s  s upervi s o r  to moderate between f a i rnes s 

perceptions and c i t i zens hip behavi o r s . Whil e  Konovs ky and Pugh' s 

explained va riance wa s sma l l  ( 9 % ) , these resea rch s tudi es e s ta b l i s hed 

an emp i r i c a l  and theoretical connection between o rgani z a t i onal t r u s t  and 

OCB,  s t rengthening the theoretical  foundation of the CC-EVM whi ch 

postulates  that a common s e t  o f  values underl i e  both trust  and OCB . 

Empirical Factors of Organizational Citizenship Behavior 

Becker & Vance ( 1 9 9 3 )  infer red the cons truct validity o f  three 

t ypes of c i t i zenship behavi o r s : ( 1 )  local a l t ru i sm defined a s  behavi o r s  

toward individu a l s  wi th whom the respondent i n t e r a c t s  regula r l y ,  ( 2 )  

dis tant a l t ruism defi ned a s  behavi o r s  toward more gene r a l i zed othe r s , 
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and ( 3 )  con s c i entiousne s s  defined a s  comp l i ance wi th organi z a t i onal 

rules and no rms . Both types o f  a l t ruism referred to helpful extra-role  

behavlor s . The emp i ri ca l  dis tinction Becker and Vance f ound between 

local and di s tant a l t ruism behaviors  lends s upport to  the CC-EVM' s 

theori zed di s tinction between consideration-speci f i c  and consideration­

general behavi o r  t a rget s . 

A recent s t udy by S chna ke , Cochran,  & Duml e r ,  ( 1 9 9 5 )  found 

relati onships between l eade rship behaviors  of initiating s t ructure , 

cons iderat i o n ,  and OCB .  Two imp l i cations f o l l ow from S chnake e t  al . ' s  

findings : ( l ) leaders may be able to  influence or encourage OCB , and ( 2 )  

the t a s k / con s i deration  dichotomy i s  a potential research direction for 

OCB , such a s  the prop o s ed CC-EVM . Barr & Pawar ( 1 9 9 5 ) propos ed a model 

including the p r ima ry t arget or  bene ficiary o f  OCB to  gain a finer focus 

on OCB . They proposed three domains : cowo r k e r ,  s upervi s o r  & 

o rgani zation . The f i r s t  two t a rgets are  s imi l a r  to the consideration-

speci f i c  targe t ,  whi l e  the t a rget o f  organi zation corresponds to  the 

con s i de r a t i on-general t arget o f  the CC-EVM . 

Organ ( 1 9 9 4 ) failed  to find a s upportable link between personality 

and c i t i zens hip behavi o r . Organ and Ryan ' s ( 1 9 9 5 )  meta-ana l y s i s  o f  OCB 

as e a r l i e r  conceptuali zed by Bateman and Organ ( 1 9 9 3 )  ( al t ruism,  

comp l i an c e ,  courtes y ,  sportsmanship , and civic virtue ) rea f f i rmed that 

s a t i s faction r e l ated mo re s t rongly wi th OCB than s a t i s faction' s 

relati onship wi th in-role  performance . Organ a l s o  found in this  meta­

analys i s  a l a rge di f ference in results between s e l f - ve r s u s - o ther 

reported meas u r e s  of OCB . Despite mean rating di f ferences , howeve r ,  

va riances d o  n o t  s e em di f ferent a c r o s s  s ub j ect groups or  s e t t ings . 

Three conclus ions emerge f rom revi ewi ng the OCB literature : ( 1 ) 

Multiple  de f i n i t i ons o f  OCB agree that OCB is a mul tidimensi onal 
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cons t ruct ; ( 2 )  T h e  O C B  l i terature i s  con s i s tent wi th t h e  current s t udy' s 

CC- EVM behavi o r - ta rget dimens ions o f  tas k ,  cons ideration-speci f i c ,  and 

cons ide r a t i on-general ( e . g . , Ba rr  & Pawa r ,  1 9 9 5 ;  Becker & Van c e ,  1 9 9 3 ;  

S chna k e ,  Cochran , & Duml e r ,  1 9 9 5 ) ; ( 3 )  The OCB l i terature provides the 

theoretical  l in k  between OCB and organi zational trust  ( e . g . , Konovs ky & 

Pugh , 1 9 9 4 ; Robi n s on & Mo r r i s o n ,  1 9 9 5 ) . 

Ethics and Values 

The empi r i ca l  s tudy o f  busines s ethics  began wi th Baumh a r t  ( 1 9 6 1 ) 

Baumh a r t  u s ed a que s t i onnai re o f  executives , and found that whi l e  mos t  

executive s  b e l ieved " s ound e t h i c s  i s  good business  in  t h e  l ong run, " 

four o f  s even "would vi olate  a code o f  ethics whenever they thought they 

could avoid detectionH ( 1 9 6 1 ,  p . 1 9 ) . A correlati on between employee s '  

behavi o r  a n d  t h e i r  supervi s o r ' s behavio r  indicated a s t rong managerial  

impact on emp l o yee mor a l  behavi o r . 

Gl enn & Van Loo ( 1 9 9 3 )  repl i cated much o f  Baurnha r t ' s ( 1 9 6 1 ) 

original  s u rvey i n  a s tudy o f  1 6 6 8  s tudents and practitione r s . Res ults  

showed s tudents making l e s s -ethi cal  deci sions  than p r a ct i t i one r s , and a 

downwa rd t rend in the b e l i e f s  that s ound ethics i s  good business  in the 

l ong run . 

Fol lowing a review o f  emp i r i cal resea r ch in business  ethics , Ford 

and Richa rdson ( 1 9 9 4 ) s tated in  thei r d i s cu s s i on and conclusions that 

the amount of emp i r i cal resea rch in business  ethics is " di s t r es s ingly 

smal l H  and that two current problems a r e  lack o f  a " clear  de f i n i t i onH o f  

ethi cal behavi o r ,  and " lack  o f  clear const ructs upon which cumulative 

e f f o r t s  can be bui l t . H  ( 1 9 9 4 , 2 1 9 )  

The rema i nder o f  the ethics  and values s ection o f  this  review 

considers  s eve ral a spects . Fol l owing overvi ews o f  bus i n e s s  ethics  and 
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values , thi s review cons ide rs how these  fields relate t o  s t rateg y .  Next 

is  a di s cu s s i on of s eve ral theories of ethical deci s i on ma king including 

the contributions of Josephson and the Character Counts Coali t i on . This 

s ection concludes wi th a di s cu s s i on o f  mea s u res found to  correlate  wi th 

busine s s  ethi cs  and a b r i e f  look at two current i s s ues in business  

ethl cs ,  ethics  codes and teaching busine s s  ethics . 

Business Ethics 

Ethics s tudi e s  a t t empt to dete rmine right f rom wrong, yet business 

ethics s ch o l a r s  define ethics  in va rious ways ( Robe r t s on , 1 9 9 3 ) . The 

current s tudy conside r s  "phi l o s ophical ethics , "  o r  ethics s eparate f rom 

" revelation and religi ous bel i e f "  ( DeGeorge , 1 9 9 5 ,  p .  1 9 ) . 

Phi l o s ophical ethics has two p rima r y  backgrounds , teleol ogy and 

deont o l ogy . Teleology views acts as right o r  wrong b a s ed on thei r 

consequences . The u l t imate goal o f  mos t  teleological theor i e s , 

p rima r i l y  util it a rianism,  i s  the maximi zation o f  good and minimi zation 

o f  bad cons equence s . Deontology , on the other hand, j udges a c t s  in and 

of themse l ve s . Deontology o ften concentrates on the concepts o f  rights 

and duti e s ; thus , s ome a c t s  a r e  wrong even if they have posi t i ve 

consequences . Deontol ogi s t s  believe in the exi s t ence o f  unive r s a l  moral 

rules ( Sch l enker  & Fo r s yth , 1 9 7 7 ) . 

Whi l e  these ideologies a re the mos t  common and form the b a s i s  for 

mos t  phi l os ophical ethical theor y ,  S chlenker & Forsyth ( 1 9 7 7 ) l i s ted a n  

addi ti onal the o r y ,  s kepticism,  w i t h  t h r e e  sub- s choo l s : emotivi sm, 

relativi sm,  and egoism . As a group, all three s kepti ci sm theories deny 

the exis tence of unive r s a l  ethical rules or principl e s . Emotivism 

posits that because ethics i s  unmeasureab 1 e ,  i t  does not exi s t  and 

the r e f o r e  has  no s ubs tance . Relativi sm, one form o f  whi ch i s  
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situational ethi cs , cons ide r s  all s tanda rds relative to the s i tuation or 

society . Egoism relates  a l l  moral action to one s e l f  and one ' s  feelings ; 

there f o re , what one f e e l s  i s  appropriate i s  ri ght . 

Whi l e  " d e s criptive" ethics l imit s  i t s el f to des cribing the 

exi s t i n g  behavio r  of individua l s ,  "normat i ve"  ethics a ttemp t s  a s y s t em 

o f  j udgments  o f  r i ght and wrong ( DeGeorge , 1 9 9 5 ) . Descriptive ethics 

draws f rom the s tudi es o f  anthropology,  ps ychology and s o c i o l og y .  The 

current r e s e a r ch s e e k s  normative rather than des criptive ethics . 

I n  the i r  review o f  the emp i r i cal busine s s  ethics l i terature , 

Randal l  & Gibson ( 1 9 9 0 )  f ound large problems wi th both theory and 

definition . I n  thei r review, 6 4 %  o f  the s tudi es did not cite  o r  develop 

a theoretical  f r amewo r k ,  7 5 %  o f fe red no hypotheses , and 7 8 %  failed to  

define  the mea sured const ruct o f  intere s t .  Als o  mi s s ing was an  

under s t anding of  the f i e l d  a s  a whol e .  " Rather than o f fering a wide 

variety o f  de finitions of ethical b e l i e f s  and behavi o r ,  the ma j ority  o f  

bus i n e s s  e t h i c s  a r t i cl e s  reviewed o f fered n o  defini tion o f  ethical  

beliefs  o r  conduct to  s tudy p a r t i cipants o r  readers  o f  the 

a r t i c l e " ( Randal l  & Gibson , 1 9 9 0 ,  p .  4 62 ) . Ford & Ri chardson ( 1 9 9 4 ) later  

reiterated t h i s  l a c k  o f  common t e rmino l o g y .  

H i l l  ( 1 9 9 5 )  pointed o u t  a di f fi culty in defining "bus i n e s s  ethi c s "  

as  s eparate  f rom " ethics . "  " ' Business ethics , '  l i ke s o  many other 

s ub j ect areas -- 'medi cal ethics , '  ' legal ethics , '  and so on - - seems to 

sugge s t  that there is a uni que vocabulary for deal i ng with mo ral 

problems in bus ine s s ,  quite  unl i ke the one we use  for  deal i n g  with 

' s t raight - f o rwa rd'  mo ral is s ues in dai l y  l i f e . I n  other words , one can 

( in all s e riousne s s )  delude one s e l f into thinking that there is 

s omething special  about busines s i s s ues , in a way that does not apply to  
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( e . g . ) a dec i s i on t o  drive one' s car while  under the in fluence . "  ( Hi l l , 

1 9 9 5 ,  p .  5 8 5 )  

More than a decade e a r l i e r ,  Arthur ( 1 9 8 4 ) , o f fe red a potential 

clari fication . " Business  ethics a r e  applied ethi cs . They have to  come up 

with an answe r  not j us t  a deba te" (Arthu r ,  1 9 8 4 ,  32 1 )  Arthur ' s  

definition s ta ted : "Appli ed busine s s  ethics embraces patterns o f  conduct 

that are a c cepted as good within the parti cular envi ronment whe re they 

are app l i ed"  ( Arthu r ,  1 9 8 4 , p .  32 2 ) . He further identi fied business  

ethics wi t h :  ( 1 )  patterns o f  conduct or behavi o r ,  ( 2 )  relati onships 

involving more than one p a r t y ,  ( 3 )  identi f i ca t ion of a f f e cted or 

involved g roup s ,  ( 4 )  the need for consensus , and ( 5 )  the need f o r  

implement a t i o n ,  co-ordination and control . (Arthu r ,  1 9 8 4 , p . 32 6 ) . 

Lewi s ( 1 9 8 5 )  revi ewed definitions o f  "bus ines s ethi cs " col l e cted 

f rom 1 8 5  wor k e r s  and executives ( questionnai re data ) , 1 5 8  textbooks ( 4 9  

o f  which contained definit ions ) ,  and 5 0  a r t i cl e s  ( 2 0  o f  whi ch contained 

de f i n i t i on s ) . Lewi s found 3 0 8  concepts expressed,  l eading to the o ften 

quoted t i t l e  " De fining busine s s  ethics : Like nailing Jell-O to  a wal l " . 

By comb�ning the four mos t-mentioned concepts , Lewi s o f fered the 

de finition " 'b u s i n e s s  ethi cs ' is rul e s , s t anda rds , codes , or p rinciples 

whi ch provide guidelines  f o r  mor a l l y  right behavi o r  and t ruthfulness in 

speci f i c  s i tuations " ( Lewi s ,  1 9 8 5 ,  p .  3 8 1 ) . 

Lewi s '  definition f i t s  wel l  wi th Rokea ch ' s ( 1 9 7 3 )  value s - a s ­

guidelines  p h i l o s ophy . An important dis tinction in defining "busine s s  

ethi c s "  i s  t h e  s eparation between t h e  guidel ines to  behavi or and the 

behavi or i t s e l f .  Arthur ( 1 9 8 4 ) phrased this di s tinction as the 

di f fe rence between pe rception and implementation . "Moral philosophy or 

theoretical  ethics have to  do with important value sys tems as  per ceived 

by va rious individual s ;  applied ethics have to do wi th the ways in which 



one o r  another value s ys t em i s  'delivered' o r  implemented" (Arthur , 

1 9 8 4 , p .  3 2 2 ) . 

The cur rent resea rch focused not on applied busine s s  ethics 

( impl ementation o r  behavi or ) , but on phi l o s ophical ( s eparate f rom 

religion ) and normative ( value s ys tem/pe rception ) busine s s  ethics . 

Values And Value structures 

Ro keach ( 1 9 7 3 )  presented values as beliefs  with cogniti ve , 

a f fective and behavi o ra l  components . Rokeach s tated that whil e  va lue s  

are endu r i n g ,  they a r e  changeabl e ;  thus , an individua l ' s  p e r s ona l i t y  

c a n  b e  both con s i s tent over time ,  and remain open to  individual and 

s o c i a l  change . 

3 4  

Bul l e r ,  Kohls & Ande r s on ( 1 9 9 1 ) cons idered business  ethics  f rom an 

international perspective . They que s t i oned the exis tence o f  a " core  o f  

common ethi c s "  ( 1 9 9 1 ,  p .  7 7 2 ) " I n  addi t i on to examining the degree o f  

consensus  o r  divergence o f  ethical f r ameworks  a round t h e  wor l d ,  i t  would 

be use ful to  examine more c l o s e l y  the s ource of ethical f r amewo r k s "  

( Bu l l e r ,  Koh l s  & Ande r s o n ,  1 9 9 1 ,  p .  7 72 ) . I t  i s  pos s ible  that the 

f ramewo r k  of the CC-EVM may be an aid to  that examination . 

Kabano f f ,  Walde rsee  and Cohen ( 1 9 9 5 ) o f fered their theory o f  value 

s t ructures because they felt resea rch into organi zational values l a c ked 

a theo retical  ba s e . "Al though a va riety o f  val ue dimensi ons have been 

identi fied via resea rcher s '  intui tion,  s urveys of the l i terature and 

factor analys i s ,  there is  an absence of wel l - specified theories of 

o rgani z a t i onal  val u e s "  ( Kabano f f ,  Waldersee & Cohen , 1 9 9 5 ,  p . 1 0 97 ) 

Kabano f f  et a l . c l a s s i fied four t ypes o f  s t ructure s : e l i t e ,  

merotocrati c ,  l eade r s hi p ,  and collegial ; each e i t h e r  s t rong or wea k .  

Kabano f f  e t  a l . deve l oped the c l a s s i fications us ing content ana l y s i s  o f  



over 1 0 0 0  document s  from 8 8  large  Aus tralian fi rms . Res u l t s  indi cated 

that fi rms s e l f  s e l ect into these t ypes , and an organi zation ' s  t ype 

a f f e cted o rganizational change e f forts . 

Emp i r i c a l  r e s e a r ch by Akaah & Lund ( 1 9 9 4 ) found a s t ati s t i ca l l y  

s igni f i cant relati ons hip between o rgani za tional values a n d  ethical 

behavi o r  f o r  ma rketing p r o f e s s iona l s  ( n=4 0 7 )  . Pers onal val ue s  i n  that 

s t udy were s t a t i s ti c a l l y  i n s i gni f i cant , an outcome Akaah & Lund s tate 

might a ri s e  f r om a s t rong relat i onship between personal and 

o rgani z a t i onal value s . 

35  

Frit z s che ( 1 9 9 5 )  failed to find a value s e t  that promoted ethical 

deci s i on ma king . D i f ferent value s e t s  did a f fect ethical deci s i on-

making di f feren t l y  in di f fe rent types o f  ethical dilemma s . This finding 

was con s i s t ent  wi th a s tudy by  Trevino & Weaver ( 1 9 9 6 )  whi ch found that 

mor a l  p e r ception can va ry  drama t i ca l l y  in certain indu s t r i e s . Trevino 

and Weaver f ound that among competi tive inte l l i gence p ra ct i t i oners the 

f raming of wha t  was and what was not an ethical dil emma va r i ed 

s i gn i f i cantly .  

S inghapakdi & Vi t e l l  ( 1 9 9 3 )  mea s u red ma rketers ' ( n=4 9 2 ) p e r s onal 

and p r o f e s s ional values  us ing a nine i t em l i s t  o f  Rokeach ' s values  and a 

set  o f  mar keting codes o f  ethics . They found that these values  

p a r t i a l l y  explained ethical  deci s i on ma king . The i r  s ta t i s t i c a l l y  

s igni fi cant r e s u l t s  expla ined o n l y  a sma l l  portion o f  t h e  va riance . 

s trategy & Ethics 

McCoy ( 1 9 8 5 ) , in h i s  book Management of Value s , s tated that value s  

are a requi red r a t h e r  t h a n  optional e l ement in l ong- run p o l i cy 

formula tion . He called the management o f  va lues the "paramount t a s k  o f  

executive l eade r s hip" ( 1 9 8 5 ,  p .  1 3 ) . A c r i t i c a l  point in t h i s  concept 
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o f  s t rategy and ethics  was that they a r e  inseparable ,  and that con fus ion 

occurs due t o  the mis interpretation o f  ethics a s  r e s t r i ct i ve con s t raints 

rather than a s  guides f o r  policy  f o rmulation . From McCoy' s viewpoint , 

awarenes s  o f  the existence and impact o f  ethics and values on s t rategic 

succe s s  can onl y improve the p lanning proces s .  

Gue r r e t t e  ( 1 9 8 8 )  exp r e s s ed s imil a r  s entiment s  stating " co rporate 

ethics a re a way o f  corporate  life - - a way o f  doing busine s s "  ( 1 9 8 8 ,  p .  

3 7 4 ) . Gue r r e t t e  s tated that the only s ource o f  rebui l ding corporate  

ethics  i s  management .  " I ts task  i s  one  that  requires  a development plan 

for desi gning management s t rategies f o r  corporate ethics . The f i r s t  and 

mos t  important  s tep of this  plan  is to  reformul a t e  the c o rporate  pol i cy 

and corporate  s trategy o f  the company" ( 1 9 8 8 ,  p .  3 7 6 ) . 

B rady ( 1 9 9 0 )  reinfo rced McCoy' s contention that ethics  and 

manage r i a l  dec i s i on -ma king are inext r i cably l inked . Brady pointed out 

that managers  can use powe r  for  good o r  evi l ; and that without an 

ethi cal foundation the choi ce between good o r  evil i s  more di f f i cul t . 

Brady viewed t h i s  choice a s  p a r t i cu l a r l y  important because managers mus t  

di r e c t l y  a f fect  p e r s o n s '  l ives a n d  wel l  being , a n d  di s t r ibute resources 

fairly ( Brady,  1 9 9 0 ) . 

Jaya raman & Min ( 1 9 9 3 )  wrote a phi l o s ophical a r t i c l e  l inking 

s trategy and ethics a long the l ines o f  Kohlberg ' s  Cognitive Moral 

Devel opment theory ( see  below )  stating that as  corpo ration s  mat u r e ,  they 

have s u f f i ci ent  r e s ources to  make more ethical deci s i ons , because day to 

day s urvival is no l onger a con s t raining force ,  as  i t  i s  in a younger 

busines s .  K r a f t  & Hage ( 1 9 9 0 )  found a correlation between s o ci a l l y  

respon s ib l e  behavi o r  a n d  p e r f o rman c e ;  howeve r ,  t h e i r  findings i ndi cated 

that t h i s  c o r r e l a tion was due to succe s s ful fi rms having more r e s ources 

to  use  t owa rd s o ci a l  proj ects . 
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Vogel ( 1 9 9 2 ) reasoned that Ame rican society ' s  interest  in busine s s  

ethics was exp l ained by  t h e  inter connection between Ame r i can h i s t o r i ca l  

cul t u r e ,  bus in e s s  i n s t i tutions , a n d  heroes ; thus , when bus i n e s s e s  d o  not 

l i ve up t o  our  high expectations they betray the t r u s t  of the publ i c . 

" Because the publ i c ' s expectations o f  business  conduct a r e  s o  h i gh , the 

inva r�able r e s ul t is a con s i s tently high l evel of pub l i c  di s sa t i s faction 

with the a ctual  ethical  p e r f o rmance o f  busine s s "  ( Vogel , 1 9 92 , p .  4 3 ) . 

I n  a phi l o s ophical a r t i c l e  whi ch in part  reviewed the s tate o f  

ethics i n  s t ra t e g y ,  Mil e s  ( 1 9 9 3 )  concluded that resea rch had t a ken two 

direction s , f i r s t  comparing ethics to p e r f o rmance , and s econd,  a s o c i a l  

appr o a ch whi ch includes s o c i a l  i s sues a s  p a r t  o f  t h e  environment o f  the 

f i rm requi ring s t rategic  analysi s .  

Mi l e s  a r gued f rom a u t i l i tarian perspective that the ma r ket  wor k s  

to  maximi ze  the uti l i ty o f  ava i l able  resources a n d  thus wor k s  toward a 

u t i l i t a r i a n  good . Ma rket imper fection s  exi s t ,  but mar k e t s  a re b a s i c a l l y  

n o t  unethi c a l . A s t rategic app roach that s e e k s  to maximi ze  the 

usefulness  of r e s ou r ce s  wor k s  wi th the ethi cal a spects o f  the mar ket  and 

is thus an ethical  approach to  s trategy ( Mi l es , 1 9 9 3 ) . 

O' Niel  & P i enta  ( 1 9 9 4 ) a r gued for the use  o f  ethi cal c r i t e r i a  over 

e conomic c r i t e r i a  in dec i s i on-ma king , pointing out that " excellent"  ( as 

defined by P e t e r s  & Watterman [ 1 9 8 2 ) ) companies tend to use  ethical 

c r i t e r i a . Eps t e i n ,  McEwe n ,  and Spindle ( 1 9 9 4 )  found that whi l e  

s t ockholders would l i ke to  s e e  information o n  corporate e th i c s  and 

s o c i a l  respon s ibi l i t y  in annual repo rts ,  in the s ame s tudy ( n=2 4 6 )  mos t  

s t o c kholders would not t r u s t  the s e l f - report nature o f  the i n fo rma t i on . 

Hosme r  ( 1 9 9 4 ) bui l t  the case that e thics  s hould be a central  part  

o f  s t rategi c planning,  concluding that ethical principles a r e  ob j ective ,  

cons i s tent and t imele s s . Through a s e ri e s  o f  propo s i tions drawing upon 



agency theory,  Hosme r  ( 1 9 9 4 ) made the case f o r  the s t rategi c planning 

proce s s  to  i n clude ethics . To motivate cooperative and innova t i ve 

behavi o r  by s t a keholders outside the formal hierarchy o f  the fi rm, the 

f i rm mus t  overcome those mo ral hazards that p revent p o s it i ve agency 

relationship outcome s . Building t rus t ,  commi tment and e f fort  among 

those agents a ccomp l i shes this  goal . "Trust generates commitment . 

Commitment builds e f fort . E f fo r t  that i s  cooperative ,  i nnova t i ve and 

s t rategi cal l y  di rected r e s u l t s  in s u c ce s s  whether mea s u red by s t o c k  

p r i c e ,  mar k e t  s h a re , o r  organi zational devel opment" ( Hosme r , 1 9 9 4 ,  2 9 )  

Hosme r ' s ( 1 9 9 4 ) p rima r y  a rgument was that the conne ction between 

trus t ,  commitment , and ethics requires  an organi zation to  adhere to 

ethical p r inciples  on order to  rema i n  competitive in the l ong term.  

S chwab ( 1 9 9 6 )  took i s sue wi th Hosme r ' s a r gument , contending that non­

ethi cal behavi o r  mus t  be p r o f i table to  s ome extent o r  i t  would not 

o c cu r ,  and thus ethics  and good busine s s  may be in con f l i c t . Hosmer 

( 1 9 9 6 )  r e s tated h i s  e a r l i er a rguments and contended that many 

s t rategi s t s  tend to  neglect the l ong-term cos t s  of unethical behavi o r . 

3 8  

The l i terature on s t rategy and ethics draws a s t rong theoreti cal 

connection between ethics and p e r f o rman c e ,  however l i t t l e  emp i r i ca l  

s uppo r t  f o r  this  connection exi s t s . T h e  l a c k  o f  emp i r i ca l  support may 

a ri s e  f rom i n s u f f i cient measures , or a short  term r e s e a r ch perspective . 

Theories In Ethical Decision Making 

Hunt & Vit e l l  ( 1 9 8 6 )  pres ented a model o f  ethical deci sion making 

including both the deontological and teleological aspects  i s sues in the 

deci s i on-making p roces s .  Included in this model as  mode rators  o f  the 

deci s i on p r o c e s s  were personal experience s , organi zationa l , indu s t r i a l , 

and cul t u r a l  norms . The model received l imited emp i r i ca l  support  f rom 



Hunt & Vi t e l l ( 1 9 8 6 ) . Jones ( 1 9 9 1 ) a rgued that the model neglected the 

a spect of "mo ral intens ityH whi ch considers the s a l i ence of the moral 

i s sue to  the indi vidual . 
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I n  a longi tudinal s tudy o f  deci s i on-ma king,  Lewi s ( 1 9 8 9 )  pres ented 

a l i s t  of 14 d i s t i nc t  ethical decis ion ma king principl e s : ( 1 )  Kant ' s 

categorical  imperat ive ( 2 ) Ca r r ' s conventionali s t ,  ( 3 )  the di s closure 

rul e ,  ( 4 )  the  golden rul e ,  ( 5 )  the  hedoni s t i c  ethi c ,  ( 6 )  Moo re ' s 

intuition ethi c ,  ( 7 )  Smi th ' s ma rket  ethi c ,  ( 8 )  Machieve l l i ' s means -end, 

( 9 )  Nei t z s che/Ma r x ' s might- equa l s - right ethi c ,  ( 1 0 )  the organization 

ethi c ,  ( 1 1 )  Ga r r et t ' s p rincip l e ,  ( 1 2 )  the profess ional ethi c ,  ( 1 3 )  the 

reve l a t i on ethi c ,  and ( 1 4 )  Bentham/Mil l ' s uti l i t a rian ethi c .  The l ength 

and breadth of thi s l i s t  indi cates the complexity of ethical deci s ion 

ma king , and points  to  a need for a exp l o ration into an under l ying value 

s t ructure what al l ows for interplay and con flict  among the val ues . 

Kava t h a t z opoulos  ( 1 9 9 4 ) tes ted participants on both autonomous 

thinking ( the p a r t i c u l a r  p roblem)  and heteronomous thinking ( general 

moral p rincipl es ) to  explore  whether t raining improved ethical decis ion 

making . Kavathatzopoulo s '  experiment centered on the deci s ion-ma king 

method rather than the i ndividua l ' s l evel of cogni tive mo ral development 

( see  below ) . A s tudy on 1 7  Swedi s h  pharma ceutical company managers 

demons t r ated that t r a i ning improved autonomous problem s olving s ki l l s  on 

moral p roblems and that the improvement was s table one month a fter 

t raining . 

COgni tive Moral Development Theory (Kohlberg) 

Lawrence Kohlberg ' s  ( 1 9 7 6 )  Cognitive Mo ral Development ( CMD ) 

theory p roposed a progre s s ion o f  ethical growth over an individua l ' s  

l i fe . Acc o rding to  CMD, there a r e  three level s  o f  moral development ,  



each s ubdivided into two s tages . I n  the f i r s t ,  o r  preconventi onal 

l evel , the individual lea rns basic noti ons o f  " right and wrong . H  The 

two stages in the f i r s t  level are ( 1 )  puni s hment and obedi ence 

o ri entation,  and ( 2 )  i n s t rumental relativi s t  orientat i on . I n  the 
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s econd , o r  convent ional l evel , the i ndividual looks  f o r  approval f rom 

fami l y ,  f r i ends and nation . The two s tages in the s econd l evel a r e  ( 1 )  

" good boy - - nice  g i r l H  o rientation , and ( 2 )  l aw and o rder o ri entation . 

I n  the thi rd , o r  p o s tconvent i onal leve l ,  the individual defines moral o r  

unive r s a l  e t h i c a l  principles f o r  thems e l ve s . The two stages  in the 

thi rd level are ( 1 )  S o ci a l - Contract lega l i s t i c  o ri entation,  and ( 2 )  

Unive r s a l  Ethi c a l  P rinciple orientation ( Elm & Web e r ,  1 9 8 4 ) . 

Elm and Weber ( 1 9 9 4 ) , in a review o f  the CMD l i terature ,  reported 

that resear ch on this  theory indi cated ( 1 )  mo ral reasoning fol l ows a 

c l e a r  pattern o f  development ,  ( 2 )  the s tages a r e  inva r i an t ,  ( 3 )  

development a l  a s s e s sment o f  moral rea soning p redi c t s  a gradual upwa rd 

progress i on th rough the s tages . The i n s truments used for mos t  o f  that 

r e s e a r ch have been the Mor a l  Judgment I nterview ( MJ I ) and the Defining 

I s sues T e s t  ( DI T )  ( Elm & Web e r ,  1 9 9 4 ) . 

Seve r a l  theoretical attempt s  have des cribed o rgani z a t i ons in te rms 

o f  Kohlberg' s  Cogni t i ve Moral  Devel opment Theory  ( e . g . , Reidenbach & 

Rob i n ,  1 9 9 1 ;  P e t r i c k  & Wagle y ,  1 9 92 ) . Petrick  and Wagley ( 1 9 92 ) l inked 

Kohlber g ' s s i x  s tages to  s tages of organi z a t i onal moral devel opment ( 1 )  

Social  Da rwinism,  ( 2 )  Machiave l l iani sm, ( 3 )  Cultural Conf o rmi t y ,  ( 4 )  

Al l egiance to  autho r i t y ,  ( 5 )  Democratic  participation , and ( 6 )  

Organi z a t i onal integri t y . S ridhar & Camburn ( 1 9 9 3 )  attempted to  

emp i ri ca l l y  t e s t  the  moral devel opment o f  o rgani z a t i ons , however they 

were unabl e  to  report any rel evant findings . 
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Elm & N i chol s ( 1 9 9 3 ) , i n  a s tudy using the DIT and mea suring 

organi z a t i onal ethical  cl imate ( n=2 4 3 ) , found that moral reas oning may 

decrease wi th expe rience . These  resul t s  found no relation between the 

decrease �n  mo ral reasoning and educational di f ference or organi z a t i onal 

tenure . The s e  r e s u l t s  l ed Elm & Nichol s ( 1 9 9 3 )  to speculate about a 

cha racte r i s t i c  o f  busine s s  o rgani zati ons causing a decrea s e  in moral 

reasoning . The i r  specula t i ons may have been p remature in l i ght o f  the 

c r i t i ci sms of the DIT and CMD o f f e red by  Fraedri ch,  Thorne & Ferrel l 

( 1 9 9 4 ) who warned against  relying too heavil y  on CMD in bus i n e s s  ethi cs 

resea rch . Fraedri ch et a l . pointed out that b i a s e s  entered the initial  

devel opment o f  the  theory and that  the s tages did not appear as  

inva ri ant a s  earlier  thought . 

The l it e rature on CMD and business  ethics has neither 

overwhelmin g l y  s upported nor dis credited CMD as  a use ful theory . Whil e  

s t i l l  a vi able r e s ea rch a rea , CMD does not attempt to  define t h e  values 

for  deci s i on-ma king , even at the h i gher levels where nea r l y  a l l  

deci s i on-ma king i s  value b a s e d .  

J Forsyth ' s Ethics Position Questionnaire (EPQ) 

For s yth ( 1 9 8 0 )  pres ented a " t axonomy of ethi cal ideolo g i e s "  and 

developed a corresponding i n s t r ument , the Ethics Position Ques tionnai re 

( EPQ ) . The taxonomy contained two dimen s i on s ,  idea l i sm and relativism. 

Rel a t i vi sm is an i ndividual ' s  bel i e f  in moral absolutes , that things are 

e i ther right o r  wrong . 

good . ( See  Figure 4 )  

I de a l i sm looks  at the a chievab i l i t y  o f  a greater 
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Figure 4 :  Forsyth ' s  ( 1 9 8 0 )  Taxonomy of Ethical Ideologies 

Relativism 

Idealism High Low 

High Situationists Absolutists 
Rej ects moral rules: advocates Assumes that the best possible 

individualistic analysis of outcome can always be achieved 
each act in each situation ; by following universal moral 

relativistic. rules. 

Low Subj ectivists Exceptionists 
Appraisals based on personal Moral absolutes guide j udgments 

values and perspective rather but pragmatically open to 

than universal moral exceptions to these standards ; 

principles ; relativistic. utilitarian. 

Note . From Fo rs yth , D .  R .  ( 1 9 8 0 ) . A taxonomy o f  ethlcal ldeologl e s . 

Journal o f  Personality and Social  Psychology ,  3 9 ( 1 ) , p 1 7 6  

Us ing the EPQ ( Fo r s yt h ,  1 9 8 0 )  i n  a s tudy o f  1 6 6 bus in e s s  s tudents ,  

Barnett ,  Bas s  & Brown ( 1 9 9 4 ) f ound ethi cal phi l o s ophy t o  b e  a 

dete rminant o n l y  i n  evaluating unethi cal behavi o r s . Eva l uations  o f  

ethical  behavi o r s  did n o t  var y  s igni f i cantl y  by  ethi cal philosoph y .  

Two maj or di f ferences exi s t  between For s yth ' s ( 1 9 8 0 )  taxonomy and 

the p ropo s ed CC-EVM : ( 1 )  For s yth catego rizes  individu a l s  as opposed to 

values , a nd ( 2 )  the EPQ measures  deci sion ma king s t yl e  rather than 

mea su ring unde r l ying val ue s . 

Josephson and the Character Counts Coalition 

Josephs on conceptual i zed the ethi cal deci sion ma king p r o c e s s  a s  

having three component s : " l ) ethi cal commitment- - t h e  p e r s onal resolve t o  

d o  the right thing ; 2 )  eth ical consciousness -- t h e  abi l i t y  to  perceive 

the ethical  imp l i ca t i ons o f  a s i tuation ; 3 )  ethi cal competency - - the 

abi l i t y  to  engage i n  s ound moral reas oning and deve l op problem s o l ving 

s t rategies . H  ( Jo s ephson,  1 9 8 8 ,  p .  8 2 )  Hi s initial wor k  proposed ten 

values as guides to  s ound mo ral reas oning : hone s t y ,  integ r i t y ,  promi s e-



keeping,  f i de l i t y ,  f a i rne s s , caring for othe r s , respect for  othe r s ,  

responsible  c i t i zenship,  pursuit o f  exce l l ence and, a c countab i l i t y .  
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The Cha racter  Count s  Coa l i tion e s t a b l i s hed b y  Joseph s on ' s 

o r gani zation ( the Jos eph & Edna Josephson I n s t i tute o f  Ethi c s ) advocated 

an ethi cal deci s i on ma king model based on " s i x  p i l l a r s  o f  cha racte r , " 

built  i n  p a r t  on Josephson ' s ( 1 9 8 8 )  earlier  wo r k .  Thes e  p i l l a r s , a l s o  

r e f e r red to  a s  " co r e  ethi cal values , "  a r e : Trus two r thine s s ,  Respect , 

Respons ibi l i t y ,  Jus t i ce & Fai rne s s ,  Caring , and Citi zenship & Social  

Respons i b i l i t y  ( Character  Count s  C o a l i t i o n ,  1 9 9 3 ) . Hanson ( 1 9 92 ) 

outlined the p r oceedings o f  the "Aspen Conference" where  these  

particula r  s i x  values emerged f rom a f o cus group o f  educat o r s  interested 

in character  educat i on . Thes e  s i x  val ue s  des cribe a " common l anguage 

for cha racter  education" ( Hanson , 1 9 92 ) . The "Aspen conference" was 

the gene s i s  o f  the Cha racter Counts Coali tion that has  s ince grown in 

s i ze and received endors ement o f  Big Brothe r s / Big  S i s t e r s  o f  Ame r i c a ,  4 -

H ,  The Ame r i can As s o c i a t i o n  o f  Ret i red Pers ons , Uni ted Way,  the United 

States 1 0 3 rd Cong r e s s  [ H .  J .  RES . 3 6 6 ] , and other organi z a t i ons 

( Character  Counts Coa l i t i o n ,  1 9 9 3 ) . 

Joseph s on ' s ( 1 9 8 8 )  wor k  agreed wi th Rokeach ( 1 9 7 3 )  that va lue s  

wil l  be f e w  i n  numb e r ,  relatively s table over t ime , a n d  u s e d  as  guides 

for  deci s ion ma king . Both Josephson ( 1 9 8 8 )  and Rokeach ( 1 9 7 3 )  a s s e rted 

that individu a l s  hold s everal values . Josephson' s conception o f  a value 

s ys t em is came to  Kabano f f ,  Waldersee and Cohen ' s ( 1 9 9 5 )  val ue s t ructure 

concept that a l l ows interactions and tensions the between the value s . 

The Character Counts Coali tion ' s  six pil lars of character . 

A di s tinct problem wi th Josephson ' s core value model i s  c l a r i t y  in 

defining the value s . The s i x  defini t i ons below pa raph r a s e  those used by 
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the Cha racter  Counts Coa l i t i on ( 1 9 93 ) . The f i r s t  p i l l a r , 

trustworth iness,  include s : t ruth , integrity,  promi s e  keeping,  

di s cretion , and l o ya l t y .  The  s econd pillar ,  responsibi l i ty i n clude s : 

a c countab i l i t y ,  r e l i abi l i t y ,  pursuit  o f  excellence,  and s e l f  r e s t raint . 

A l a c k  o f  c l a r i t y  and dis tinctness  i s  apparent in the f i r s t  two p i l l a r s ; 

f o r  i n s t a n c e ,  the dis tinction i s  unclear between r e l i abil i t y  and p romi s e  

keeping . 

The t h i rd p i l la r ,  respect, includes : courtes y ,  j udging people on 

thei r me ri t s , a cceptance o f  dive r s i t y ,  and not us ing o r  t a king advantage 

of others . The fourth p i l l a r ,  caring, includes comp a s s ion and empath y .  

As defined by  Joseph s o n ,  caring i s  prima r i l y  the Golden Rule o f  "do unto 

o thers  a s  you would have others do unto you . "  

The f i f t h  p i l l a r ,  fairnes s ,  includes : open-mindednes s ,  l i s tening , 

con s i s tency , and equi table di s tribution . The two ethical " j u s t i c e "  

s chools  a r e  p r e s e n t  i n  thi s p i l l a r :  "di s tributive j us t i ce , " where  each 

gets a fair share , and " p ro cedural  j us ti ce "  whe r e  rules determine each 

i ndividua l ' s t r e a tment regardl e s s  o f  background . This p i l l a r  a t t empt s  

to  combine b o t h  f a i r  t r e a tment a n d  f a i r  outcomes in o n e  b road s t roke . 

Perhaps the b roade s t  con s t ruct o f  the s i x ,  the final  pi l la r ,  

c i ti zenship and s ocial responsibi l i ty, i n clude s : following l aws , 

cha r i t y ,  p rotecting neighb o r s , and ecological concerns . Thi s con s t ruct 

combines of s eve ral consequenti a l i s t  theories that concern thems elves 

wi th cons e quences of a cti ons and maximi zing u t i l i t y . The p i l l a r  a s  

defined encourages awarene s s  b u t  provides l imited guidance . 

Beyond the s i x  p i l l a r s , the Char a cter  Counts  Coa l i t i on ( 1 9 9 3 )  

included a three s tep decis ion ma king model . S tep one required 

con sidering the i n t e r e s t s  of all rel evant p a r t i e s  that the decision 

a f fects . This  s t ep was cons i s tent wi th mos t  ethical deci s ion ma king 
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theorie s . S tep two s tated that the deci s i on maker  s hould value the s i x  

p i l l a rs above a l l  o t h e r  values . This s ec t i on o f  the model i s  purely 

deontolog i c a l . Fina l l y  the model s tated that i f  there was a con f l i ct 

between two p i l l a r s , the deci s ion ma ker should base the i r  dec i s i on on 

wha t  is best for s o c i e t y  i n  the long run . This final  p o r t i on was 

teleological  in  nature . Josephson ' s model did not rely on s t r i ct 

de f i n i t i ons o f  the s i x  p i l l a r s , but rather p rovided names to b road 

cons t ructs .  The l a ck o f  c l a r i f i ca ti on added s ubs tantial complexi t y  to 

the model a s  a whol e  fo rcing the user to  p rovide de f i n i t i ons where none 

exi s ted . 

Josephson ' s usefulness to empirical research . 

Josephson ' s  model has  p robl ems ; howeve r ,  i t  has u s e  as a t r a i ni ng 

tool and as a b a s i s  to p romote ethical dis cours e .  A substantial  p roblem 

i n  the model i s  the l a c k  o f  c l a r i t y  in defining the core ethi cal val ues . 

I n  addi t i o n ,  the anecdotal  method that chose the values ( Hanson , 1 9 92 ) 

would r a i s e  e yeb rows in the a cademi c communi t y . 

The advantage o f  Josephson ' s s i x  core value model i s  that i t  taps 

into the s ame nomo l ogi cal con s t ruct as the theori zed CC-EVM . I n  l a rge 

p a r t ,  the l o g i c  behind the CC-EVM developed a s t ruggle to  exp l a i n  why 

the Josephson model gained a cceptance and popula r i t y  without emp i r i cal 

s uppor t . The CC-EVM i s  the f i r s t  oper a t i ona l i z a t i on o f  Josephson ' s 

model f o r  emp i r i cal tes t i ng . 

Related Measures 

Ford and Ri cha rdson' s ( 1 9 9 4 ) review o f  the busine s s  ethics  

l i terature i ndicated that mos t  resea rch attention has focused on the 

i ndividual factors  of deci s i on make r s . These factors  include religion,  



nationa l i t y ,  s e x ,  age , education , and employment background . 

Rela tionships  between i ndividual factors  and ethical deci s ion ma king 
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appea r  i n  s ome s tudie s  with incon s i s tent o r  inconclusi ve resul t s . Less  

r e s e a r ch addres s ed ethi cal deci s ion ma king and personal i t y ,  bel i e f ,  and 

val ues . The s t rongest emp i r i cal  relationship emerged between 

Machiave l l i anism and ethical deci sion making ( Ford & Ri cha rdson , 1 9 94 ) . 

Machiavellianism 

Machiave l l ia n i sm measures  an individua l ' s agreement with b e l i e f s  

t h a t  people a r e  e a s y  to manipu l a t e ,  and t h a t  often the ends a chieved 

j us t i f y  the means u s ed to  a chieve them . O f  the relationships between 

t r a i t s  and ethics  revi ewed by  Ford & Ri chardson ( 1 9 9 4 ) , the negative 

rel a ti onship between ethical  behavi o r  and Machiave l l i ani sm received the 

highe s t  emp i ri ca l  s uppo r t . Emp i r i cal  s tudi es s uppor t  this negative 

relationship ( i . e . , Hega r t y  & S imms , 1 97 8 , 1 9 7 9 ;  S inghapa kdi & Vi tel l ,  

1 9 9 0 )  . Lea r y ,  Knight & Barnes ( 1 9 8 6 )  found Ma chiave l l i an s  to be 

relativi s t i c  and non-idea l i s t i c  as mea s ured by  the EPQ ( Fo r s yth , 1 9 8 0 ) . 

Tes t ing the a cceptab i l i t y  o f  workplace behavi o r s  ( n= 6 3  bus iness  s tudents 

and 1 02 retail  emp l o yees ) ,  Mudr a c k  ( 1 9 9 3 )  found "Ma chiave l l i ans 

gene r a l l y  regard wor kplace  behavi o r s  o f  a dubious ethical nature as 

a cceptableH ( p .  5 22 ) . 

Locus of Control 

Rot t e r  ( 1 9 6 6 )  developed a measure  of i ndividual l ocus of cont r o l . 

Locus o f  con t r o l  deal s  wi th the beliefs  about whether rewards a r e  

contingent upon behavi o r ,  o r  cont rolled by forces independent f r om the 

individua l . A person with an internal l o cus of cont rol beli eves that 

event s  are connected to  behavi o r s , whi l e  a person wi th an exte rnal l o cus 
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o f  control  i s  more l i ke l y  t o  att ribute the event s  to  luck  o r  fate 

( Ro t t e r ,  1 9 6 6 ) . O f  the s tudie s  revi ewed by Ford & Ri chardson ( 1 9 9 4 ) that 

cons i de red the impact o f  l ocus o f  control on ethical behavio r  and 

decis ion ma king , two ( Hegarty & S imms , 1 97 8 ; 1 9 7 9 )  found a s i gn i f i cant 

negat i ve correlation between external locus of cont rol and ethical 

behavi o r ,  and one , ( Z ahr a ,  1 9 8 9 )  found a s i gn i f i cant p o s i t i ve 

correlation between an external l ocus o f  cont rol and the a c ceptance o f  

organi z a t i onal p o l i t i c s . Thes e  s tudie s  indicate that an external l o cus 

o f  con t r o l  i s  l i ke l y  to  correlate negatively wi th ethi cal val ue s . 

Biological and Psychological Gender 

Rese ar chers  have found l i t t l e  connection between biologi cal  gender 

a nd e th i c a l  dec i s ion ma king . Two s tudi es by Hega rty and S imms 

( 1 9 7 8 , 1 9 7 9 )  failed to f ind any s i gni f i cant correlati on between gender 

and ethi cal deci s i on making . Fer r e l l  and S kinner ( 1 9 8 8 )  found that 

fema l e s  exhib i t ed a higher level of ethical behavi o r . Only s i x  o f  

fourteen a r t i cl e s  revi ewed b y  Ford and Ri chardson found any s igni f i cant 

relationship between gender and ethi c s ; howeve r ,  in e a ch of the s i x  

c a s e s  t h e  direction o f  t h e  findings indicated that f ema l e s  we re more 

l i ke l y  to  exhibi t  ethi cal behavi o r . Barnett and Ka r s on ( 1 9 8 9 ) , i n  a s tudy 

including r e s u l t s  f r om the Bern Sex Role I nventory ( Bern 1 9 7 4 ) found mi xed 

resul t s  on the e f fect  of gende r and decis ion ma king . Barne t t  and 

Kar s on ' s s tudy of insurance company s a l ar i ed employees ( n=5 1 3 )  found 

main e f f e c t s  f o r  gender in only s ix of ten deci sion ma king s cena r i o s . 

Reidenbach & Robin ' s Multidimensional Ethics Scale (MES) 

Reidenb a ch and Robin ( 1 9 8 8 ,  1 9 9 0 ,  1 9 9 5 )  devel oped and tested a 

mul ti dimens i onal ethics s ca l e  for the evalua t ion o f  ethical and 



unethical b ehavi o r  in busines s .  
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This s cale depends on the concept that 

" i ndividual s  use mo re than one rationale i n  ma king ethical j udgment s , 

and that the importance o f  those rationales i s  a function o f  the problem 

s i tuation fa ced by the i ndividual " ( Reidenbach & Rob i n ,  1 9 9 0 ,  p .  6 3 9 ) . 

They drew i n i t i a l  i tems b a s ed on five normat i ve phi l o s ophie s : j us ti ce ,  

relativi sm,  u t i l i t a ri anism,  egoi sm, a nd deontology . They deve l oped an 

i n i tia l  3 3 - i t em i n s t rument f rom the initial i tem pool ( Reidenb a ch & 

Robin , 1 9 8 8 )  whi ch they nar rowed to a final eight - i t em s emanti c  

di f fe rential s ca l e  that they enti t l ed the Mul ti dimensional Ethics S c a l e  

( MES ) ( Reidenbach & Rob i n ,  1 9 9 0 ) . Each participant reads a s cenar i o  

including a " setting"  a n d  an " a ct i on " .  Parti cipants then rate  the 

a ct i on on each of the i t ems in the s ca l e . These i t ems created a three 

factor s o l u t i o n ,  and had an ave rage reliabil i t y  coe f f i cient alpha of . 8 0 

( Reidenbach & Robin ,  1 9 9 0 ) . 

The f i r s t  dimension i s  a "broad b a s ed moral equit y  dimension" and 

contains four of the eight items : 1 )  f a i r / un f a i r ,  2 ) j us t / unj u s t ,  

3 ) a cceptable/unacceptable to  my fami l y ,  and 4 ) mo r a l l y/not mor a l l y  ri ght . 

The s e cond dimension represents relativi sm, and includes the i t ems : 

l ) t raditiona l l y  a c ceptab l e /unacceptab l e ,  and 2 )  culturally  

a cceptable / una cceptabl e . The  third dimens ion , purely  deontologi ca l ,  

r epresents  cont r a ctualism and includes the factor s : 1 )  violates / does not 

viola t e  an unspo ken p romi s e ,  and 2 )  violates / does not vi olate  an 

unwritten contr a c t  ( Reidenbach & Rob i n ,  1 9 9 0 ) . 

O f  the three fact o r s , the b road-based mor a l  equi ty dime n s i on 

exp l a ined the greatest  variance in Reidenbach & Robin ' s  initial  s tudie s  

( 1 9 9 0 ) , a n d  the o t h e r  two dimensi ons s upported t h e  f i r s t . Despite thei r 

inclusion in the i n i t i a l  i t em pool , a l l  teleological ( ut i l i ta ri a n  and 



egoi s t )  i t ems failed to l oad s i gni f i cantly for inclusion i n  the final 

MES i n s t rument . 
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I n  a val idation o f  Reidenbach & Robin' s MES , Cohen , Pant & Sharp 

( 1 9 9 3 )  s uppo rted the u s e fulne s s  and validi t y  o f  the s ca l e  in business  

ethics r e s e a r ch . S kipper & Hyman ( 1 9 9 3 )  que s t i oned the validity  and use  

o f  the MES , yet p r e s ented no emp i r i cal data  in their c r i t i que . 

Reidenbach & Robin ( 1 9 9 5 )  p rovided addi tional empi rical  support for  the 

MES as u s e ful tool for  the bus ine s s  ethics agenda reemphas i zing that 

" the s ca l e  meas u r e s  opinions mediated o r  moderated by an individuals  

values , exp e r i ence , l evel of  comprehen s i o n ,  and a h o s t  o f  other factors  

whi ch can be h ypothe s i zed and emp i r i c a l l y  t e s t ed" ( Reidenbach & Rob i n ,  

1 9 9 5 ,  p .  1 5 9 ) . Whi l e  t h e  M E S  l ooks  a t  under l ying factors  i n  evaluating 

ethical deci s ions rather than speci f i c a l l y  a t  value s , s imi l a ri t y  between 

the con s tructs  it a ttempt s  to  measure  and the propos ed CC-EVM to  j us t i fy 

i t s  u s e  in t e s t i ng the conve rgent validity o f  the CC- EVM mea s ures .  

I s sues In Business Ethics 

Whil e  there a r e  numerous i s s ue s  in the field of busine s s  ethi c s ,  

two have p a r t i cu l a r  relevance to  resea rching ethics as  val ue s t ructures 

and to  lmplanting ethics into the s t rategic management p roces s .  Thes e  

are codes o f  e t h i c s  a nd bus ine s s  e t h i c s  education . The logical  

f r amewor k  p rovided by  the current s tudy' s theori zed CC-EVM ma y help 

c l a r i fy  the values unde r lying ethical behavi o r ,  and may provide a 

logi cal b a s i s  f o r  di s cu s s i on and resea r ch . 

Codes of Ethics 

Murphy ( 1 9 9 5 )  revi ewed the s t a t e  of codes of ethics in three 

categori e s : corporate credo s , codes o f  ethics and value s tatement s . Mos t  
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codes were rule-bas ed rather  than values-based,  and included s anctions 

for  code vio l a t i ons . Codes have gained popul a r i t y  over the s e cond h a l f  

o f  thi s centur y  w i t h  only 1 5 - 4 0 %  o f  large  companies having codes in the 

1 9 5 0 s  and 1 9 6 0 s ,  increas ing to  approxima t e l y  7 5 %  in the 1 9 7 0 s  and 1 9 8 0 s . 

The mos t  current  data report over 9 0 %  o f  l a rge companies have ethics  

codes ( Murphy , 1 9 9 5 ) . Murphy' s s urvey o f  235  companies found 9 1 %  of  

s urveyed companies t o  have a written code o f  ethi cs ,  5 3 %  t o  have a 

value s t atement and, 3 4 %  to have a corporate c redo . About 2 1 %  have a l l  

three types o f  s ta t ements .  

thei r codes s ince  1 9 9 0 . 

O f  these 2 4 5  companies ,  8 0% have revi s ed 

Murphy a r gued that the l a c k  o f  dis s emination o f  codes beyond the 

f i rm i ndi cated l egal rather than ethical s t a t ement s .  Arthur ( 1 9 8 4 ) 

pointed out that ethical  codes deal only wi th s i tuations that a r e  common 

or have o c cu r red b e f o re , yet ethi cal deci s i ons may involve new or novel 

s ituation s . I n  new s ituations an ethical code i s  a t  b e s t  a guide l i n e ,  

a n d  may p rovide l i t t l e  guidance a t  a l l . Gibbs ( 1 9 9 3 )  proposed that 

corporate  codes s hould ma rket o rgani z a t i ons ' values  t o  thei r 

s t a keholde r s . Kj onstad & Wil lmott ( 1 9 9 5 )  argued that codes ma y r e s t r i ct 

the mor a l  devel opment o f  employees . I n  an emp i r i ca l  s tudy o f  1 6 6 8  

s tudents ,  Glen & Van Loo ( 1 9 9 3 )  f ound that codes o f  ethics had l e s s  

impact o n  behavi o r  than the i ndividua l ' s  val ue s ys tem and the behavior 

o f  the i ndividua l ' s s upe r i o r . I n  a review a r t i c l e  Mi l ton-Smi th ( 1 9 9 5 )  

reiterated the imp o rtance o f  ethi cal l eade r s h i p ,  rather than code s ,  in 

creating a p o s i t i ve corporate cul ture . 

Teaching Ethics 

Evidence o f  the l a c k  of c l a r i t y  in bus i ne s s  ethics man i f e s t s  in 

the cont rove r s y  over how to teach i t . Frequen t l y  bus i n e s s  ethics  
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i n s t ruction �nvo1ves experts  in the t radi tional fields o f  normat i ve 

ethics :  p h i l o s ophy and religion ( N a s h ,  1 9 8 1 ;  McDonald & Donleavy, 1 9 95 ) 

Nash was not comp l imentary o f  this method o f  tea ching e th i c s . " Like  s ome 

Tri a s s i c  rept i l e ,  the theoreti cal vi ew o f  ethics l umb e r s  along in the 

far p a s t  of Sunday S chool and Phi l o s ophy 1 ,  while the r e a l i t y  o f  

practical  bus in e s s  concerns i s  cons tantly meas uring a wide range o f  

competing c l aims o n  time and resources against the unrelenting and 

obj ecti ve ma r ketplace"  ( Na s h ,  1 9 8 1 ,  p .  8 0 ) . 

Der r y  & Green ( 1 9 8 9 )  revi ewed 2 5  l eading business  ethics  texts and 

concluded that there was a s erious l a c k  of theory on how to  app l y  

ethi cal theory to  c a s e  anal ys i s ,  and t h a t  t h i s  l a c k  undermined ethics 

education a s  a who l e . Hunt & Bul l i s  ( 1 9 9 1 )  p r e s ented a model f o r  

teaching bus i n e s s  ethics  in conj unction with Ges t a l t  ps ychology . Little  

addi tional wor k  e x i s t s  in this di rection . Mos t  frequen t l y ,  howeve r ,  the 

teaching method u s ed is ( l ) an explanat i on o f  the two prima ry f ields o f  

norma t i ve e t hi c s , deontology and tel eology , and ( 2 ) a s e ri e s  o f  c a s e  

anal y s e s  a n d  di s cus s i on . MacDonald & Beck-Dudley ( 1 9 9 4 ) pointed o u t  that 

there a re many p roblems inherent in this approach , including potential 

confusion for the s tudents . " I nva riably ,  the apparent contradiction 

between deontol ogy and teleology i s  emphasized,  each approach is  

s ubj ected to  batte ring- ram c r i t i ci sm, and , in the rubble that remains , 

bewi ldered s tudents , ma rveling at s o  much e f fort  s quandered with s o  

l i t t l e  to  show f o r  i t ,  s cavenge for s omething u s e ful to c a r r y  away" 

(Ma cDonald & Beck- Dudle y ,  1 9 9 4 ,  p .  6 1 5 - 6 ) . 

Conclusions From The Business Ethics Literature 

Three conclus ions emerge from reviewing the business  ethics 

li terature . Fi r s t ,  there i s  a lack  o f  direction for empiri cal research 
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a n d  a need �o  c l a r i f y  definit ions a n d  methods . Second, despite  

agreement on the importance o f  va lues as  a who l e ,  the  identi fi cation and 

exploration of speci f i c  values has o ften been ignored . Fina l l y ,  

busine s s  ethi cs  s u f f e r s  f rom an inabi l i ty to  c l a r i f y  i t s e l f a s  a field 

s epara�e and di s tinct f rom phi l o s ophical ethics . 

Organi zational Commitment 

A rel evant variable interest was required to t e s t  the c r i te r i on 

validity  o f  the CC-EVM . The review o f  the ethics and s t rategy 

l i t e rature indi cated that whi l e  a s t rong link  between ethics  and 

s t ra�egy was theorized ( e .  g . , Hosme r ,  1 9 9 4 , 1 9 9 5 ,  1 9 9 6 ;  McCoy,  1 9 8 5 ) , a 

s � rong emp i r i c a l  l i n k  between ethics and f i rm p e r f o rmance has  not been 

es tabl i s hed . Hun t ,  Wood,  and Chonko ( 1 9 8 9 )  found a correlation between 

sha red values  and o rgani z a t i onal commi tment , and cal l ed for additi onal 

r e s e a r ch on the speci f i c  values under l ying this relationship . This 

s ection considers o r gani z a t i onal commi tment as  a relevant and 

�heore t i c a l l y  s upported variable of interest toward ma king infe rences 

about �he c r i t e rion validity of the CC-EVM . 

Meye r ,  Al len & Smi th ( 1 9 9 3 )  conceptualized three t ypes o f  

organi z a t i onal commi tment , a f fective (based o n  attachment ) ,  continuance 

(based on cost of leaving ) , and normative (based on perceived 

obl i g a t i o n )  . " Empl oyees wi th a s t rong a f fective commi tment remain with 

the o r gani zation because they want t o ,  those wi th a s t rong continuance 

commi tment r ema1n because they need to, and thos e with  a s t rong 

no rma t i ve commi tment remain because they feel they ought to  do s o "  

(Meye r ,  Al l e n  & Smi t h ,  1 9 9 3 ,  p .  5 3 9 ) . 

Res u l t s  f rom Meye r ,  Paunonen,  Gel l a t l y ,  Go f f e n ,  & Jackson,  ( 1 9 9 0 )  

indi cated that the nature o f  the commitment may b e  more important than 



the level o f  commitment to relevant performance outcome s , and that 

a f fective commi tment had the mos t  direct relationship . That s t udy 

cons ide red only  a f fective organi zational commitment , leaving the other 

two forms for future resear ch . 

Mowday ,  S t e e r s , and Porter ( 1 9 7 9 )  were among the e a r l i e s t  to  

conceptua l i z e  " commi tment a s  an atti tude" potenti a l l y  important to  

organi z a t ional outcomes . They investigated "atti tudinal commitment , "  
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defined a s  an indivi dua l ' s  identi f i ca tion with a particu l a r  o rgani zation 

and its goal s .  Commitment i nvolves ident i f i cation and a c t i ve 

parti cipation . "Hence , to an observe r ,  commitment could be i n f e r red not 

only f r om the e xpre s s ions of an individual ' s b e l i e f s  and opini ons but 

a l s o  f r om his or her a c t i o n s "  ( Mowday et  al . ,  1 9 7 9 ,  p .  2 2 6 ) . Because 

organi z a t i onal commi tment i s  an atta chment to  the o rgani z a t i on and its 

goa l s , the authors p r edicted that o rgani z at i onal commi tment should be 

more s table over t ime than j ob s a t i s faction that can fluctuate wi th 

occupa t i onal demands . Mowday et  al . ( 1 9 7 9 )  a l s o  predicted a 

relationship between o r gani z a t i onal commitment and turnove r . 

Mowday et al . ( 1 9 7 9 )  designed an i n s trument to mea s u r e  

organi z a t i onal commitment c a l l e d  t h e  Organi zational Commi tment 

Que s t i onna i re ( OCQ ) . S ince i t s  creation,  the OCQ has become the mos t  

wide l y  u s ed and a c cepted i n s trument to  measure  a f fective organi z a t i onal 

commi tment ( Bret t ,  C ron & S l ocum, 1 9 95 ) . Recent examples  o f  emp i r i cal  

resear ch u s i ng the OCQ include : Ashford,  Lee , and Bobko ( 1 9 8 9 ) ; Meye r ,  

Paunonen,  Gel l a t l y ,  Go f fe n ,  and Jackson , ( 1 9 9 0 ) ; Van Dyne et  al . ( 1 9 9 4 ) ; 

Dunham, Grube , & C a s taneda ( 1 9 9 4 ) ; Bret t ,  Cron & S l ocum ( 1 9 9 5 )  and ; 

Shore , Ba r k s d a l e ,  and Shore ( 1 9 9 5 ) . 

Mowday et a l . warned researchers us ing the instrument to be aware 

that employees  may di s to r t  responses " i f  they fee l ,  for  example , 



threatened by comp l e t ing the que s ti onna i re o r  a r e  unsure  how thei r 

respons e s  wi l l  be u s ed"  ( 1 9 7 9 ,  p .  2 4 4 ) . That requires  an a s surance o f  

confident i a l i t y ,  and I f  pos s ib l e  anonymi t y ,  f rom the r e s ea rcher to  the 

respondent . 

I n  a s tudy o f  mar k e te r s , Hun t ,  Wood and Chonko ( 1 9 8 9 )  found 

cons i s tency of ethical  values p o s i t ivel y  related to  o rgani z a t i onal 
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commi tmen t . The i r  f i ndings e s t abl i s hed a connection between values and 

commitment without determining whi ch values had the g r e a t e s t  e f fect . I n  

t h e i r  con c l u s i on s  they called f o r  addi t i onal r e s e a r ch to  determine wha t  

speci f i c  values r e l a·te to  commi tment . Hunt , Wood & Chonko ( 1 9 8 9 )  

devel oped a s h o r t  i n s t rument , the Shared Ethical Val ue Que s t i onna i re 

( EVQ ) to meas u r e  the perceived cons i s tency o f  p e r s onal and 

o rgani z a t i onal values ( see  Appendix 2 ) . Whi le  they wa rn that 

organ i z a ti onal commi tment may "blind s ome employees to  the e th i c a l  

prob l ems i n  thei r f i rms " ( Hunt ,  Wood & Chon k o ,  1 9 8 9 ,  p .  8 7 ) , they 

concluded that communi ca ting a f i rms ethical values , and re fining them 

to be con s i s tent with employees value s , may increase o rgani z a t i onal 

commi tment . 

Mathieu & Z a j a c  ( 1 9 9 0 )  publ i shed the mos t  comprehen s i ve review o f  

organi z a t i onal commi tment to  date . They found that the mos t  commonly 

u s ed mea sure o f  o rgani z a t i onal commi tment wa s the OCQ . Ninety o f  the 

s ampl e s  revi ewed u s ed the 1 5-i tem OCQ with 80 ( n=2 4 , 2 5 8 ) reporting an 

average inte rnal cons i s tency rel i abi l i t y  o f  . 8 8 ( SD = . 0 4 ) . 

Gene ral findings i n  Mathieu & Z a j a c ' s ( 1 9 9 0 )  review and meta­

analys i s  i n cluded that there was no con s i s tent relationship between s e x  

a n d  organi z a t i onal commi tment , a n d  t h a t  o rganizational tenure related 

more s t rong l y  to  o r gani z a t i onal commitment than position tenure . Both 

e f fects  were smal l .  The only antecedent to  organi zati onal commi tment 



found to have a high correla t i on in the meta-anal y s i s  was perceived 

competence ( average r= . 63 ) . The results  on p e r f o rmance outcomes were 
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limi ted . I n  the meta-ana l ys i s ,  commi tment and p e r f o rmance were s hown to  

have l i t t l e  r e l a t i o n s h i p ,  whi l e  a s t rong correlation appea red with 

turnove r .  Whil e  speci f i c  r e s u l t s  a t  that point  we re dis appoint ing to  

Mathieu and Z a j a c ,  they encouraged more resear ch on organi z a ti onal  

commitment and its  correl ates , antecedent s  and resul t s . Mathieu and 

Z a j ac a l s o  speculated that o r gani z a t i onal commi tment may c o r r e l a t e  

posi tively with e x t r a - r o l e  behavi o r s  who s e  bene f i t s  a r e  mo re di f fi cult 

to  measure . 

Graham & Organ ( 1 9 9 3 )  p redicted a relationship between 

organi z a ti onal  commi tment and " covenantal"  t ype of o rgani z a t i o n ;  one 

based on s ha red value s . They p redicted that this  t ype o f  o rganization 

i s  the mos t  l i ke l y  to  e l i c i t  o rganizational citi zens hip behavi o r ,  

indicating a theoretical  l i n k  between citi zenship behavi o r  and 

commi tment .  

Hunt & Morgan ( 1 9 9 4 ) l ooked a t  di f ferences between glob a l  

commitment ( to the organi zation as  a whole ) a n d  consti tuency speci f i c  

commi tment ( to i ndividual supervi s o r s  o r  wo r kgroups ) . Res u l t s  o f  the 

s t udy ( n=7 6 3 )  indi cated that consti tuency speci f i c  commitments 

contribute to  global commi tment . Only commi tment to  wor k - gr oup was 

i ndependent of global commitment . "There f o r e ,  our model and our 

s t udy' s r e s u l t s  s ugge s t  that o r gani zations bene f i t  f rom employees '  

deve l oping con s t ituency- speci f i c  commi tments and that managers s hould 

not fear  the development of s uch commitments . "  ( Hunt & Mo rgan , 1 9 9 4 , p .  

1 5 8 5 )  The globa l / con s ti t uency spec i f i c  commitment conceptu a l i z a t i on 

bears  a r e s embl ance t o  the CC-EVM theory and cons ideration- speci f i c  and 

consideration-gener a l  dimens ions . 



Ea r l y  r e s e a r ch by Cook & Wal l  ( 1 9 8 0 )  on the relationship between 

commi tment and t r u s t  found a p o s i t i ve c o r rel ation in i t s  B r i t i s h  a l l -

male  s ampl e .  Res u l t s  f rom Shore , Barksdale & Shore ( 1 9 9 5 )  showed a 
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s trong correlation  between organi zational citi zenship behavio r  and 

a f fective commitment , but a l s o  indicated that the two con s t ructs we re 

di s t inct . Thos e  f i ndings s uppo rt the a rgument for a r e l a t i onship 

between a f fective o rgani z a t i onal commi tment and the CC-EVM values  whi ch 

a r e  theori zed to unde r l i e  OCB and trus t . 

Conclusions from the literature 

Four con c l u s i on s  eme rged f rom the reviewed li t e r a ture . ( 1 )  Trust 

and o rgani z a t i onal c i t i zenship behavi o r  are both mul tidimens ional 

con s t ru ct s , and there are indi cations that there may be a sha red s y s t em 

o f  val ue s  unde rl ying these dimens ions . ( 2 )  Organi z a t i onal  commi tment has 

a p o s i t i ve r e la tionship with important organi z a t i onal outcome s , notably 

absentee1sm and turnove r ,  and has a p redi cted relationship wi th ethi cal 

values . Organi z at ional commitment i s  thus a reasonable choice a s  

dependent var i ab l e  t o  explore  t h e  crite rion val i d i t y  o f  t h e  CC-EVM . ( 3 )  

Ethi cs  may have an e f fect on external measures  o f  organi z a t ional 

p e r fo rmance , di f f i cu l t  to  measure  rel iabl y ,  indi cating that an internal 

meas u r e ,  s u ch a s  o rgani z a t i onal commi tment , may be more appr op r i a t e . ( 4 )  

The s e t  o f  s i x  values e s tabli shed in the Jos ephson model represent a 

legitima te s t a rting point for  s tudy for inves tigating these i s s ues . 

Jones ( 1 9 9 1 )  a rgued that a s i gni f i cant rea s on why mor e  r e s e a r ch in 

the bus i n e s s  ethics  area is not done is " that few s chol a r s  a r e  

interes ted in b o t h  ethics  a n d  o rgani zat ional behavi o r  a n d  decis ion 

ma k1ng . The model s  that have emerged are the products o f  s cholars  in 

ps ychology or p s ychol ogy-bas ed dis ciplines , including o rgani z a t i onal 
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behavi o r  and ma r ke ting" ( Jone s , 1 9 9 1 ,  p . 3 6 7 ) Jones a l s o  s tated that an 

ideological  reluctance to  s tudy val ue-bas ed i s s ues , and methodological 

problems con t r i bute to  the lack o f  r e s e a r ch in  this  a rea ( Jone s , 1 9 9 1 )  

The next chap t e r  presents  the methods used i n  the current r e s e a r ch . 



CHAPTER 3 :  METHOD 

Thi s chapter  outlines  the methods used to exp l o r e  the uniquen e s s  

o f  t h e  con s tructs  i n  t h e  propo s ed corporate cha racter e t h i c a l  value 

mat r i x  ( CC - EVM ) . Thi s s tudy con s i de red these con s t ructs  by creating a 

s e t  o f  mea s u r e s  and inve s t i gating those mea s u r e s '  val idi t y  and 

rel i ab il i t y .  That process  addres s ed four o f  Robe rt s on ' s ( 1 9 9 3 )  s even 

recommend a t i on s  for imp rovement in bus ines s ethics  emp i r i ca l  r e s ea rch : 

( l ) b a s i n g  emp i r i ca l  r e s ea rch on normative founda t i ons , ( 2 ) focus ing 

empi r i cal r e s e a r ch on theory building,  ( 3 ) pursui ng s ys tema t i c  r e s e a r c h ,  

a n d  ( 4 ) b roadening the methodo l ogi cal bas e . 

Det a i l s  o f  how the current s tudy a c comp l i s hed thes e ends 

con s t i tute the r ema inder of t h i s  chapter .  S tudy parti cipants came from 

two popula t i on s , a s tudent s ampl e  and an i ndus t r y  s ample . They 

responded t o  a pool o f  i tems drawn from the l i t e r a ture combined a s  the 

corporate  character  ques t i onna i re ( CCQ)  developed for  this s t udy . The 

s t udent s ampl e  a l s o  responded to  exi s ting measures  o f  Machi ave l l i a� 
( Ch r i s t i e  & Gei s ,  1 9 7 0 ) , l ocus o f  control ( Rotte r ,  1 9 6 6 ) , ps ycho l og i ca l  

gender ( Bern, 1 9 7 4 ) ,  a n d  ethical evaluation ( Reidenbach & Rob i n ,  1 9 9 0 )  

I n  addition t o  the CCQ , the indu s t r y  s ampl e  responded to  e x i s t i ng 

measures  o f  s ha red ethical values ( Hunt , Wood & Chonko ,  1 9 8 9 )  and 

organi z a t i onal commi tment ( Mowday Steers  & P o r t e r ,  1 9 7 9 ) . An i t em 

reduction p r o cedure us i ng the s tudent s amp l e ,  including factor ana l y s i s  

a n d  reliabi l i t y  a s s e s sment , culminated in  a set  of  measures . Retained 

i tems would ( 1 )  l oad s i gni fi cantly on only one factor ,  and (2 ) load on a 
5 8  
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fac�or w i t h  a� l e a s �  o n e  other i tem . Retained measures  came f r om sets  

o f  i t ems that ( 1 )  loaded together on a f a c t o r ,  and ( 2 )  equal l y  weighted 

produced a r e l i ab i l i t y  ( Cronbach ' s 1 9 5 1  coe f f i cient alpha ) in exce s s  of 

. 7 0 ( Nunna l l y ,  1 9 7 8 ) . Hypothe s i s  testing p r oceeded on these created 

measures , and addres s ed di s criminant , conve rgent , and criterion 

val idi ti e s . 

Parti cipants 

The Student Sample 

The s t udent s ampl e  included 2 3 8  underg raduate and 8 6  graduate 

s tudents i n  o rgani z a t i onal behavi o r  cou r s e s  taught by  six i n s t ructors in 

10 unde rgraduate and two graduate s ections . Four s ections met i n  the 

fall s eme s t e r  of 1 9 9 6 ,  and eight met in the spring s eme s ter  of 1 9 9 7 . As 

part  of thei r regu l a r  cour s e  wor k ,  s tudents  f i l l ed out i ndividual 

pers onal a s s e s sment package s . Each o f  the s ix instructors  di s t ributed 

wi th the p e r s onal a s s e s sment pa ckage the s ca l e s  under development in the 

co rpo ra�e charac�er ques tl onna i re ( CCQ ) . O f  the 3 2 4  s t udents p roviding 

responses �o the CCQ, 3 1 6  a l s o  f i l led out the personal a s s e s sment . A 

sma l l e r  portion o f  thi s s amp l e ,  l imi ted to the underg raduate c l a s s e s  in 

the spring s eme s t e r  ( 6  sections , n=1 4 2 ) ,  a l s o  provided responses to 

Reidenbach & Robin ' s ( 1 9 9 0 )  mul t idimensional ethics s ca l e  ( MES ) . The 

combined s tudent s ampl e  s i z e  o f  3 1 5  exceeded the 1 5 0  minimum sugges t ed 

by Hinkin ( 1 9 9 5 )  for  s ca l e  devel opment , except for the MES r e s u l t s  

( n= 1 4 2 )  . 

The Industry Sample 

The indu s t r y  s ampl e  wa s drawn f rom the population of employees o f  

the 5 0  independent insurance agencies wi th members o n  the National Board 
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o f  Di rectors  o f  t h e  I ndependent I n s u rance Agents o f  Ame rica  ( I IAA) . 

Each agency received 1 0  s urveys , a potent i al s ampl e  o f  5 0 0 .  B y  the 

return date reques ted in the cover letter  ( Janua ry  5 ,  1 9 97 ) , there were 

7 9  responses repres enting a 1 5 . 8 % response rate for  individua l s . Thes e  

came f rom 1 9  s ta t e s  i ndi cating at least  o n e  response from 3 8 %  o f  the 

agenci e s  receiving packages . A f o l l ow-up letter went out Janu a r y  7 ,  

1 9 9 7 . The cut o f f  date for  the a c ceptance o f  s urveys was February 2 1 .  

By that dat e ,  1 2 9  individuals  responded,  representing a 2 5 . 8 % response 

rate based on i ndividual s urveys . I n  total , returns f rom 2 7  s tates  

repres ented a t  l e a s t  one  response  from 54%  o f  agenci es receiving 

package s . O f  the 2 7  agencies responding,  1 4  s ent back  five o r  mo re 

surveys and two s ent  back a l l  ten s urveys . Six  agencies s ent back  only 

one respons e .  

Two indu s t r y  respondents answered eve r y  s ca l e  ques t i on i n  the 

s urvey wi th s e ven s , prompting thei r removal a s  c a r e l e s s  respondents .  

( One o f  these  respondents wrote on the surve y :  " t h i s  i s  a s t upid 

s urvey . " ) Mi s s ing o r  incomplete data el iminated fi fteen addi t i onal 

s urveys . Ana l y s i s  continued on the rema i ning 1 1 2  responses , a useable 

response rate  o f  2 2 . 4 % .  

The average age o f  the respondent s  i n  the indus t r y  s ampl e  was 

4 2 . 62 ( sd= 1 0 . 9 3 )  years . O f  the respondents ,  6 5 ( 5 8 % ) were  f emal e  and 

4 7 ( 4 2 % )  we re ma l e .  Ave rage experience in the insurance indu s t r y  was 

1 7 . 62 ( sd= 1 1 . 2 1 )  years with an organi zational tenure of 9 . 0 8 ( sd=8 . 3 9 )  

year s  and a p o s i tion tenure o f  1 1 . 1  ( sd=9 . 2 ) yea rs . Data f r om the Bureau 

of Labor S t a t i s t i cs and the Bureau of the Census (Annual Demographi c 

Survey ,  Ma rch 1 9 9 7  s uppl ement ) i ndi cates an indu s t ry average o f  3 7 %  male 

and 63% f ema l e  employees in the indus t r y ,  an ave rage age o f  4 0 . 22 yea rs  

and an average o rgani z a t i onal tenure for  the  median age a s  5 . 3  years . 
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Measures 

The current resea r ch con s i s ted o f  s i x  survey que s t i onna i res , one 

ethical evaluation i n s t rument , and demograph i c  que s t i ons . The f i r s t  was 

the 68 i tem Corporate Cha racter Que s ti onnai r e  ( CCQ)  , deve l oped for this  

s t udy us ing i t ems modi f i ed f rom other s tudies in  the t ru s t  ( McAl l i s t e r ,  

1 9 9 5 ;  S co t t , 1 9 6 5 ) ) ,  organi z a t i onal c i t i zenship ( Van Dyne , Graham & 

Deine s c h ,  1 9 9 4 ) and ethics  l i te ratures ( Character Count s  Coa l i t i o n ,  

1 9 9 3 ) . All o t h e r  mea s u re s  u s e d  in  this  s tudy came from i n s t r uments  

deve l oped by  o t he r s , and except whe re noted,  appeared in  the i r  original  

wording . 

I n  a dd i t i o n  to the CCQ , the s t udent s ampl e  responded to three 

p e r s ona l i t y  mea s u re s : ( l ) Bem' s ( 1 9 7 4 ) s e x  role inventory ( BSRI ) ,  ( 2 )  

Rot te r ' s ( 1 9 6 6 )  i nt e r na l - external l ocus o f  cont rol s ca l e  and ( 3 )  

Chr i s t i e  & Gei s '  ( 1 9 7 0 )  Machiave l l i a n i sm ( MACH-IV)  s cal e .  The s t udent 

s ampl e  a l s o  r e sponded to  a meas ure of ethical evalua t i o n ,  Reidenbach & 

Robin' s  ( 1 9 9 0 )  mul ti dimens i onal ethics s cale  ( MES ) . 

I n  addit i on to the CCQ , the indu s t ry s ampl e  responded t o  ( 1 )  

Mowday ,  S t e e r s , & Porte r ' s ( 1 9 7 9 )  Organi z a t i onal Commi tment 

Que s t i onna i re ( OCQ ) , and ( 2 )  Hunt , Wood and Chonko ' s ( 1 9 8 9 )  corpo rate 

shared ethical  values  ques ti onna i re ( EVQ ) . Both s ampl e s  p rovided 

demographi c data . The next s ec t i ons des cribe the p r o c e s s  o f  creating 

the CCQ , and present  the other i n s t ruments in  more deta i l . 

COrporate Character Ques tionnaire 

I tem Selection 

A r e s e ar cher  can generate i tems inductive l y  or deductive l y . The 

term " i tem, " as u s ed in  this s tudy , refers  to  s t a t ement s  to  whi ch 
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respondent s  indi cate s ome l evel of agreement .  Cons t ructs a r e  under l ying 

( latent ) groupings of ideas o r  concept s . I nductive i t em gene ration 

attemp t s  to  iden t i f y  con s t ructs  f rom a l a rge pool o f  i tems wi thout a 

cheoretical  b a s e  f o r  i tem choi ce . The deductive approach deve l ops  i tems 

f rom a theor e t � cal b a s e  f o l l owing a thorough l i terature review . A 

theoretical  b a s e  and resulting improvements in con s t ruct validity ma ke 

the deductive app roach p r e f erable ( Hinkin , 1 9 9 5 ) . The cur rent research 

generated i t ems deductivel y .  

The i n i t i a l  i t em pool included 6 8  i t ems f rom four s ou r ce s : s ource 

one was the o rgan i z a t i onal c i t i zenship l i terature , s ources two and three 

were the t r u s t  l i te ra ture , and s ource four was the ethics l i terature . 

Construct  domain cove rage ( Nunnal l y ,  1 97 8 )  and measure  r e l i ab i l i t y  

( Crano & B r ewe r ,  1 9 8 6 )  both require  a s u f f i cient number o f  i t ems in the 

measure . Hinkin ( 1 9 9 5 ) , i n  a review o f  s ca l e  development p r a c t i ces , 

recommended that meas u r e s  contain five i t ems . Us ing this  five-i tem 

s tandard,  the expecced s i x  s ubs tantive categories o f  ethical values 

woul d  p roduce a set of measures  containing 30 i tems in total . 

The i t em pool included thirty- four i t ems f rom the o rgani z a t i onal 

citi zenship behavi o r  s ca l e s  developed by  Van Dyn e ,  Gra ham & Dienes ch 

( 1 9 9 4 ) . C i t i zenship behavi or measures  f rom thei r s tudy included factors  

they named Loya l t y  ( seven i t ems ) , Obedience ( ten i t ems ) , and three f o rms 

o f  p a r t i cipati on : functional ( five items ) , advocacy ( s even i tems ) and 

social  ( fi ve i t ems ) . 

The i t em pool included eleven s t a t ements McAl l i s ter ( 1 9 9 5 )  

developed t o  mea s u re a f fect-based t ru s t  ( five i tems ) and cogn i t i on-bas ed 

t r u s t  ( s ix  i tems ) . Included in the i t em pool were two i t ems S co t t  

( 1 9 6 5 )  devel oped to  mea s u r e  hone s t y  a n d  s e l f - control ( more  recently i n  

Akaah & Lund, 1 9 9 4 ) . 
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The  final twent y-one i tems in the  6 8 - item pool  came f rom a 1 0 0-

i tem s t atement s e t  which described the Cha racter Counts Coalition' s six 

p i l l a r s  o f  cha racter  ( Character Counts Coa l i ti o n ,  1 9 9 3 ) . The resea rcher 

conducted a p r e - t e s t  on 1 0 9  unde rgraduates and MBA s tudents in 

organi z a t i onal behavi o r . Factor  anal ys i s  and i tem reduction te chniques 

fol lowing s tandards set by Van Dyn e ,  Graham & Dienes ch ( 1 9 9 4 ) resul ted 

in 2 1  i t ems di s c riminating ( di f fe rence in loading > . 2 0 )  between the s i x  

retained rotated f a c t o r s  ( eigenvalue > 1 ,  Promax rotation ) . 

EVM s tatement Parameters 

Fol l owing O' Rei l l y ,  Chatman & Caldwel l  ( 1 9 9 1 ) , desi rable 

charact e r i s t i c s  of i t ems include : ( 1 )  generality s u f f i cient to  des cribe 

any person o r  o r gani zation ( to imp rove generalizabi l i ty ) , ( 2 )  

di f ferentiation among i ndividual response s  ( to improve 

dis c riminabi l i ty ) , and ( 3 ) ease  to  unde rs tanding . Each s t a t ement or 

i t em in the current resear ch should both des cribe a behavi or wi th  an 

ethical component and bear a general relationship to  busines s .  The CCQ 

a s ked respondents to respond to s t atements on a s even point Likert 

s ca l e ,  ranging f rom " s t rongly disagree" to " s t rongly agree . "  The 

resear cher r ephrased the s t atement s  as nece s s a r y  to  fit the 

ques ti onna i re f o rmat and ins t ructi ons ( s ee Appendix 1 ) . 

The r e s e a r cher and s everal other quali fied individuals  ( in cluding 

a bank senior  vi ce-president , a lawye r ,  a p r o f e s s ional engine e r ,  a 

fo rmer independent insurance agency owner , and a mini s t e r )  revi ewed the 

items to  c l a r i f y  and revi s e  ambiguous wording . Rephrasing items f r om 

negat i ve to p o s it i ve phrasing el iminated reve r s e  s coring a s  recommended 

by Hinkin ( 1 9 9 5 ) . Rephra s ing a l l  i tems as plural removed item gende r 

speci f i ci t y .  I t ems appeared in random o rder o n  the que s t i onna i re . 



Addi tional Measures : Student Sample 

Three a dditi onal mea sures came f rom the s tudent pers onal 

a s s e s sment package . Res u l t s  f rom these mea s ures aided i n  constructing 

the nomo l o g i ca l  net ( Cronbach & Meehl , 1 9 5 5 )  required to  s uggest 

con s t ruct  val i di t y  for the CCQ mea sures .  

Machiavellianism (MACH IV) 
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The ethics  l i t e rature has e s t ab l i s hed a s trong negat i ve 

relat i onship between Ma chiave l l ianism and ethical deci s i on-ma ki ng ( e . g .  

Hegarty & S imms , 1 97 8 ,  1 9 7 9 ) . Ma chiave l l ianism measures  an i ndividua l ' s  

agreement wi th the b e l i e f s  that people are easy  to  manipul a t e ,  and that 

often the ends a chieved j us t i fy the means used to  a chieve them . A 

twenty-i t em L i k e r t - s c a l e  que s t i onnai re ,  the MACH IV ( Ch r i s t i e  & Gei s ,  

1 9 7 0 ) , provided a reliable  and gene r a l l y  a c cepted measure o f  

Machiave l l i anism ( s ee Appendix 7 ) . 

Bem Sex-Role I nventory ( BSRI ) 

The Bern Sex-Ro l e  I nventory ( BSRI ) s co res and compares 

"ma s cu l i n i t y" ( MAL E )  and " feminini ty" ( FEMALE )  ( Bern, 1 9 7 4 ) . Two s ca l e s  

a l l ow i ndividu a l s  to  s co re b o t h  mas culine a n d  f emi nine concurrently,  the 

concept of ps ychologi cal androgyny . Androgyny requi res a mul ti ­

dimensi onal  concept o f  s e x  r o l e s  a s  opposed to t h e  more t raditional 

continuo u s - spect rum approach ( Cons tantinop l e ,  1 97 3 ) . 

The B S RI con s i s t s  o f  s i xty  characte r i s t i cs that respondents  rate 

a s  s e l f des criptive on  a s even-point Likert s cal e .  O f  the s ixty  i t ems , 

2 0  s co r e  a s  mas cu l ine , 2 0  s core as feminine and 2 0  s core a s  gender 

neutral  ( 1 0 p o s i t i ve and 10 negative in social  des i rabi l i t y )  ( Bern, 1 97 4 ) 

Appendix 1 1  presents  the B S RI i t ems in the order they appeared on the 



inst rument . Bem ( 1 9 7 4 )  developed the BSRI using 1 0 0  unde rg raduate 

ps ychology s tudents ,  and validated the i n s trument on 7 2 3  introductory 

ps ychology s tudents  and 1 9 4  j unior  college s tudents . 

Rotter ' s  Internal/External Scale 
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The Rot t e r  inte rnal- external l o cus of control  s ca l e  ( Ro t t e r ,  1 9 6 6 )  

mea s u r e s  a n  individual ' s  pe rcepti on that rewards result  f r om the 

individua l ' s  actions  rather than f rom control by outside forces ( Rotter  

1 9 6 6 ) . The l i t e rature indi cates a nega t i ve relationship between an 

external l ocus of control and ethical behavi o r  ( Ford & Richardson , 

1 9 9 4 ) . The s ca l e  cons i s t s  o f  2 6  f o r ced-choi ce que s t i on pai r s ,  2 3  o f  

whi ch c re a t e  a s ingle mea s u r e  ( EXT ) o f  external l ocus o f  control . A low 

s core  on thi s s ca l e  indi cated an internal  l ocus of control . 

choice f o rmat helped p revent common method var i ance . 

Reidenbach & Robin ' s  Mul tidimensional Ethics Scale 

The f o r ced 

Reidenbach & Robi n ' s  eight-item mul t i dimens ional ethics  s ca l e  

( MES ) mea s u re s  a n  indivi dual ' s  reactions to  a behavi o r  ( Reidenbach & 

Rob i n ,  1 9 8 8 ,  1 9 9 0 ,  1 9 95 ) . The eight i tems p rovide measures  o f : ( 1 )  

b road based e qu i t y  ( BBE,  4 i t ems ) , ( 2 )  relativism ( REL,  2 i tems ) , and 

( 3 )  cont ractua l i sm ( CONT , 2 items ) ( s ee Appendix 6 ) . Reidenbach & Robin 

( 1 9 9 0 )  used t h r ee s cena r i o s  in developing the MES , each of whi ch 

appeared i n  the current r e s ea rch . A s i gn i f i cant correl ation ( Cronbach & 

Meehl , 1 9 5 5 )  between the CC-EVM measures  and the under l ying MES 

dimens i ons s cores  ( b road based equi ty,  relativism, and contractualism)  

would p a r t ia l l y  indicate cons t ruct validity . Two ver s ions o f  the s cale 

exi s t ,  a s even-point Likert s ca l e  and a s emantic  di f ferential s cale  
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( oppo s i t e  word p a i rs ) . To avoid common method va riance , the  cur rent 

resea r ch u s ed the semant i c  di f ferential ve rs ion . 

Addi tional Measures : Criterion Validity 

Two mea s u r e s  aided in bui lding a case f o r  c r i t erion related 

validity o f  the corporate character ethical value ma t r i x  ( CC - EVM ) 

measures  i n  the indu s t ry s ample . Thes e  measures  were Hunt , Wood & 

Chonko ' s  ( 1 9 8 9 )  s ha red ethi cal values que s ti onna i re ( EVQ ) s core  and 

Mowday,  S t e e r s  & Porter ' s ( 1 9 7 8 )  o rgani zational commi tment ques ti onna i re 

( OCQ)  s core . 

Hunt , Wood & Chonko ' s  COrporate Shared Ethical Values Ques tionnaire 

Hunt , Wood & Chonko ' s ( 1 9 8 9 )  Corporate Sha red Ethical Values  

Que s tionna i r e  ( EVQ ) cons i s t s  of  f i ve Likert- type items measuring an 

individua l ' s p e r ception that the individual and thei r organi z a t i on have 

s �mi l a r  value s . 

value content . 

The EVQ does not determine the number o f  values o r  

T h e  i n s t rument items developed a n d  used by Hunt , Wood & 

Chonko ( 1 9 8 9 )  app e a r  in Appendix 2 .  Hunt , Wood & Chonko ( 1 9 8 9 )  found 

these five i t ems to be unidimens ional and to have a cceptabl e  r e l i abi l i t y  

( reported r e l i ab i l i ty �= . 7 8 :  Hunt , W o o d  & Chonk o ,  1 9 8 9 ) . 

Mowday S teers & Porter ' s  Organi zational Commi tment Questionnaire 

To mea s u re Organi z a t i onal Commi tment the current s tudy used the 

Organi z a t i onal Commi tment Que s t i onna i re ( OCQ ) developed by Mowday,  

Steers  & Porter ( 1 97 9 )  ( see  Appendix 5 ) . Reported r e l i abi l i ty for the 

OCQ has  been high (� = . 9 1 )  ( Mathieu & Z a j a c ,  1 9 9 0 ) . In thei r review o f  

t h e  o r gani z at i onal commitment l i teratur e ,  Mathieu & Z a j a c  ( 1 9 9 0 )  
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reported the OCQ to  be the mos t  used mea s ure o f  a f fective o r gani z a t i onal 

commi tment . 

Procedures 

Data c o l l e ction took  pl a ce between the beginning o f  Septembe r  1 9 9 6  

and the end o f  February 1 9 97 , with mos t  data coll ected i n  the l a s t  three 

months of that t ime pe riod . Fi gure 5 pre s ents  the data col l e ct i on 

timeline . 

Figure 5 :  Data collection Timeline 

• September-October 1 9 9 6 : personal assessment data collected from 

Fall 9 6  OB s tudents . 

• Week of December 2 ,  1 9 9 6 : Fall OB students completed the CCQ . 

• December 1 6 , 1 9 9 6 : Surveys mailed to l IAA members . 
• December 2 7 , 1 9 9 6 : First Surveys arrived for data entry . 

• January 7 ,  1 9 9 7 : Reminder notice mailed to l IAA members . 

• Week of January 2 7 , 1 9 97 : Personal assessment packages 
di stributed to spring OB students including CCQ . 

• February 2 1 ,  1 9 97 : Final date CCQ data accepted from s tudents or 
l I AA .  Las t  date incomplete PA data accepted . 

• February 2 5 -2 7 , 1 9 97 : MES data collected from spring 
undergraduate students . 

Questionnaire Adminis tration : Student Sample 

As p a r t  of their  o rgan i z a t i onal behavi o r  cour s e  requi r ement s ,  

s tudents comp le ted a mul t ip l e - i n s t rument pers onal a s s e s sment package 

during the s e cond wee k  of c l as s . Included in the s tanda rd personal 

a s s e s sment p a c kages we re the Bern s ex role i nventory ( BSRI : Bern, 1 9 7 4 ) ,  

Rot t e r ' s  ( 1 9 6 6 )  internal-exte rnal locus o f  control s cale  and the 

Ma chiave l l i an i sm ( MACH - I V )  s cale  devel oped by Chr i s t i e  & Geis  ( 1 9 7 0 ) , as 

wel l  a s  other i n s tr uments and demographic data . The resea rcher added to 

this package the 6 8 - i tem Corporate Char a cter  Que s t i onnai re ( CCQ)  



devel oped f o r  this  s tudy in a format identical to the p e r s onal 

a s s e s sment p a c kage . 
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The r e s e a r cher int roduced the personal a s s e s sment to  e a ch s ection 

of s tudents , and i n s t ructed s tudents to complete the package and return 

it wi thin one wee k .  Students responded to the CCQ and personal 

a s s e s sment i n s tr uments u s i ng computer- readable  s can s heets ,  

subs tantia l l y  e a s i ng data ent ry . Parti cipating s tudents f i l l ed out the 

a s s e s sment pac kage and the CCQ on thei r own time . Col l e ct i on o f  

p e r s onal  a s s e s sment and CCQ dat a  closed o n  Feb ruary 2 1 ,  1 9 9 7 ,  f o r  this 

s tudy . The fol l owing wee k ,  s i x  unde rgraduate s ections completed 

Reidenbach & Robi n ' s MES ( 1 9 9 0 )  on all three s cenar i o s  as  part  of an in­

class  exerc i s e . 

Questi onnaire Admini stration : Industry Sample 

The r e s e a r cher mai l ed the indus t r y  s urveys Decemb e r  1 6 ,  1 9 9 6 ,  wi th 

a requ e s t ed return date of Janua ry  5, 1 9 9 7 . Surveys included the CCQ , 

Mowday S t e e r s  & Porter ' s OCQ ( 1 9 7 9 ) , Hunt , Wood and Chonko ' s ( 1 9 8 9 )  EVQ , 

and demographic que s t i on s . No packages came back a s  undel iverab l e . To 

imp rove response r a t e ,  a notice of the p r o f e s s ional organi z a t i on ' s 

s uppor t  f o r  t h i s  s tudy a ccompanied the ques tionnai r e ,  a s  did an 

addr e s s e d ,  pos tage-paid envelope returning the s urvey directly  to  the 

resea rche r . On Janu a r y  7 ,  1 9 9 7 ,  a f o l low-up wa s mailed to  each agency in 

the s amp l e . This f o l l ow-up letter  thanked respondents for  s ending back 

the que s t � o nnai r e ,  or reques ted that they do s o . The cut o f f  date for  

acceptance o f  s u rveys was February 2 1 ,  1 9 97 . 

Que s t i onnaire i n s t ructions rein f o r ced anonymi t y  to promote 

accurate  response and reduced social  des i rabi l i t y  b i a s  ( Crano & Brewe r ,  
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1 9 8 6 ) . Addi t i onal r eques �ed i n f o rmat i on included the responden t ' s 

s t a t e ,  pos i t i on leve l , and other demographic i n f o rma t i on . 

For agency s i z e ,  the data entry p r ocedure changed respon s e s  o f  

unknown t o  mi s s ing . Gender re- coding refl e cted con s i s t ency with s tudent 

da�a ( male=l , female=2 ) .  For pos i tion code , adding an addi t i onal code 

for individua l s  des ignating thems elves as manage rs , and re- coding 

r e f l e c� ed a rough mea s u re of manager�al l evel : 

P o s i t i on Code 
Own e r  o r  p rinciple agent 1 
Manager 2 
Li cens ed agent 3 
Claims adj u s t e r  o r  claims s ervi ce 4 
Customer s ervice rep resentative 5 
Other 6 

Pos i t i on a s  coded above ( POS_NUM) wa s included wi th other indu s t ry 

demographic variables in correlation anal y s i s  i f  the indu s t r y  data . 

Data Analysis 

This  r e s e ar ch u s ed s eve ral s t a t i s t i cal  p r ocedures .  The i t em 

reduction p r ocedu res u s ed factor  analys is  and reliab i l i t y  analys i s . The 

t e s t s  of hypotheses  used correlation analys i s  and mul t iple linear 

regre s s i on ana l ys i s . Al l procedures used appear f requently in the 

management and s o cial  s ci ences literature . 

Factor Analysis 

The f i r s t  s tep in data analys is  was a factor analys i s  with the 

purpose  of i t em reduction and latent va riable ( value dimens i on )  

ident i f i cation . Several  mul tivariate  s t a t i s t i ca l  methods consider the 

inte r r e l a t i ons hips among a l arge number of va riables wi th the purpose of 

s umma ri zing and reducing the data . These  methods collective l y  a re 
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" factor  analys i s . "  Al l va riables a re dependent o n  a l l  other va riables , 

and the methods iden t i f y  dimen s i ons known as " fa c to r s " whi ch group 

observabl e va riables  a c co rding to unde r l Ylng or l a t ent cha r a cte r i s t i cs 

( Nunn a l l y ,  1 9 7 8 ) . This s t udy u s ed a p rinciple components method,  

retaining factors  with an ei genvalue greater than 1 . 0 , and an o rthogonal 

rotation ( VERIMAX ) .  Appendix 10 provides addi t i onal deta i l  on the factor 

analytic t e chniques and rotations used in thi s s tudy . 

I tem reduction procedure 

The i n i t i a l  p r o cedure followed that used by Van Dyne , Graham and 

Dienes ch ( 1 9 9 4 ) . This  p r o cedure e l iminates mos t  of the speci f i c  and 

e r r o r  var i a n c e ,  leaving factors  exp laining common var i ance . At the s ame 

t ime , this  p r ocedure reduces the number o f  i t ems ( va r i abl e s ) included i n  

s ubsequent ana l ys i s . An i n i t i a l  principle- components ana l y s i s  wi th 

VERI MAX rotation provi ded the initial  factor mat r i x  for the p r o cedure . 

The ana l y s i s  kept for  rotation only factors  wi th  eigenva l ues above 1 . 0 .  

By e l iminating factors  wi th ei genvalues below one , this p r o cedure 

removed much of the e r r o r  variance ( Ha i r  et  a l . ,  1 9 92 ) . 

The next s tep removed i tems that f a i l ed to di s c rimi nate  between 

facto r s ,  as determined by factor  l oadings . The resea rcher s o rted,  in 

des cending orde r ,  each item ' s l oadings on a l l  factors . An i t em whi ch 

di s crimi nated between factors  would have a s i gni f i cant di f fe rential 

( di f fe rence ) in l oading f rom the highe s t  l oading to the s e cond highe s t  

l oading . I f  t h i s  d i f ferential in highe s t  and subs equent l oading was 

l e s s  than . 2 0 for any i t em,  that i tem dropped as  not s u f f i cient l y  

dis criminant . T h i s  mul t ip l e - l oading crite rion f o r  exclus i on el iminated 

ambiguous i t ems , those that loaded s i gni fi cantly ( > . 4 0 )  on more than one 

factor . Remaining i t ems l oaded on only one factor . 
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I f  a factor  had only one i tem wi th a s i gn i f i cant ( > . 4 0 )  l oading , 

that factor  l i ke l y  exp l a i ned va ri ance speci f i c  to that i t em, rather than 

common va r i ance . Subs equent ana l y s i s  dropped this  factor a s  meas uring 

speci f i c  rather than common va r iance . Because the i t em did not 

contribute s igni f i cantly to  common var iance , that i tem a l s o  dropped 

f rom further a n a l ys i s . The retained i t ems thus d i s c r iminated by l oading 

s igni f i ca n t l y  on only one f a ct o r ,  and each retained factor  cons idered 

va ri ance common t o  a t  l e a s t  two i t ems . 

The i t em reducti on procedure continued on the rema i ning i t ems 

unti l  no i tems met the e l imination cri teri on . Ba s ed on these resul t s , a 

rep e t i t i on o f  thi s p r o cedure ( 1 )  used a di f ferential o f  . 1 0 and ( 2 )  used 

as a s t a rt i n g  s e t  the more r e cen t l y  val i dated i tems f rom the t r u s t  and 

organl z a t i onal c i t i zenship l i teratures ( 1 1  i t ems f rom McAl l i s ter , 1 9 9 5 ;  

and 3 4  i t ems f r om Van Dyn e ,  Graham & Deine s ch , 1 9 94 ) , then ( 3 )  added the 

2 1  Cha racter  Counts Coa l i t i on ( 1 9 9 3 )  i t ems and two S cott ( 1 9 6 6 )  i t ems to 

the i ni t i a l  r e s u l t s  to  ver i f y  adequate  domain coverage . Chapter  four 

p re s ents  these r e s ul t s . 

Di scriminant Val i di ty 

A c l e a r  factor  s t ructure s hould be robust  to changes in rotation . 

With the amb i guous and non-d i s c r iminant i t ems removed, a clearer  pi cture 

of the unde rlying l a t ent factors ( subs tantive catego r i e s  of ethi cal 

values ) eme rged f rom a final principle- components anal y s i s  with s eve ral 

rotations on the remaining i t ems . At this  point , ana l y s i s  would s uppo rt 

hypothes i s  one ( s ee chapter  one ) if  exactly six factors  eme rged wi th 

eigenvalues  above or equal to one , and these s i x  factors  were 

interpretable in  a c cordance with the corporate character ethical value 

mat r i x  ( CC - EVM ) theory . 



7 2  

creation o f  The Final Measures , Reliability and Internal Consi s tency 

The final  numb e r  o f  mea s u res was contingent on the number o f  

retained f a c t o r s  emerging f rom the final principle- components ana l y s i s  

a n d  VERlMAX rotat ion . The initial  s e t  o f  i tems included i n  e a ch measure  

was  the five highest loading items on the  mea s u re ' s corresponding 

f a ct o r , o r  i f  f ewer than five i t ems loaded on the f a c t o r ,  the entire s e t  

o f  items on that f a c to r . T h e  rel iabi l i t y  o f  a measure  i s  t h e  p ropo rtion 

o f  the variance in measure  s cores  due to  true s core va riab i l i t y  ( Crano & 

Brewe r ,  1 9 8 6 ) . 

One imp o rtant mea s ure o f  reliab i l i t y  i s  internal cons i s tency , o r  

the extent to  whi ch the i tems i n  a measure  relate to  e a ch othe r . 

Cronbach ' s ( 1 9 5 1 ) coe f fi cient alpha on the i tems ( a s  determined by 

factor  l oading ) i n  each measure  determined the internal con s i s t ency o f  

the mea s u re s . Fi gure 6 p re s ents  the formula f o r  alpha ( a ) . 

Figure 6 :  Cronbach ' s  coefficient alpha 

a = _k [ J - L�;) 

k - J O" y  

where k = the number of i tems 

l:� i = the sum of the variance of the individual i tems , 

a2y = the variance of the total scale ( Crano & Brewer , 1 9 8 6 )  

Because t h e  c a l cu l a t i on o f  alpha conside r s  b o t h  var i ance and 

numbe r  of i t ems i n  a mea s u r e ,  internal con s i s tency r e l i abil i t y  improves 

wi th addi tional  i t ems in the measure . To improve reliab i l i t y  the 

r e s e a r cher  had the opt i on of adding i tems loading on the factor to  the 

measure . An alpha greater  than . 7 0 is s u f fi cient for the e a r l y  s t ages 

of research  ( Nunna l l y ,  1 9 7 8 ) . 
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Upon determination o f  the i t ems t o  be included i n  e a ch measure  o f  

each l a tent ethical  value meas ure , the s um o f  the items equa l l y  weighted 

became the s core  for the measure . Notation for the current s tudy 

repres ented the speci f i c  measure  or substantive category of ethical 

value wi th � j '  ( fo r  j=l to  i ) ; where  i equals  the numb e r  o f  s ubs tantive 

catego r i e s  o f  ethical  values . 

Convergent Validity 

Convergent val i d i t y  i s  " the extent to whi ch respon s e s  f r om 

a l t e rnative mea surements  o f  the s ame con s t ruct share  va riance" ( S chwab , 

1 9 8 0 ) , and i s  impo rtant i n  s upporting const ruct val i di t y .  Whil e  there 

was not a current mea s u re of the cons t ructs predicted by the p ropo s ed 

CC-EVM mat r i x ,  there we re measures  o f  s imi l a r  con s t ruct s . Theore t i c a l l y  

r e l a ted meas u r e s  included Machiave l l iani sm, l ocus o f  cont rol , 

ps ychological  a nd b i o l ogical  gender and ethi cal evaluations . 

Examination o f  the c o r re l a tions among the theore t i c a l l y  relat ed measures  

and the c reated mea s u r e s  would l end s upport to  the  convergent val idity 

o f  the CC- EVM mea s u re s . 

Machiavell ianism. 

The l i t e rature found a con s i s t ent negative relationship between 

Machiavel l i an i sm and mea s u re s  of ethical values and behavi or ( Ford & 

Richardson , 1 9 9 4 : Hega rty & S imms , 1 97 8 , 1 9 7 9 ) . Hypothes i s  2 a  ( chapter 

one ) cons idered the r e l a tionships between the CC-EVM con s t ruct measures  

and Machiave l l i ani sm, and would be s upported i f  analys i s  s howed a 

s imi l a r  negat i ve r e l a t i onship . A s i gni f i cant negative correl ation 

between the MACH IV ( MACH ) measure  and the s ubs tantive ethical value 
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would provide s uppo rt f o r  conve rgent val i di t y . The t e s t  f o r  Hypothe s i s  

2 a  i s : 

H ypothes i s  2 a  i s  s upported i f  rMACH. ) < 0 ,  p< . 05 ( fo r  j = l  to i )  

Locus of control . 

The l i t e rature found a negative relationship between an external 

l ocus of control and measures  o f  ethical values and behavi o r  ( Ford & 

Richa rds o n ,  1 9 9 4 ; Hegarty & S imms , 1 97 8 ;  Z ahra , 1 9 8 9 )  Hypothes i s  2b 

( chapter one ) considered the relationships between the CC- EVM cons t ruct 

mea s u r e s  and l ocus of cont rol , and would be supported if ana l y s i s  showed 

a simi l a r  negat i ve r e l a ti onship . A s i gni fi cant negative c o r r e l a tion 

between Rot te r ' s ( 1 9 6 6 )  External Locus o f  Control  measure  ( EXT ) and the 

s ub s tantive ethical val ue would provide s upport f o r  conve rgent val i di t y . 

The t e s t  f o r  Hypothes i s  2b i s :  

Hypothes i s  2 b  i s  s upported i f  run. ! < 0 ,  p< . 0 5 ( fo r  j = l  t o  i ) . 

Biological and psychological gender . 

The l i t e rature f ound mixed resul t s  concerning the r e l a t i onship 

between gende r and mea s u r e s  o f  ethical  values and behavior . Ford & 

Richa rdson ( 1 9 9 4 ) ci ted fourteen s tudi es comparing gende r and ethical 

belie f s . S even o f  these  s tudie s  indicated that females  we re more 

ethical ( e . g .  Fer re l l  & S kinne r ,  1 9 8 8 )  whi l e  the other s even found no 

s igni f i cant relati onship between gender and ethics ( e . g .  Hega r t y  & 

Simms , 1 97 8 , 1 9 7 9 ) . Al l o f  these s tudi es cons idered biological  rather 

than ps ychological  gender . Hypothes e s  2 c - e  ( chapter one ) considered the 

1 S ub s cript ' j '  r e f e r s  to  the substantive category of CC-EVM value 

numb ered f r om 1 to ' i ' . 
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relati onships between the CC- EVM construct measures  and gende r ,  

p redicting that neither biologi cal nor ps ycho l ogica l  gender wi l l  have a 

s i gn i f i cant r e l a t i onship wi th ethical value s . Biologica l  gende r wa s 

coded nume r i c a l l y  ( l=ma l e ,  2 = f emal e ) , for  correl ation analys i s . The 

dichotomou s  nature of the GENDER variable permi t s  inferences only about 

the e x i s tence and of a relationship between gender and the created 

measures , but p rohibi t s  infe rences about that r e l a t i onship ' s magnitude . 

For hypothe s i s  2 c ,  a one-way ana l y s i s  o f  va riance (ANOVA) indi cating no 

s igni fi cant ( p> . 0 5 )  s ta t i s t i ca l  di f ference between the means of males  

and f ema l e s  f o r  the s ub s t antive ethi cal values  would p rovide evidence to  

rej ect the null  h ypothes i s . For hypothes i s  2 d  a s i gni fi cant correlation 

between ei ther o f  the two ps ychol ogical gende r measures  ( MALE ,  FEMALE )  

and the s ub s tantive ethical  value would provide evidence to  rej ect the 

null hypothe s es . Thes e  t e s t s  fol l ow ,  one for  biological gender and one 

each for the mea s u r e s  of mal e  and fema l e  ps ychological  gende r . 

Hypothe s i s  2 c  i s  s upported i f  rGENDER, j = 0 ,  p < . 05 ( fo r  j = l  to i ) . 

Hypothes i s  2 dMALE is s upported i f  rMALE, j  = 0 ,  p < . 05 ( fo r  j = l  to i )  

Hypothes i s  2 CfEMALE i s  s upported i f  rfEMALE, != 0 ,  p< . o s  ( fo r  j =l to  i ) . 

Ethical evaluations . 

Reidenb a ch and Robi n ' s ( 1 9 9 0 )  Mul t idimens i onal Ethi cs  S c a l e  ( MES ) 

measures  an individual ' s  a s se s sments o f  ethical a ct i on s  p r e s ented in a 

written s cena r i o . This measure  i s  composed o f  three under l ying 

dimen s i on s , b road b a s ed equi t y ,  ( BBE ) relativism ( REL ) , and 

cont ractua l i sm ( CONT ) . Hyp othes i s  three cons ide red the r e l a tionship o f  

t h e  CC-EVM value mea s u r e s  a n d  t h e  MES dimen s i ons . A correlation 

ana l y s i s  o f  the CC-EVM val ue s  against each dimens i on o f  the MES answered 



the que s t i on o f  support i n  hypothe s i s  3 ( chapter  one ) . The t e s t s  o f  

hypothes e s  3 a r e : 

Hypothe s i s  3 a  i s  s upported i f  rSSE, j > 0 ,  p < . 0 5 ( fo r  j =l to i ) . 

Hypothe s i s  3b i s  s upported i f  rREL, j > 0 ,  p < . 0 5 ( fo r  j = l  to i ) . 

Hypothe s i s  3 c  i s  s upported i f  rCONT, j > 0 ,  p < . 0 5  ( fo r  j = l  to i ) . 

I ndustry sample . 

The final ana l y s i s  concerns criter i on related val i d i t y  i n  the 

indu s t r y  s amp l e ,  s ee king s uppo r t  for hypotheses four and five . Thes e  

t e s t s  u s ed mul t ip l e  l inear r eg r e s s i on analys i s . 

Perception of shared ethical values . 

H ypothe s i s  fou r ,  whi ch repli cated a portion o f  Hun t ,  Wood, and 

Chonko ' s ( 1 9 8 9 )  anal y s i s  with  a di f ferent s ample , requi red a s impl e  

regre s s i on using t h e  s co re s  f rom t h e  corporate shared ethical value 

ques t i onnai r e  ( ��Q ) and the s co res f rom Mowday ,  Stee r s , and Porter ' s  

( 1 9 7 9 )  o rgani z a t i onal  commitment que s t i onnaire ( �OCQ ) ' The regre s s ion 

model t akes  the f o rm2 : 

( 4 )  �OCQ = B�O I 4 1 ��O + SocQ I 4 1  

A s i gni fi cant a nd p o s i tive value for  B�Q I 4 }  would support  hypothe s i s  

fou r . 

7 6  

2 S uper s cript numb e r s  in pa rentheses  fol lowing coe ffi cient ( B ) and 

l atent e r ro r  ( s )  t e rms r e f e r  to  formula  numb e r s . Subs cript ' j '  refers  to 

the subs tantive category of CC- EVM value numbered from 1 to  ' i ' . 
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Organi zati onal commi tment . 

Hypothe s i s  five proposed a relationship between the substantive 

catego r i e s  of the CC-EVM measures  and o rgani zational commitment ,  

mediated b y  the pe r ception o f  sha red ethical value s . Figure 7 represents 

the mediated mode l . The t e s t  o f  h ypoth e s i s  five requi red s ever a l  

regre s s i on s teps . 

Figure 7 :  Mediated Model 

Independent  
V ariab les 

M e d iator 
V ariable  

11 E vQ 

Dependent  
V ariab le 

11 1 + 11 2 + 11 3 + 11 i ���---------
C�

-------------- l1 0c Q  

Baron & Kenny ( 1 9 8 6 )  outlined the regre s s i on s  requi red f o r  the 

test o f  medi a ti on . 

1 .  The media t o r  ( �EVO ) i s  regressed on the independent variable s . 

2 .  The dependent va r i able  ( �oco ) i s  regre s s ed on the i ndependent 

va r i ab le .  

3 .  The dependent variabl e ( �oco ) i s  regres s ed s imul taneous l y  on both the 

i ndependent variables ( � 1 , �2 � i )  and the media t o r  ( �EVO ) ' 

( 5c )  
( Sc i  B (Sci  B ( 5c l  . + B ( 5c l  + r o (SC I 

�oco = B l � 1  + 2 �2 + , . .  + i �l EVQ �EVO 'oOC 
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According t o  Baron & Kenny ( 1 9 8 6 ) , media t i on exi s t s  f o r  an 

independent variable - mediator  - dependent va r i able relationship if it 

meets  the fol l owing condi t i on s . 

1 . The i ndependent va r i able mus t  a f fect the mediator in the f i r s t  

equation ( B j ( 5. 1 11 ,  <>  0 ) . 

2 . The i ndependent variable mus t  a f fect the dependent  var i able  in  

the  s econd equation ( B) 1 5bl l1 i  <>  0 )  

3 . The media t o r  mus t  a f fect the dependent va r i able  i n  the third 

equat i on ( BEVC I 5C l l1 EVQ < >  0 ) . 

4 . The  e f fect o f  the independent var i able  on the dependent variable 

mus t  be l e s s  i n  the t h i rd equation than in  the s econd equation ( Bi J 5 b l l1 i  > 

Bj 
( 5c I  l1 i )  • 

Ful l  medi a t i on would be indicated i f  the e f fect o f  the independent 

var i able  on the dependent va r i able  in  the third equation ( B j { � I ) equal s  

z e r o  ( Ba ron & Kenny ,  1 9 8 6 ) . Hypothe s i s  f i ve i s  supported f o r  any CC- EVM 

value mea s u re ( 11 ) ;  i - I  to i )  or for  the model as  a whole i f  results  meet 

all four c r i t e r i a . 

Chapter Summary 

Methods u s e d  in  the current resea rch foll owed s everal o f  

Robert s on ' s ( 1 9 9 3 )  recommendat ions f o r  imp rovement i n  business  ethics  

r e s e a r ch . Speci f i c a l l y  the cur rent s tudy ( 1 )  bui l t  on the normat i ve 

foundat i on e s tabl i s hed by the t r u s t  and o rgani z a t i onal c i t i zenship 

l iterature a nd the Aspen Con ference ( Hanson , 1 9 92 ) , ( 2 )  focused on 

bui lding the CC- EVM theory,  ( 3 )  pursued a s ys t emat i c  des ign , and ( 4 )  

broadened the methodol ogical b a s e  through factorial  s urvey des i gn and 

validity a s s e s sment . 



S tudent s  and i ndu s t r y  p a r t i cipants responded to a pool o f  i tems 

drawn f r om the t r u s t ,  business  ethics  and organi z a t i onal c i t i zenship 
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l i t e rature s . I tem reduction,  including factor analys i s  and reliability  

a s s e s sment ,  culmi nated i n  a s e t  o f  mea s u res . Hypothe s i s  testing us ing 

the s e  created mea s u r e s  addres sed dis cr iminant , convergen t ,  and criterion 

vali di ti e s . Chapt e r  four presents the results  o f  the i t em reduction 

procedur e s  a nd t e s t s  o f  hypothe s e s . 



CHAPTER 4 :  RESULTS 

The purp o s e  o f  this  s tudy was ( 1 ) to t e s t  the uniquen e s s  o f  the 

con s t ructs  in the p roposed corporate cha racter ethical value mat r i x  ( CC-

EVM) , ( 2 )  to develop a measure  for  each s ub s tantive category ( unique 

con s t ruct ) found, and ( 3 )  to  begin e s t abl i s hing these measures ' 

reliab i l i t y ,  and their  conve rgent , di s criminant and c r i t e ri on validi t y .  

A 6 8 - it em s urvey i n s trument was developed f o r  this s t udy,  composed o f  

i tems modi fied f r om p revious measures . This s u rvey ,  di s t ributed to both 

a s tudent a nd an indu s t r y  s amp l e ,  provided the unde rl ying data for 

explo rlng the corporate cha racter ethical value mat r i x  ( CC-EVM) 

cons t ru ct s . Each s ampl e  p rovided respons e s  to s everal other demographic 

and p s ychological  mea s u re s  to al low validity a s s es sment . 

This chapter  repo r t s  the resul t s  and analys i s  o f  those s urvey 

i n s trument s  to  ( 1 )  dete rmine the number of interpretable factors  and the 

items ther e i n ,  ( 2 )  determine the r e l i ability  o f  the created mea sures , 

( 3 )  eva luate the convergent and di s c r iminant validity o f  the created 

mea s u r e s  with other mea s u r e s  f rom the s tudent s ample , ( 4 )  t e s t  the 

s t ructure a nd r e l i a b i l i t y  of the meas ures on a s eparate indu s t r y  s amp l e ,  

a n d  ( 5 )  evaluate t h e  cri terion va lidity o f  t h e  created measures  against 

the dependent var i ab l e  o f  o rgani zat ional commitment a s  mediated by the 

percepti on o f  s ha red ethi cal value s . 

Thi s chapter  p r o g r e s s e s  through three main s ections . The f i r s t  

s ection concerns t h e  i tem reduction procedures used to create t h e  s cales  

for  further t e s t i ng , and addre s s es s cale reliability and di s criminant 
8 0  
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The s e cond s e ction addres s es conve rgent validity  concerning 

the created s ca l e s  with e x i s ti ng s ca l e s  and demographi c  data i n  the 

s tudent s ampl e .  The final section  concerns the relati onship o f  the 

created s ca l e s  to  o r gani z a t i onal commitment in an indus try  s ampl e  and 

addre s s e s  c r i t e r i on val idity and the s tabi l i t y  of the created measures  

a c r o s s  s ampl e s . 

Analysis Of Prior-Measure Survey I tems 

The f i r s t  s tep in data analys i s  wa s factor analyzing the s tudent 

respons e s  to  the 6 8 - i tem co rpo rate character que s ti onnai re ( CCQ ) . As 

presented in  chap t e r  three , the 68 i t ems cont a i ned 34 i t ems from the Van 

Dyne , Graham, and Dienesch' s ( 1 9 9 4 ) organi z a t i onal  c i t i zenship s ca l e s , 

1 1  i t ems f rom McAl l i s te r ' s ( 1 9 9 5 )  cognitive-based and a f fective-ba s ed 

t r u s t  s cal e s , 2 1  i tems developed for this  s t udy f rom s tatement s  f r om 

Character  Counts Coa l i t i on ( 1 9 9 3 ) , and two i t ems f rom S cott ' s ( 1 9 6 5 )  

s e l f - control  and hone s t y  s ca l e s . As a p r e l iminary s t ep ,  the resear cher 

ana l y z ed the i t em responses f rom each o f  the prior  s ca l e s . A principle 

components a n a l ys i s  with o r thogonal ( VERlMAX ) rotation on e a ch p r i o r  

s cale  retai n ed f a c t o r s  w i t h  ei genval ues exceeding one . This p r o cedure 

p rovided evidence concerning ( 1 )  the e f fect o f  i t em wording changes , and 

( 2 )  stabi l i t y  of the s ca l e  appl i ed to  the current sample . 

The 3 4  i t ems f r om Van Dyne et a l . ' s  ( 1 9 9 4 )  o r i gi na l  f i ve factors 

l oaded on six factors in  t h i s  s tudy ( s ee Table 1 ) . Van Dyne et  al . 

reported that no i t ems l oaded on multiple  factors . Five i t ems l oaded 

above . 4 0 on  mUl t iple  factors  in  the current s tudy . The f i r s t  factor 

conta ined nine o f  the ten i tems originally  reported in  the obedience 

fact o r , a s  wel l  as two functional parti cipation i t ems and one social  

p a r t i ci p a t i on i tem . The s econd factor contai ned s i x  o f  the s even items 
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o riginally  reported in t h e  advocacy parti cipat i on f a ctor , a s  well  a s  one 

social  p a r t i cipation i tem . The thi rd factor contained four o f  the s even 

i tems origina l l y  repor t ed in the loya l t y  factor as well  as two social  

participation i t ems , one obedience i tem, and one advocacy p a r t i cipation 

item.  The fourth f a c t o r  contained three o f  the five i t ems originally 

reported on the functional parti cipation factor and one l oya lty i tem . 

The fi fth  f a c t o r  contained two i tems , one from the o r i ginal loyalty 

factor ,  a nd one i t em f rom the o ri ginal social  parti cipation factor . The 

s ixth f a c t o r  contained onl y one l oyal ty item, "They urge co-wo rkers  to 

inve s t  money in thei r o rgani zation . "J 

Table 1 :  I tem l oadings , Van Dyne , Graham & Dienesch ( 1 9 9 4 )  i tems 

Original Factors ( ex t ra ct i on o rde r )  

Wording Factor 1 2 3 4 5 6 

They never mi s s  wor k  wi thout Obedience . 6 9 
good r e a s on . 

They always come to  wor k  o n  Obedi ence . 6 9 
t ime . 

They mee t  deadl ine s  s e t  b y  Obedience . 68 
organi z a t i o n . 

They f o l l ow wo r k  rules and Obedience . 64 
inst ructions with extreme 
care . 

They a re ment a l l y  a l e rt and Obedience . 6 3 
ready to wor k  when they 
a r rive . 

Rega rdl e s s  o f  c i r cums tance s , Obedience . 60 
they p roduce thei r highest 
qua l i t y  wor k .  

They keep t h e i r  wo rk  a reas Obedi ence . 5 8 

clean and neat . 

At a l l  t imes the s e  Obedience . 5 3 . 4 5 

individu a l s  produce a s  much 
a s  they a r e  capable o f  

J Original wording from Van Dyn e ,  Graham & Di enes ch ( 1 9 9 4 ) "Would 

not urge co-wo r k e r s  to inve s t  money in organi zation . "  The i t em was 

reve r s e  s co red in the original . 
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Ori ginal Factors ( ext raction o rde r )  

Wording Factor 1 2 3 4 5 6 

producing . 

These i ndividual s  rarely  Obedience . 4 7 

was te organi z a t i onal 
resource s . 

These i ndividual s  pursue Functional . 4 5  . 4 2 

addi t ional t r ai ning to  Parti cip . 
imp rove p e r f o rmance . 

These i ndividual s  wor k  beyond Functional . 4 4 
what i s  requ i r ed .  Parti cip . 

They wo r k  t o  keep their  Social  . 4 3 

p e r s onal appearances Particip . 
attra c t i ve a nd appropriate . 

Thes e  i ndividual s  push Advocacy . 7 4 

supe r i o r s '  p e r f o rmance to Parti cip . 
higher s tanda rds . 

They encourage management to  Advocacy . 7 1 

keep the i r  knowledge and Parti cip . 
s k i l l s  current . 

Thes e  individual s  encourage Advocacy . 6 9 

others  to  speak up a t  Parti cip . 
meetings . 

They help cowo r ke r s  t h i n k  for  Advocacy . 6 6 

thems e l ve s . Particip . 

They share  ideas  for  new Social  . 6 1 

p roj ects  o r  imp rovements P a r t i cip . 
wide l y .  

Thes e  individual s  f requentl y  Advocacy . 5 1 

make creative s ugge s t i ons to  Particip . 
cowo r ke r s . 

They keep wel l  i n f o rmed whe re Advocacy . 4 5 . 4 2  

the i r  opinion mi ght bene f i t  Particip . 

the o r gani z a t i on . 

They t e l l  outs iders this is  a Loya l t y  . 7 0 

good p l a ce to  wor k . 

Thes e  individual s  a ct ivel y  Loya l t y  . 6 9 

p romote the  o rgani zation' s 
products  and s e rvices . 

They defend the o r gani zation Loya l t y  . 66 

when employees c r i t i c i z e  i t .  

These i ndividual s  go out o f  Loya l t y  . 62 

their way to  de fend the 
organi z a t i on a g a i n s t  out s ide 
threa t s . 

They keep i n f o rmed about Social  . 5 7 

products and s e rvices and Parti cip . 

s h a re the i n fo rmation with  
others . 
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Original Fa ctors  ( ext raction order ) 
Wording Factor 1 2 3 4 5 6 
Thes e  individu a l s  a r e  S o c i a l  . 5 5 
involved i n  outs i de groups Particip . 
for  the bene f i t  o f  the 
organi zation . 

These individuals r a r e l y  Obedience . 4 0 . 4 6 
was t e  t ime whi l e  a t  wor k . 

They u s e  p ro f e s s i onal Advocacy . 4 1 
j udgment to  a s s e s s  right o r  P a r t i cip . 
wrong f o r  t h e  o rgani zation . 

They r a r e l y  avoid extra Functional . 7 0 
duti es and respon s i b i l i t i es P a r t i cip . 
a t  wor k . 

They volunteer f o r  overtime Functional . 5 6 
wor k  when needed . P a r t i cip . 

They have l i tt l e  di f f i cu l t y  Functional . 4 8 . 5 0 
cooperating wi th others on Parti cip . 
proj e ct s . 

They repr e s ent  the  Loyalty . 4 4 
o rgani zation  favo rabl y to  
outside r s . 

They would not a c cept a j ob Loyalty . 7 6 
in a competing o rgani z a t i on 
s impl y  f o r  mo re money .  

They a ttend work- related Social  . 4 9 
meetings not requi red b y  P a r t i cip . 
thei r j obs . 

They urge co-wo r ke r s  to  Loyalty . 7 9  
inve s t  money in thei r 
o rgani zation . 

Note . I tem l oadings above . 4 0 reported . 

The i t ems f r om McAl l i s t e r  ( 1 9 9 5 ) reproduced the two o ri ginally 

repo rted f a c t o r s , cogn i t i ve-based trus t ( CBT ) and a f fective-based trust  

( ABT ) f o r  ten o f  the eleven o riginal items ( s ee Table 2 ) . One item' , " I f  

people knew mo re about these individuals  and thei r background , people 

would be l e s s  conce rned and monitor  these individua l ' s p e r f o rmance l e s s  

, Wording f rom McAl l i s te r  ( 1 9 9 5 ) . I f  people knew mo re about this 

individual and h i s / h e r  backg round , they would be mo re concerned and 

moni t o r  h i s / h e r  p e r f o rmance more clos e l y .  The item was reve r s e  s co red in 

the original . 



closelyH l o a ded o r l glna l l y  as CBT ,  but l oaded higher on ABT in the 

current s t udy . 

Table 2 :  I tem loadings , McAllister ( 1 9 9 5 )  i tems 

Wording 

I can rely on them not to  ma ke my j ob more 
di f f i cu l t  by carele s s  wor k .  

They appr o a ch the i r  J obs wi th p r o fe s s i onal i sm 
and dedi c a t i on . 

Mos t  peop l e ,  even those who a r e  not c l o s e  
f r i ends o f  thes e i ndividual s ,  trus t and respect 
them a s  cowo r ke r s . 

My other wor k  a s s o c i ates  who i nteract  wi th 
the s e  i ndivi dual s  con s ider them to be 
t rus two rthy . 

Given the i r  t ra c k  record,  I see  no reason to 
doubt the i r  competence and p repa ra t i on for the 
j ob .  

I f  I s ha red my p robl ems wi th  them, I know they 
would resp ond const ructivel y and caringl y .  

I would have t o  s a y  that we have a l l  made 
cons i de rable  emo t i onal inves tments in our 
working r e l a t i on s hip . 

I can t a l k  f r e e l y  to these i ndividu a l s  about 
d i f f i cul t i e s  I am having at wor k  and know that 
they wil l  want to  l i s t en .  

We have a sharing r e l a t ionship . We can a l l  
freely  s h a r e  o u r  ideas ,  feel ings , and hopes . 

We would a l l  feel  a s e n s e  o f  l o s s  i f  one o f  us 
was t rans f e rred and we could no l onger work  
togethe r . 

I f  people knew more about these individual s  and 
their  background, people would be l e s s  
concerned a n d  mon i t o r  t h e s e  individual s '  
p e r f o rmance l e s s  c l o s e l y . 

Note . I tem l oadings above . 4 0 reported . 

Origina l  

Fa ctor 

CBT 

CBT 

CBT 

CBT 

CBT 

MT 

MT 

MT 

MT 

MT 

CBT 

Factors  

1 2 

. 7 8 

. 7 2 

. 7 2 

. 6 9 

. 6 3  

. 7 3 

. 7 0 

. 67 

. 6 6 

. 5 0 

. 4 2 

8 5  

The 2 1  i tems deve l oped f r om the Cha racter Counts Coal i tion ( 1 9 9 3 )  

p roduced four f a c t o r s  ( Table 3 ) . I nterpretation o f  the f i r s t  two factors  

was  not c l ea r . Each o f  the four i t ems with the highe s t  l oadings on 

factor two contained the word "never " ,  r a i s ing the prospect that factor 

two r e f lected wording e f fects rather than s ome unde r l yi ng l atent 
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con s t ruct . I t ems in factors  three and four emphas i zed relationships . 

The five i t ems in factor  three r e f e r red to count ry,  fami l y ,  cha r i t y  and 

empathy;  the two i t ems in factor four speci fically  r e f e r red to 

relationships with f ri ends . 

Table 3 :  Factor Loadings , Character Counts Coali tion ( 1 9 9 3 )  i tems 

Original Facto r s  

Wording Factor 1 2 3 4 

They always u s e  appropriate Character . 7 5 
cons iderations i n  deci s ion making . 

They always pursue excel lence . Character . 7 5 

They always s ta y  i n f o rmed . Cha racter . 7 4 

They always do thei r bes t .  Cha racter . 6 8 

They neve r qui t  ea s i l y . Cha racter . 5 9 

Thes e  individu a l s  always ma ke a l l  Character . 5 9 

they do worthy o f  p ri de . 

They always demon s t r a t e  integrit y .  Character . 5 8 . 4 9 

The s e  i ndividu a l s  t r e a t  others  the Character . 5 8 . 4 5 

way they want others  to t reat  them . 

They never ma ke excuses o r  t a ke Cha racter . 5 7 . 5 6 

credit f o r  othe r s '  wor k .  

Before they a c t ,  thes e individual s  Character . 5 3 . 4 0 

always think about the consequences . 

They a r e  always con s i s tent . Character . 4 2 

Thes e  individu a l s  a re never t r i cky . Cha racter . 8 2 

They never deceive anyone . Cha racter . 7 5 

They neve r take  u n f a i r  advantage o f  Cha racter . 4 8 . 62 

mis ta kes . 

They alwa ys protect  thei r country . Character . 8 5 

These individu a l s  always s t and by Cha racter . 7 9 

thei r coun t r y . 

They always s ta nd b y  thei r fami l y .  Character  . 5 8 

They a r e  a lways charitabl e . Cha racter . 5 4 

They s how they care about others Cha racter . 4 1  
through empathy . 

Thes e  individu a l s  always s tand by Cha racter . 8 4 

thei r f r i ends . 

They always support t h e i r  f ri ends . Cha racter . 8 6 

Note . I tem l oadings above . 4 0  reported . 
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Scale creation : discriminant validity 

I tem Reduction 

The purp o s e  of the item reduction pro cedure was to iden t i f y  a set  

o f  i t ems f r om whi ch t o  create s ca l e s  for further testing . Each s ca l e  

should ( 1 )  i n clude mUl tiple i t ems f rom a s ingle unde r l ying con s t ru c t ,  

a n d  ( 2 )  comp o s e  a s ca l e  with s u f f i cient ( a> . 7 0 ;  Nunnal l y ,  1 97 8 )  internal 

con s i s tency r e l i a b i l i t y  for further research . The i t em reduction 

p r o cedure  used a comb ination o f  factor analyt i c  techniques and 

rel i abi l i t y  t e s t i ng . For retention,  i t ems mus t  ( 1 )  load on factors  

containing a t  least  two i t ems , ( 2 )  l oad s i gni f i cantly on only one factor  

a s  indi cated b y  the di f fe rential between factor  l oads , a nd ( 3 )  compose  

an equa l l y  wei ghted s ca l e  with  a coe fficient  o f  reliabil i t y  exceeding 

Nunna l l y ' s ( 1 9 7 8 ) minimum Cronbach ' s  ( 1 9 5 1 )  alpha l evel of . 7 0 .  The 

r e s e a r cher  set the cut o f f  point for a cceptable  factor l oadings a t  . 4 0 .  

Hinkin ( 1 9 9 5 )  r e f e r red to  l oadings below this l evel as  ver y  poo r . The 

selection c r i t e r i a  for the retention of  a factor was an ei genvalue 

greater than one . 

I tem Reduction Procedure 1 

The i n i t i a l  i t em reduction p r ocedure foll owed, i n  part , Van Dyne 

et al . ( 1 9 9 4 ) . The p r o cedure ' s  f i r s t  s t ep wa s a principle components 

ana l y s i s  with o r thogonal ( VERIMAX ) rotation o f  the 6 8 - i tems in the 

Corporate Cha racter  Ques t i onna i re ( CCQ ) . I t em retention requi red an 

i t em' s highe s t  loading exceed that i tem' s loading on all other retained 

factors  by a t  l e a s t  . 2 0 .  This . 2 0  di f f e rential eliminated 37 i t ems 

whi ch fai l ed to di s criminate between factors . Remaining items we re 

again subj e cted to  a p rinciple components analys i s  and VERIMAX rotation . 
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At the s e cond i t er a t i on o f  this p rocedu r e ,  two addi ti onal i tems fai l ed 

the . 2 0  d i f ferential  c r i t e r i o n ,  and two other addi t i onal i t ems f a i l ed to 

l oad s igni f i cantly ( > . 4 0 )  on any of the 7 retained factors . The 

remaining 27 i t ems p roduced a s even factor solution,  wi th no i t ems 

l oading s i gn i f i cantl y ( > . 4 0 ) on multiple  f a ct o r s . With equal i t em 

weights ,  these 2 7  i t ems fo rmed s even p r e l iminary s ca l e s  o f  i t ems whi ch 

l oaded on the s e ven factors . Cronbach ' s ( 1 9 5 1 )  coe f fi cient alpha ( a )  

f o r  the s e  s e t s  o f  i t ems a s  s ca l e s  indi cated that only f o u r  o f  t h e  seven 

s ca l e s , comp o s ed o f  a total of 19 i tems , produced reli abil i t i e s  

a c ceptabl e  ( a  > . 7 0 )  f o r  exp l o ratory resea rch ( Nunnal l y ,  1 9 7 8 ) ( see  

Figure  8 ) . 

I tem Reduction Procedure 2 

Procedure one factor  anal yzed the full  s e t  o f  6 8  i t ems with 

e l imination c r i t e r i a  requi ring ( l ) a  . 2 0  d i f ferential between factor  

l oads , and  ( 2 )  at  l ea s t  two i t ems l oad on a retained factor . A s e cond 

i t em redu c t i on p r ocedu re rel axed the el imination c r i t e r i a  s l i ghtl y  by 

reducing the d i f fe renti a l  requi red between item l oadings on mul tiple 

factors f r om . 2 0 to . 1 0 .  This p r o cedure requi red f i ve i te ra t i ons . The 

f i r s t  i t e r a t i on e l iminated 17 i t ems f a i l i ng the . 1 0 d i f f e rential  

criterion . The s e cond iteration  eliminated f i ve i t ems due to the 

d i f ferential  c r i t e r i on and one i tem whi ch l oaded on a factor with no 

other i t ems . The t h i rd i te ration eliminated four i t ems , three f o r  

f a i l ing t h e  . 1 0 d i f f e renti a l  criterion ,  a n d  o n e  which f a i l ed to l oad 

s igni f i ca n t l y  ( > . 4 0 )  on any retained facto r .  The fourth iteration 

e limi na ted two i t ems f a i li ng the . 1 0 di f ferential criterion . At  that 

point , the 3 9  rema ining i t ems produced an eight- f a ct o r  s o l u t i o n ,  wi th no 

items mee t i ng the e l imination criteri a . These  i t ems formed eight 
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preliminary s ca l e s  with equal i tem weights from i tems l oading o n  each 

factor . Cronba ch ' s ( 1 9 5 1 )  coe ffi cient alpha ( a )  on these s e t s  o f  items 

as s ca l e s  again i ndi cated that only four of the s ca l e s , composed of  2 6  

� tems , produced reliabili ties  a cceptable ( a  > . 7 0 )  for  exp l o ratory 

resea rch ( Nunna l l y ,  1 97 8 ) . The  2 6  items in these four s ca l e s  included 

a l l  1 9  i t ems in the four s ca l e s  from the f i r s t  p rocedure in an identical  

factor p a t t e rn . 

I tem Reduction Procedure 3 

I tem reduction procedures  one and two s ta rted f rom the entire 6 8  

i t ems i n  t h e  corporate character que s t i onnai re ( CCQ ) . Two o f  t h e  four 

factors  p roducing a c ceptable s ca l e s  i n  procedures one and two came 

s o l e l y  f rom i t ems deve l oped f rom the Cha racter Counts Coal i ti on 

( CCC ) ( 1 9 9 3 )  . Because the p rinciple components procedure retains factors  

based on variance exp l a i ned,  and the CCC i tems were cont ributing 

substant i a l l y  to that va ri ance , p rocedure three began wi th a s ta rting 

s e t  i n cluding only  the 4 5  i t ems from Van Dyne et a l . ( 1 9 9 4 ) and 

McAl l i s t e r  ( 1 9 95 ) . Thi s procedur e ,  using the . 1 0 di f ferenti a l  

criterion,  took f o u r  iterations . The f i r s t  i teration e l iminated s i x  

i tems , f o u r  f a i ling t h e  . 1 0 di f ferential c r i t e r i o n ,  a n d  two l oading on 

factors  wi th  no other i t ems . The s e cond i teration el iminated ei ght i tems 

which failed the . 1 0 di f ferential cri terion . The thi rd i teration 

dropped f i ve more  i t ems whi ch f a i l ed the . 1 0 di fferential criterion . 

The fourth i t e r a t i on dropped one addi ti onal i t em whi ch l oaded on a 

factor wi th no other i t ems . At that point , the remaining 2 5  items 

p roduced a four- factor solution,  wi th no i tems meeting the e l imination 

criterion . The s e  i t ems f o rmed four prel iminary s ca l e s  wi th equal i tem 

weights f rom i t ems l oading on each factor . Cronbach' s ( 1 9 5 1 ) coe ffi ci ent 
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alpha ( a )  o n  ehese s e e s  o f  items as  s cales  indicated that only three o f  

the s ca l e s , comp o s ed o f  2 2  i tems , produced rel iabi l i t i e s  a c ceptable ( a  

> . 7 0 )  for  exp l o ra t o r y  research ( Nunna l l y ,  1 9 7 8 ) . Two o f  t h e s e  s ca l e s  

included s imi l a r  i t ems in a pattern s imi l a r  to  two o f  t h e  previ ous 

s ca l e s , wi th  14  o f  the 1 7  i t ems in these two s cales  identical  to  the 

s ca l e s  � n  i t em redu c t i on p r o cedure two . The third s ca l e  contained five 

i t ems not retained as a s ca l e  in the previous p r o cedure s , but with 

factor  l oadings for all five items exceeding . 6 0 ,  and the r e l i ab i l i t y  

( a )  for  the s e  i t ems a s  an equa l l y  weighted s ca l e  exceeding . 8 0 .  Three 

o f  these i t ems had l o a ded together on a retained factor i n  the s e cond 

p rocedu r e ,  but with a three-item s cale  reliab i l i t y  ( a= . 68 )  b e l ow the 

cut o f f  point ' ( a> . 7 0 ) . Four of these five i t ems came origina l l y  f rom the 

Van Dyne et a l . ( 1 9 9 4 )  l o ya l t y  meas u re . 

I tem Reduction Procedure 4 

The t h i r d  i t em reduction pro cedure cons idered only the 4 5  i t ems 

f rom Van Dyne et a l . ( 1 9 9 4 ) and McAl l i s te r  ( 1 9 9 5 ) . A final i t em 

reduction p r ocedu re s t a rted with the 2 5  i tems retained in the four­

factor s o l u t i on from the third procedu r e ,  and added the 21  Cha racter 

Counts Coal i t i on ( 1 9 9 3 ) i tems and the two S cott ( 1 9 6 6 )  i tems ( 4 8  i tems 

total ) .  Aga i n  using the . 1 0 di f fe rential c r i t e r i o n ,  the f i r s t  i t e ration 

e l iminated six i t ems failing the . 1 0 di f ferential tes t .  The s e cond 

iteration  e liminated three additional i t ems whi ch failed to  l oad 

s igni f i cantly  ( > . 4 0 )  on any retained facto r . The r emaining 39 i t ems 

produced a s even- factor  solution,  with no i t ems meeting the el imi nation 

criteri a . These i tems created s even preliminary s ca l e s  with equal i t em 

weights f rom i t ems l oading on each facto r .  Cronbach ' s  ( 1 9 5 1 )  
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coe f fi cient alpha ( a )  o n  the s e  items as  s cales  indicated that f i ve o f  

t h e  s ca l e s , composed o f  3 4  items , produced reliabi l i t i es acceptabl e  ( a  

> . 7 0 )  f o r  expl oratory  r e s ea rch ( Nunna l l y ,  1 9 7 8 ) . The 2 9  items in four 

o f  these s ca l e s  lncluded all 19  items in the four s ca l e s  f rom the f i r s t  

procedure in an identical f a c t o r  pattern . The five items in the fi fth 

s ca l e  were ident i cal to the 5 i tems in the s ca l e  retained i n  the t h i rd 

procedure  made up p rima r i l y  o f  Van Dyne et al . ( 1 9 9 4 ) loyalty i tems . 

Summary of I tem Reduction Procedures 

Table 4 :  resul ts from i tem reduction -- student data 

P rocedure 1* : I t e ra t i ons 1* Fa ctors 1* I tems 1* o f  s ca l e s  1* i tems in 
s t a rting i tem f rom i tems s ca l e  s e t s  
count a >= . 7  for  a >= . 7  

f rom Factors 
P rocedure 1 : 6 8  2 7 27  4 1 9  

P r ocedure 2 :  6 8  5 8 3 9  4 2 6  

P rocedure 3 : 4 5  4 4 2 5  3 22 

Procedure  4 : 4 8  2 7 3 9  5 2 9  

Tab l e  4 p r e s en t s  a s umma ry o f  the i tem reduction p r o cedure s . 

P rocedures one and two s t a rted with the ent i re s e t  o f  6 8  i tems . 

Procedure  three s t a rted wi th the 3 4  i tems f rom Van Dyne et a l . ( 1 9 9 4 ) 

and 1 1  i tems f rom McAl l i s te r .  Procedure four added the 2 3  i t ems not 

u s ed in p r o cedure three to the ending 25 items in the retained factors  

f rom p r ocedure three . Two s imi l a r  f a ct o r s  containing rel iable s e t s  o f  

s ca l e  items emerged in a l l  f o u r  procedures .  Two more f a c t o r s  containing 

reliab l e  s et s  of s ca l e  items emerged in every procedure whi ch included 

the Cha racter  Counts Coali tion ( 1 9 9 3 )  i tems ( i tem reduction p r o cedures 

1 , 2  & 4 ) . A factor  containing a reliable  set of s ca l e  items eme rged in 

both p r o cedur e s  three and four , with three o f  the five i tems in that 

factor eme rg i ng a s  a factor in p r o cedure two . The resul ts  of these four 



i c em reducclon p r o cedures provided the i n f o rmat ion requi red f o r  the 

creacion of the final s ca l e s . 

Final scale i tems , label s ,  and scale reliabil i ties 

92 

In the four  i t em reduction procedures , 2 9  of the 68 i t ems l oaded 

on a f a c t o r  containing  a rel i ab l e  s ca l e  set two o r  more t ime s . These  2 9  

i tems , the iden t i c a l  i tem s e t  a s  the results  o f  the fourth p rocedu r e ,  

p roduced f i ve factor s . T h e  f i r s t  f a c t o r  contai ned 1 5  o f  t h e  2 9  i t ems , 

the s e cond and third f a c t o r s  each had f i ve i t ems , and the fourth and 

f i fth  f a c t o r s  contained two i tems each . The t a r get  numb e r  o f  i t ems in  

the  final  s ca l e s  was  set  at f i ve o r  the  total  set  o f  i t ems in  the  factor  

producing the highe s t  r e l i abi l i t y ,  whi cheve r was l owe r ( see chapter 

three ) . By t h i s  c r i t e r i o n ,  o f  the 1 9  i tems in the f i r s t  factor  the f i ve 

i tems with the highe s t  factor  l oadings became the i n i t i a l  s e t  o f  i tems 

in the f i r s t  s ca l e . The s e cond and third s ca l e s  contained a l l  f i ve 

i t ems i n  each s e t ,  a nd the fourth and f i fth s ca l e s  both contained two 

i t ems . 

As a f i n a l  s tep to check that the i t ems in the s ca l e s  we re robus t  

to  changes i n  r o t a t i o n ,  the 1 9  i t ems in  the five s ca l e s  underwent four 

principle components factor  analyses , e a ch analys i s  with a di f ferent 

rotation method . Orthogonal rotation methoqs included VERIMAX , EQUIMAX , 

and QUARTIMAX . I n  e a ch o rthogonal rotation the factor s t ructure was 

i dentical  wi th  only changes in  l oading . No i tem l oaded below . 5 0 in any 

o f  the three o r t hogonal rotations . An obl i que rotat ion ( Di rect  OBLIMIN )  

produced a four- factor  s olution . I tems in s ca l e s  two and four l oaded 

together on  a s ingle  f a ct o r . The i tems from s cale  two had p o s i ti ve 

loadings on t h i s  factor  whi l e  the i t ems f rom s ca l e  four had negative 

l oadings . The absolute value o f  a l l  these l oadings exceeded . 4 0 .  This 



pattern indi cated dis crimination between the two s e t s  o f  i t ems . The 
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VERlMAX r o t a tion o ften gives a clearer  s eparation o f  factors  than other 

methods ( H a i r  et  a l . ,  1 9 9 2 ) , and Table 5 presents the factor  l oadings o f  

the final  1 9  i t ems f o l l owing a VERlMAX rotation . 

Table 5 :  Factor loadings , final 1 9  items , VERlMAX rotation . 

Wording 

Original 

Factor 

They meet  deadl ines s e t  by Obedi ence 
organi zation . 

They a l ways do thei r bes t . Cha racter 

They app r o a ch thei r j obs  wi th CBT 
p r o f e s s i ona l i sm and dedi cation . 

They a r e  men t a l l y  a l e r t  and ready Obedience 
to  wor k  when they a r ri ve . 

I can r e l y  on them not to ma ke my CBT 
j ob more di f f i cu l t  by careless  
wo r k . 

Thes e  individu a l s  push super i o r s ' Advocacy 
p e r f o rmance t o  higher s t andards . 

Thes e  individu a l s  encourage others Advocacy 
to speak up a t  mee t i ng s . 

They encourage management to keep Advocacy 
thei r knowl edge and s k i l l s  
current . 

They help cowo r k e r s  think f o r  
thems e l ve s . 

They a lways s ta y  i n f o rmed . 

They defend the o rgani zation when 
employees c r i t i c i z e  i t . 

They t e l l  outsiders  this  i s  a good 
place to  wor k . 

The s e  individu a l s  go out o f  thei r 
way to de fend the o rgani z a t i on 
against  outs ide threats . 

Thes e  individu a l s  a ctively promote 
the o r gan i z a t i o n ' s p roducts  and 
s e rvice s . 

Advo cacy 

Cha racter 

Loya l ty 

Loya l t y  

Loya l t y  

Loya l ty 

These  individu a l s  a re involved i n  Social  
outs ide g r oups f o r  the bene fit o f  
t h e  organi zation . 

They always s upport thei r f riends . Character  

The s e  individu a l s  always s tand by  Cha racter 
thei r f r i ends . 

They always protect thei r country . Cha racter 

1 

. 8 2 

. 7 9 

. 7 5 

. 7 2 

. 65 

2 

. 7 8 

. 7 5 

. 7 1 

. 7 0 

. 6 0 

Factors 

3 

. 7 7 

. 7 4 

. 6 9 

. 6 3 

. 5 8 

4 

. 8 8 

. 8 7 

5 

. 9 1 



Wording 

These  individuals  a lways s tand by 
their count ry . 

Origl.nal 

Fa ctor 

Character 

Note . I tem l oadings above . 4 0 repo rted . 

Factors 

1 2 3 

The f i r s t  s ca l e  includes two cognitive-based t r u s t  items 

9 4  

4 5 

. 8 5 

(McAl l i s t e r ,  1 9 9 5 ) , two obedience i tems ( Van Dyne et al . ,  1 9 9 4 ) , and one 

Cha racter Counts Coa l i t i on ( 1 9 9 3 )  ( CCC ) item.  Each o f  thes e i t ems refers  

to  the j ob o r  wo r k  i t s el f prompting a s ca l e  label  of  TAS K .  The s e cond 

s ca l e  contains  four advocacy p a r t i cipation i tems ( Van Dyne et al . ,  

1 9 9 4 ) , and one CCC i t em prompting a s cale l abel o f  ADVOCACY .  The i t ems 

in ADVOCACY a l l  r e f e r  to spec i f i c  wor k  relationships between coworkers  

and manage rs . The third s ca l e  contains four loya l t y  items and one 

social  p a r t i cipation item ( Van Dyne et  al . ,  1 9 9 4 ) p rompting a s cale 

label of  LOYALTY . The i tems in LOYALTY all  r e f e r  to the relationships 

an individual would have with an o rgani zation as  a whol e  rather than 

with speci f i c  g r oups wi thin an organi zation . The fourth and f i fth 

s cales  a r e  consti tuency speci fi c .  The fourth s ca l e  i tems refer directly 

to  relationships with f riends , and the i tems in the fi fth s ca l e  refer  

directly to  relati onships with country prompting l abel s o f  FRI ENDS and 

COUNTRY respective l y .  

Cronbach' s ( 1 9 5 1 ) coe f fi cient alpha f o r  the f i r s t  three s cales  wi th 

ranged f rom . 8 0 t o  . 8 7 for the s tudent data . The alpha ( o r  correlat ions 

for  the two - i tem s ca l e s ) for  all five s ca l e s  was well  above the . 7 0 

level s ugges ted by Nunnal l y  ( 1 9 7 8 )  a s  a cceptable  for  continued resea rch . 

Table 6 p r e s en t s  the s cale rel iabi l i t i e s  for  the five final s ca l e s . 



Table 6 :  Reliabil i ties of created scales , s tudent data 

S c a l e  label Cronba ch' s Alpha # I t ems in  s ca l e  
TASK . 87 5 
ADVOCACY . 8 4 5 
LOYALTY . 80 5 
FRI ENDS . 8 5 *  2 
COUNTRY . 8 1 *  2 

, Note . * Cronbach s Alpha 1 S  unde f1ned f o r  a two-1tem s ca l e . 

represents  the c o r r e l a t i on between the two i t ems . 

Resul ts For Hypothes is One (H1)  

Hypothesis 1 

Numb e r  

Hypothesis One ( H 1 ) : I tems i n  the created measures o f  ethical values 

will produce an i nterpretable six-factor solution relating to six 

substantive categories of ethical values . 

9 5  

T h e  i t em redu c t i on p r o cedure indi cated t h a t  f i ve rather t h a n  the 

predi cted s i x  f a c t o r s  emerged f rom the s tudent data . A f i ve- factor  

s ol u t i on f a i l ed to  support hypothes i s  one  ( H d · The first  three factors  

TASK,  ADVOCACY and LOYALTY corresponded to  the  three behavi o r  targets , 

t a s k ,  con s i de r a t i on-spec i f i c  and con s i deration-general , whi ch f o rm one 

dimens ion of the CC- EVM ( see Chapter  1 ) . Apa r t  from the hypothe s i s  one 

resul t s , howeve r ,  the r e l i abil i t y  of the measures  and the i r  r obustness  

to  changes  i n  rotation l ends initial  s upport to  the d i s c r iminant 

validity  of the f i ve created measures . 

Convergent Validi ty : created measure ' s relationship to exis ting measures 

I f  a new mea s u r e  exhibi t s  expected relationships wi th other 

exi s ting meas u re s , a resea rcher can ma ke i n fe rences rega rding conve rgent 

val idity . Thi s p r o ce s s  builds a nomological  net ( Cronbach & Meehl , 
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1 95 5 )  whi ch s erves to  s upport the validity o f  the new mea s ure . The 

current s tudy took  s teps toward bui lding a nomological net for the 

created measures  i n  the s t udent s ampl e  by examining the created 

measures ' relati onships wi th demographic va riables , ps ychologi cal  

meas u r e s , and mea s u r e s  o f  ethical  evaluat ion . 

Resul ts Of Correlations With Created Measures 

Figure 9 presents  the correlations among ( 1 )  the substantive 

categories o f  ethi cal values a s  mea sured by the created s ca l e s  and ( 2 )  

the s tudent demographi c data . Figure 1 0  presents  the correlations among 

the f i ve created s ca l e s  and the s tuden t s '  s cores  on the measures  o f  

Machiave l l ianism ( MACH ; Chri s t i e  & Gei s ,  1 9 7 0 ) , external l o cu s  o f  

control ( EXT ; Rot t er , 1 9 6 6 ) ) and the ps ychol ogi cal measures  o f  gender 

( MALE and FEMAL E ;  Bern, 1 9 7 4 ) . Figure 1 1  presents the correlations among 

the f i ve created measures  and the s tudent s  s co re s  of ethical evaluation 

a s  mea s ured by Reidenbach & Robin' s ( 1 9 9 0 )  mul t idimens ional ethics s ca l e  

( MES ) . The MES contains three measure s : broad-based equity ( BBE ) , 

relat i vi sm ( REL ) , a nd contractualism ( CONT ) ( see  chapter three ) . 

Calculating C ronbach ' s ( 1 9 5 1 )  coeffi cient alpha for e a ch o f  the s ca l e s  

created i n  the s tudent portion o f  the research i ndi cated a c ceptable 

reliabi l i t y  ( a  > . 7 0 )  for  e a ch o f  the s ca l e s  ( Nunna l l y ,  1 97 8 ) . Table 

s even presents  the rel iabilities  for the existing ps ychologi cal  s cale s . 

Table 8 presents  the reliab i l i t i e s  for the three MES measures . 

Table 7 :  Reliabil i ties of existing scales , student data 

S ca l e  Cronbach ' s Alpha # I tems in s ca l e  
Machl ave l l i an i sm . 7 1 2 0  
BSRI- Fema l e  . 7 9 2 0  
BSRI -Ma l e  . 8 7 2 0  

Rot te r ' s Exte rn . 7 8 2 3  



Table 8 :  Reliabili ties of the mul tidimensional ethics scale , student 

data 

S ca l e  Cronbach ' s Alpha # I tems i n  s cale  
Broad Bas ed Equi ty . 7 8 12 
Rel a t i vi sm . 7 8 6 
Contr a ctual ism . 82 6 

Resul ts For Hypothesis Two ( H2• -H2d) 

Hypothesis 2 

Hypothesis Two -a ( H2. ) : Machiavellianism wil l  negatively associate 

with the subs tantive categories of ethical values . 

Hypothesis 2a is supported if r�� . j  < 0 ,  p< . O S ( for j=l to i ) . 

No s i gni f i cant c o r r e l a t i ons ( p  < . C 5 )  were indi cated f o r  the 
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s tudent s ampl e  among the f i ve c reated s cales  and a g e ,  l evel o f  educa t i on 

( EDU ) o r  work  e xp e r i ence ( YRJ ) . The correlations between 

Machiave ll i an i sm ( Ch r i s t i e  & Gei s ,  1 9 7 0 )  and each of the created s ca l e s  

was s igni f i cant ( p< . 0 5 )  f o r  only t h e  f i r s t  two s ca l e s , TASK and 

ADVOCACY .  Fo r both o f  these s ca l e s  the relati onship was i n  the 

p redi cted d i r e c t i o n ,  indi cating that a decrea s e  i n  Machiave l l i a n i sm 

corresponded to an i n c r e a s e  in the created measure . 

Hypothesis Two-b ( H2b) :  External Locus of Control will negatively 

associate with the substantive categories of ethical values . 

Hypothesis 2b is supported if IDIT . j  < 0 ,  p< . O S ( for j - 1  to i ) . 

The correlation between Exte rnal Locus o f  Cont rol ( Rotte r ,  1 9 6 6 )  

and the c reated mea s u r e s  was s i gni fi cant ( p< . 0 5 )  and i n  the predi cted 

negat i ve di rection with each of the f i ve created s ca l e s . Thes e  
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co r r e l a t i ons indi cated that a decrease i n  a n  i ndividua l ' s  external l ocus 

of control  ( an increase  in internal l ocus o f  control ) corresponded to  an 

increase on  the crea�ed s ca l e s . 

Hypothesis Two -c ( H2c) :  There will exis t  no relationship between 

biological gender and the substantive categories of ethical values . 

Hypothesis 2c i s  supported if rGENDER, j  = 0 ,  p < , 0 5 ( for j=l to i ) . 

Tabl e  9 presents  the results  for  a one-way anal y s i s  o f  va r iance 

comparing the means for mal e s  and fema l e s  o f  s ca l e  s cores  on the five 

s ca le s . A s i gni f i cant ( p< . 0 5 )  mean di f fe rence exis ted f o r  onl y two o f  

t h e  five s c a l e s ,  FRI ENDS a n d  COUNTRY . I n  both cases , thes e 

r e l a t i onships i nd i cated that mal e s  had higher scores  on these s ca l e s  for  

this  s t udent s amp l e . 

Table 9 :  ANOYA results for hypothesis two -c 

Mal e  Femal e  

S ca l e  Mean Std . Dev . Mean Std . Dev . p-value 

TASK 5 . 97 0 . 8 9 6 . 07 0 . 8 6 0 . 3 3 

ADVOCACY 5 . 7 0 0 . 9 1 5 . 57 0 . 8 9 0 . 2 0 

LOYALTY 5 . 2 9 0 . 8 6 5 . 1 9 0 . 8 8 0 . 32 

FRI ENDS 5 . 3 1 1 .  0 9  5 . 0 3 1 .  1 6  0 . 0 3 

COUNTRY 4 . 8 3 1 .  3 2  4 . 5 5 1 . 1 4 0 . 0 4 

The c o r r e l ation between biologica l  gender and the c reated s ca l e s  

wa s s i gni f i cant ( p< . 0 5 )  for  only two o f  t h e  five s ca l e s , FRI ENDS and 

COUNTRY . I n  both c a s e s , these relationships indi cated that mal e s  had 

higher s co r e s  on these s ca l e s  for this s tuden� s ample .  
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Hypothesis Two-d ( H2d) : There will exi st no relationship between 

psychological gender and the substantive categories of ethical values . 

Hypothes i s  2dt.Jw: is supported if rMALE , j  = 0 ,  p < . 0 5 ( for j=l to i )  

Hypothesis 2 cFEHALE i s  supported if rPD<ALE ,j= 0 ,  p< . O S ( for j=l to i )  . 

P s ycho l o g i c a l  gender mea s u r e s  f rom the Bern Sex Rol e  I nventory 

( Bern, 1 97 4 )  indicated no s i gn i f i cant relationship between the 

p s ychological  FEMALE mea s u re and the created s ca l e s . Four o f  the five 

created s ca l e s  c o r related p o s i tively ( p< . 0 5 )  wi th the p s ychological  MALE 

meas u re . The exception was the measure o f  TAS K ,  whi ch exhibited no 

r e l a t i on s hip with any of the ps ychol ogical o r  biologica l  gender 

measures .  

Resul ts For Hypothesis Three (H3)  

Hypothesis 3 

Hypothes i s  Three ( H3 ) : Assessments of ethical behavior will posi tively 

associate with the substantive categories of ethical values . 

Hypothesis 3a is supported if rBBE , j  > 0 ,  p < . 0 5 ( for j=l to i )  

Hypothesis 3b i s  supported if rREL , j  > 0 ,  p < . 0 5 ( for j=l to i )  . 

Hypothesi s  3c i s  supported if rCONT, j  > 0 ,  p < . 0 5 ( for j=l to i )  . 

An exami nation o f  the cor rel ations between the created meas ures 

and Reidenbach & Robin'  ( 1 9 9 0 )  Mul t i dimens ional Ethics Scale ( MES ) 

evaluations indicated a s igni f i cant relationship in only four o f  the 1 5  

pos s ible  correl a t i ons ( see Fi gure 1 1 ) . The b road-ba s ed equi ty s cale  

correlated negatively with the  TASK s ca l e ,  indi cating a higher s core on 

the TASK mea s u re corresponds to a decreas ed broad-based equi ty 



evaluation . 

1 0 0  

The relationship between the TASK s cale  and a s s e s sments  o f  

cont ractua l i sm i ndicated that a higher TASK s core corresponded t o  a 

decreas ed cont ractua l i sm evaluat ion . Cont ractua l i sm a l s o  correlated 

s i gni f i ca n t l y  wi th LOYALTY and FRI ENDS . I n  both cas e s , a s  the created 

s cale  s core increased,  the contractua l i sm evaluation decreas ed . 

Student Sample : summary 

The i t em redu c t i on procedure p roduced a set  o f  1 9  i tems in f i ve 

s ca l e s  whi ch we re l abeled : TAS K,  ADVOCACY ,  LOYALTY , FRI ENDS , and 

COUNTRY . Each of the f i ve s ca l e s  was robust to  changes  in  rotation and 

s howed a r e l i ab i l i t y  in  exce s s  of . 8 0 for the s tudent s amp l e . Because 

i t em reduction produced f i ve rather than the predi cted six s ca l e s , there 

was no supp o r t  for  hypothe s i s  one . 

Hypotheses  two and three s ought s upport  for  convergent and 

d i s c r iminant validi t y .  The data provided l imited s upport f o r  hypotheses  

two and three . Each o f  the f i ve s ca l e s  correlated s i gni f i cant l y  

( p< . 0 5 ) wi t h  l ocus o f  control in  the predicted direction . Two o f  the 

f i ve s ca l e s  correlated s i gni f i cantly ( p< . 0 5 )  wi th Machiave l l ianism in the 

predi cted di rection . Two of the five s howed a s i gni f i cant ( p< . 0 5 )  

correla t i on with biologi cal gende r ,  but not i n  the predi cted direction . 

None correlated s igni fi cantly with the p s ychological  FEMALE mea s u r e ,  

whi l e  f o u r  o f  the f i ve correlated p o s i t i ve l y  wi th t h e  ps ychologi cal MALE 

measure . 

O f  the three measures  o f  ethical evaluation,  only TASK correlated 

with the evaluation of broad-bas ed equi t y .  None o f  the created measures  

correlated s i gni f i cantly  with the relat ivism s ca l e ,  and three o f  the 

f i ve created meas u r e s  correlated wi th evaluati ons of cont ractual i sm.  I n  
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every c a s e  the di rection o f  the correlati on indi cated that the hi gher 

the s ca l e  s co r e  the mo re negatlve the evalua t i on . 

Confirmatory analysis : created measures applied to industry sample 

The f i r s t  s tep in the analysis  o f  the i ndu s t ry data was to ver i f y  

t h e  f a c t o r  s t ructure o f  ( l ) the developed s ca l e s , ( 2 ) the s ca l e s  used t o  

mea s u r e  o rgani z at i onal  commitment , a n d  ( 3 )  t h e  s ca l e s  used to  mea s ure 

shared ethi c a l  val ue s . A con f i rmatory factor ana l y s i s  of the 19 i t ems 

in the f i ve devel oped s ca l e s  produced a four- factor s olution . The two 

i t ems f rom COUNTRY col lapsed with ADVOCACY and FRI ENDS . Al l other 1 7  

i tems rema ined in  the s ame factors  that emerged i n  the s t udent s amp l e . 

Each o f  the f i ve s ca l e s  deve l oped using the s tudent data maintained 

s a t i s factory ( 0.> . 8 0 )  r e l i abi l i t y  ( Nunna l l y ,  1 9 7 8 )  i n  the i ndu s t r y  

s amp l e . Tab l e  1 0  presents  the con f i rmatory f a ct o r  ana l y s i s  r e s u l t s  o f  

t h e  s ca l e  i tems i n  the i ndus t r y  data . 

Tab l e  1 1  presents  the internal  con s i s t ency r e l i abil i t y  resul t s ,  

Cronbach ' s ( 1 9 5 1 )  coe f f i cient alpha . 

Table 1 0 : S cale i tem factor l oadings , industry data 

Developed Factors 

Wording Scale  1 2 3 4 

They mee t  deadlines  s e t  by TASK . 8 1 
organi z a t i on . 

They are menta l l y  a l e rt and ready to TASK . 8 0 
work when they a r rive . 

They a l ways do thei r bes t .  TASK . 7 9 

I can rely on  them not  to  ma ke my j ob TASK . 6 9 
more di f f i cu l t  by carel e s s  wor k .  

They approach thei r j obs  wi th  TASK . 63 
p r o f e s s iona l i sm and dedi cation . 

They help coworkers  think  for ADVOCACY . 7 9 
thems e l ve s . 

Thes e  individu a l s  p u s h  s uperi o r s ' ADVOCACY . 7 7 
p e r f o rmance to  hi gher s t anda rds . 

They encourage management to keep ADVOCACY . 7 5 



Wording 

their knowl edge and s k i l l s  current . 
They a l ways protect  the i r  count r y .  
These i ndividual s  encourage others t o  
speak u p  a t  mee t i ngs . 

Thes e  i ndividual s  always s tand by 
thei r coun t r y . 

They always s ta y  i n f o rmed . 

Thes e  i ndivi dual s  a r e  involved in  
outs ide g r oups f o r  the  bene f i t  o f  the 
organ i z a t i on . 

They defend the o rgani z a t i on when 
employees  c r i t i c i z e  i t . 

Thes e  i ndivi du a l s  a ct ivel y  promote 
the o rgani z a t i on ' s products and 
s e rvi ces . 

These i ndividual s  go out o f  thei r way 
to  defend the organi z a t i on against  
outs i de threat s . 

They t e l l  o u t s i d e r s  t h i s  i s  a good 
p l a ce to  wo r k . 

The s e  individual s  always s tand by 
the i r  f ri ends . 

They always s uppor t  their f r i ends . 

Devel oped 

Scale  

COUNTRY 

ADVOCACY 

COUNTRY 

ADVOCACY 

LOYALTY 

LOYALTY 

LOYALTY 

LOYALTY 

LOYALTY 

FRI ENDS 

FRI ENDS 

Note . I t em loadings above . 4 0  reported . 

Table 1 1 : Created scale reliabilities , industry data 

S ca l e  Cronba ch ' s Alpha # I t ems 
TAS K . 8 4 

ADVOCACY . 8 4 
LOYALTY . 8 4 

FRI ENDS . 9 1 "  

COUNTRY . 8 7 "  

Fa ctors 

1 2 3 

. 65 

. 65 

. 5 1 

. 5 0 

. 7 8 

. 7 5 

. 64 

. 63 

. 6 0 

in  s ca l e  
5 

5 

5 

2 

2 

Note . * C ronbach ' s Alpha � s  unde f � ned for a two � tem s ca l e . Number 

rep r e s e n t s  the c o r r e l a t i on between the two i tems . 

1 02 

4 

. 5 3 

. 9 1 

. 8 9 

Confirmatory Analysis Of Organizational Commi tment And Shared Values 

Scales 

A con f i rma t o r y  factor  analys i s  of the five i t ems f rom Hunt , Wood , 

and Chonko ' s ( 1 9 8 9 )  Sha red Ethical Values Que s t i onna i re ( EVQ ) and the 

I S - i tem Mowday ,  Steers , and Porter ( 1 97 9 )  Organ i z a t i onal Commi tment 
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Que s t i onna i re ( OCQ ) ( 2 0  i t ems total ) produced a 3 - factor s ol ution . This 

result was cont r a r y  to  the expected two- factor s olution . I tems in the 

OCQ tended to  load s i gni f i cantly ( > . 4 0 )  on one main factor as  expected . 

The other two f a c t o r s  contain i t ems f rom the EVQ and OCQ . The s e cond o f  

these three f a c t o r s  contains  three i tems from the EVQ . The third factor 

contained the two other EVQ i t ems , and two OCQ i t ems whi ch also loaded 

on the o rgani z at i onal commitment main factor . Table 12 p re s ents the 

i t em l oadings on the three factors . 

Table 12 : Factor loadings - oeQ and EVQ scales 

Wording 

Managers i n  my company rarely  engage in 
behavi o r s  that I con s ider t o  be unethi cal . 

I n  o rder t o  s u c ceed i n  my company,  i t  i s  
r a r e l y  neces s a r y  to  compromis e  one' s 
ethics . 

Top management i n  my company has  let i t  be 
known i n  no uncertain t e rms that unethical 
behavi o r s  wil l  not be t ol erated . 

I f  a manager in my company i s  dis cove red to 
have engaged in unethical behavior  that 
results  prima ri l y  in p e r s onal gain ( rather 
than corporate gain ) , he or  s he wi l l  be 
promptly rep rimanded . 

I f  a manager i n  my company i s  dis cove red to  
have engaged in unethi cal behavi o r  that 
r e s u l t s  p r ima r l l y  in corporate gain ( rather 
than p e r s onal  gain ) , he o r  she  wi l l  be 
p romp t l y  reprimanded . 

I am wi l l i n g  t o  put i n  a great deal o f  
e f fort beyond that n o rma l l y  expected i n  
o rder to  h e l p  t h i s  o rgani z a t i on b e  
succes s ful . 

I t a l k  up t h i s  o rganization to my f riends 
as  a g r e a t  o rgani z a t i on to  wor k  for . 

I feel  great  loyalty  to this  o rgani zation . 

I would a ccept almo s t  any t ype o f  j ob 
a s s i gnment i n  o rder  to keep wo rking for 
this o rgani z a t i on . 

I f i nd that my values and the organi z a t i ons 
values are ve ry s imi l a r . 

I am proud t o  t e l l  others that I am p a r t  o f  

Original 

Scale 

EVQ1 

EVQ2 

EVQ3 

EVQ4 

EVQ5 

OCQ 0 1  

OCQ02 

OCQ 0 3  

OCQ 0 4  

OCQ 0 5  

OCQ 0 6  

Fa ctors  

1 2 3 

. 7 1 

. 8 0 

. 6 8 

. 8 9 

. 9 0 

. 3 5 

. 7 9 

. 7 7 

. 63 

. 60 . 6 1 * 

. 7 8 
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this organi z a t i on . 

I would not be a s  wel l  o f f  wo rking for a 
d i f f e rent organi zation even i f  the type o f  
wor k  was s imi l a r . 

Thi s o r gani zation really  inspires the very 
b e s t  in me in the way of j ob performance . 

I t  would t a k e  a great change in my present 
cl rcums tances to cause me to leave this 
o rganl zation . 

I am extreme l y  glad that I chos e  this  
o rgani zation t o  wor k  for over others  I was 
cons idering a t  the t ime I j oined . 

There ' s much to be gained by s t i cking wi th 
this o r gani z a t i on inde f initel y .  

I rarely f i nd i t  di f f i cult t o  agree wi th 
this o r gani z a t i on ' s policies  on important 
mat t e r s  relating  to  empl oyees . 

I rea l l y  care  about the fate o f  this  
organ i z a t i on . 

For me thi s i s  the best  o f  a l l  pos s ible  
organi z a t i on s  for  which to  wo rk . 

Deciding t o  wo rk  for  t h i s  organi zation was 
de f i n i t e l y  not a mi s take  on my part . 

Note . I tem loadings above . 4 0 reported . 

Original Factors 

Scale 1 2 

OCQ07  . 8 2 

OCQ 0 8  . 7 8 

OCQ 0 9  . 82 

OCQ 1 0  . 8 5 

OCQ 1 1  . 7 2 

OCQ 1 2  . 5 5 

OCQ 1 3  . 52 

OCQ 1 4  . 8 6 

OCQ 1 5  . 8 0 

* A s i gni fi cant l oading ( > . 4 0 )  emerged on multiple factors . Domain 

i s s ues i n f l uenced a s s i gnment o f  facto r .  

1 0 4  

3 

. 5 4 * 

The three i t ems in the s e cond factor a l l  speci f i ca l l y  refe rred to 

management ' s  response to  unethi cal  behavi o r s  prompting a l abel o f  

Perceived Manage r i a l  Enforcement ( PME ) . The i tems i n  the thi rd factor 

mo re speci f i c a l l y  refer  to the concept o f  sha red val ue s  between the 

i ndividual and the company,  prompting a factor label o f  Shared Ethical 

Value s  ( SEV) . Table 13  presents the reliab i l i t i e s  o f  ( 1 )  the three 

s ca l e s  sugges ted by the factor analys i s  and ( 2 )  the two ori ginal s ca l e s . 

Table 1 3 : Reliabil i ties for commi tment and shared values scales 

Original  S c a l e  Cronba ch' s Alpha 
EVQ : Ethical Values  Que s ti onnaire . 8 3 
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OCQ : Organ� z ac i onal Commi tmenC Que s tionnai re . 9 6 

S ca l e  s ugges ted by factor analys i s  Cronbach ' s Alpha # I t ems 
SEV :  Sha red Ethical  Val ues . 8 3 4 
PME : Perceived Managerial  Enforcement . 8 7 3 
OCQ 1 3 I tm :  1 3  i tem ve r s i on o f  the OCQ . 9 5 13  

The s ca l e s  s ugges ted by the factor analys i s  o f  the i t ems showed 

s u f fi cient r e l i a b i l i t y  ( a> . 7 0 )  for  cont inued resea rch ( Nunn a l l y ,  1 9 7 8 ) , 

and i t ems in these mea s u r e s  we re conceptua l l y  interp retabl e .  Subs equent 

tes t s  of medi a t i o n  u s ed the s e  s ca l e s  in addition to  the o riginal  EVQ and 

OCQ mea s u re s . 

Examination Of Correlation Matrices : Industry Data 

Figure 1 5  through Figure 12 present the correlation mat r i ce s  for  

the s ub s tantive categories  o f  ethical values , the sha red values 

mea s u re s , commitment measures , and s eve ral demographic cha racteri s t i c s . 

Four s e ct i on s  b r i e f l y  review s i gn i f i cant correla t i ons o f  interest  ( p  

< . 0 5 )  . 

Correlations among personal and professional demographics 

The two mos t  obvi ous results  Figure 12 port rays a r e  that agency 

s i ze ( AGS I Z E )  does not c o r relate at a s i gn i f i cant l evel ( p  < . 0 5 )  with 

any of the other demographic var i ab l e s , and that gender does correlate 

s i gn i f i can t l y  ( p  < . 0 5 )  with four  o f  the remaining five demographi c 

va r�abl e s . These c o r r e l a tions indicate thac mal e s  tend to have mo re 

tenure and hold higher p o s i t i ons ( POS_NUM ) in  thei r agenci es . No 

s igni f i cant c o r r e lation e x i s t s  in this insurance indu s t r y  s ampl e  between 

gender and the numb e r  of p r o f e s s i onal desi gnati ons held ( NO_P D ) . 

S igni f i cant i n t e r - c o r r e l a t i ons ( p< . 0 5 )  among age , indu s t r y  tenure 
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( YRSIND ) , p o s i t i on tenure ( YRSCP ) ,  company tenure ( YRSCC ) and p o s i tion 

level eme rged a s  expected for this s ampl e .  

Correlations among shared values , organizational commitment and 

demographics 

No r e l a t i on ship emerged ( s ee Figure 1 3 )  in this insurance indus try 

s ampl e  between any o f  the measures  of  sha red values or o rgani z a t i onal 

commitment and the variables o f  a g e ,  gende r ,  or  number o f  p r o f e s s i onal  

des ignation s  ( NO P D ) . Cons i s tent negative correlations ( p> . 0 5 )  between 

agency s i ze ( AGS I Z E )  and a l l  five measures  of s hared val ue s  and 

commitment ,  indicated a relationship between increasing agency s i z e  and 

l ower s ha red values and l ower commi tment ( s ee Figure 1 4 )  

None o f  the tenure demographic va riables ( company,  p o s i t i o n ,  and 

indu s t ry t e nu r e )  correlated s i gn i f i cantly wi th either mea s u r e  o f  

o rgani z a t i onal commi tment . Both indus t r y  tenure and p o s i t i on tenure 

correlated p o s i ti ve l y  ( p< . 0 5 )  with  Hun t ,  Wood , and Chonko ' s ( 1 9 8 9 )  

o riginal  EVQ s cal e .  A s igni f i cant ( p  < . 0 5 ) correlation a l s o  emerged 

between pos i t i on tenure and perceived managerial enforcement , i ndi cating 

that a s  p o s i t i on tenure increases the perception that management 

enfo rces e t hi cal s t andards increases  ( s ee Figure 1 4 ) . 

Level i n  the o r gani zation ( POS_NUM) correlated p o s i tively ( p< . 0 5 )  

with  both the o r i ginal shared ethi cal values scale  and e a ch o f  the two 

s ub- s ca l e s , PME a nd S EV .  Thi s correlation indi cated that i ndividu a l s  

higher i n  the o rgani z ational hiera rchy were more l i ke l y  to  share t h e  

values o f  the o rgani zation . Howeve r ,  for  this  s ampl e  organi z a t i onal 

l evel ( POS_NUM ) did not correlate s igni f i cantly with either  ver s i on of  

the o rgani z a t i on a l  commi tment mea sure ( s ee Figure 1 3 ) . 
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Correlations among new measures and demographics 

Res u l t s  p r e s ented in Figure 15 and Figure 16 indi cated that of the 

demographi c mea s ures  only two s i gni fi cant correlations ( p< . 05 )  eme rged . 

I n  Figure I S , a p o s i t i ve correlation indi cated that a s  age increased 

there wa s an increase  in the COUNTRY value for the indu s t r y  s ample .  

Figure 1 6  port rays  a s igni f i cant negative correlation between agency 

s i z e  and the FRI ENDS value . 

Correlations among new measures and criterion validity measures 

Figure 17 s hows s i gn i f i cant l evel s  of correl ation ( p< . 05 )  among 

the f i ve mea s ures developed in the cur rent s tudy and the f i ve mea s u r e s  

o f  o rgani zational  commi tment a n d  sha red val ue s , w i t h  t h r e e  exceptions 

out of the 25 c o r r e l a tions . The four-item sha red ethi cal val ue measure  

( SEV) did not c o r r e l a t e  s i gni fi can t l y  wi th either TASK o r  ADVOCACY ;  and 

the three - i t em perceived managerial enforcement measure  ( PME ) did not 

correlate  s i gni f i cantly  wi th FRI ENDS . All 25 correlations were 

s i gni fi cant a t  the p> . O l level . 

The h i gh c o r r e l a t i ons ( . 1 4 to . 6 1 )  among the created measures  

roughl y  p a r a l l eled those found in the  s tudent s ample .  Omi t t ing 

co r r e l a ted variables  i n  regre s s ion equations can con found resul t s , whi l e  

including correlated va riables  together in one equation c a n  help avoid 

these omi t ted var i ab l e  e f fects . Subs equent t e s t s  o f  media t i on included 

a l l  five created s ca l e s  in the regre s s i on equations . 

An interes ting point to note in Figure 1 7  i s  the . 9 9 5  correlation 

between the f u l l  I S - i t em OCQ and the shorter 1 3 - item ver s i on indi cated 

by  the p revi ous factor  analys i s . This result indi cated l i t t l e  change in 

the underl ying const ruct . Al s o  inter e s t ing are the correlations  among 

the o r i ginal EVQ s ca l e  deve l oped to measure  sha red values and the two 
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Both 

cor r e l a c l ons a re s l gnl f i canc ( p< . O l ) . By inspeccion che correla c i on 

between the o r l ginal and PME i s  higher than becween the o r i ginal and 

S EV, however the i tems f rom the original OCQ (Mowday,  Stee r s , & Porter , 

1 97 9 )  l oading on S EV ( e . g .  " I  find that my values and the o rgani zations 

values  a r e  ve ry s imi l a r " ) were closer  to  the o ri ginal definition of the 

cons t ruct behind the EVQ . 

Criterion validi ty : the created measures ' relationship to organi zational 

commi tment 

C r i t e r i on validity concerns the e f fect a con s t ruct has  on a 

dependent const ruct o f  concern . The indu s t r y  s ampl e  provided the data 

for thi s s tage  of anal y s i s . 

Resul ts For Hypothesis Four (H.)  

Hypothesis 4 

Hypothesis Four (H.) : Organizational commi tment wil l  posi tively 

associate wi th individual ' s  perception of shared ethical values . 

Hypothes i s  four predicted a positive and s i gn i f i cant relationship 

between shared e thical val ue s  and o rgani zational commitment . The 

eme r gence of mul tiple measures  of s ha red ethical values  requi red five 

regres s i ons to t e s t  hypothe s i s  four properl y .  The f i r s t  regres s ion 

used the 1 S - i tem OCQ as  the dependent va riable and the five - i t em EVQ as  

the  i ndependent va r i ab l e . Each o f  the next regre s s ions used the 1 3 - i tem 

OCQ a s  the dependent va riab l e . Regr e s s ions two and three cons idered S EV 

and PME al one . A fourth regress ion cons idered both togethe r ,  and is  
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reported twi c e ,  once f o r  each va riable with the other a s  a cont rol . 

Resu l t s  o f  these four equations appear in Table  1 4 . 

Table 1 4 : Regres sion results - hypothesis four 

Regres s i on I nd . Va r .  Dep . Va r .  Cont rol St anda rdized Beta p-value Adj . W 

1 EVQ OCQ n/a . 6 4 6  . 0 0 0  . 4 1 3  

2 SEV OCQ1 3  n/a . 7 7 1  . 0 0 0  . 5 9 1  

3 PME OCQ1 3  n/a . 5 32 . 00 0  . 2 7 7  

4 SEV OCQ13 PME . 690 . 0 0 0  . 60 9  

4 PME OCQ 1 3  SEV . 17 0  . 0 1 6  . 6 0 9  

Tab l e  1 4  s hows t h a t  regardl e s s  o f  t h e  combination o f  variable or 

control  variab l e s , there was a s i gn i f i cant posi tive relati onship 

between the mea s ur e s  of sha red values and the measures  of organi zational 

commi tmen t . This s e t  o f  results  indicated s uppo r t  f o r  hypothe s i s  four . 

Results For Hypothesis Five (Hs) 

Hypothesis 5 

Hypothesis Five (Hs)  : The substantive categories of ethical values 

will posi tively affect organizational commitment through the mediator 

of perception of shared ethical values . 

( 5a )  T\evq = Bl (Sa) T\l + B2 (S") T\2 + • •  • +Bi (S") T\i + Sevq (Sa) 

( 5b )  T\ocq = Bl (Sb) T\l + B2 (Sb )T\2 + • • •  +Bi (Sb) T\i + C:ocq (Sb) 

( 5 c )  Bl (Sc ) T\l  + B2 (Sc) T\2 + • • •  +Bi (SC) T\i + Bevq (Sc) T\evq + Socq (Sc) T\ocq = 
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Table 1 5 : Tests o f  medi ation (Baron & Kenny , 1 9 8 6 )  

Mediation i s  J..ndicated for T\; if 1 , 2 , 3  & 4 are true . 

1 .  B; 
( S�l 

T\j <> o .  
2 .  Bi (Sbl 

T\1 <> o . 
3 .  B.vq 

( ScI 
T\evq <> o .  

4 .  B1 
( SbI

T\1 > B; 
( SCI

T\; . 
Full mediation is indicated for T\ j if Bj ( 5 c ) T\ j = o .  

Because mul tiple  factors  eme rged f rom the p r i o r  ana l y s i s  o f  the 

EVQ , p roper anal ys i s  o f  the data requi red five s eparate s e t s  of 

regr e s s i ons . The f i r s t  regre s s ions used the original EVQ and OCQ 

mea s u re s . Because two items f rom the original OCQ were included in the 

created S EV mea s u re for  content reasons , sets two through four used the 

shortened 1 3 - i tem OCQ measure . Sets two and three ( Fi gure 1 9  & Figure 

2 0 )  used S EV as  the media t o r  ( s et  three cont rolled for PME ) . Sets  four 

and f i ve ( Fi gure 2 1  & Fi gure 22 ) used PME a s  the media t o r  ( s et  four 

cont r o ll ed f o r  SEV) . 

To s upport mediation,  a l l  the four t e s t s  ( s ee table 1 4 )  f o r  any 

s ub s tantive category of ethical value mus t  pas s . Mediation was 

s upported only twi ce ,  both times ( 1 )  LOYALTY wa s the independent 

va riab l e ,  ( 2 )  the shorter  OCQ 1 3 - i tem mea sure was the dependent va r i ab l e ,  

and ( 3 )  t h e  four-item S EV was the medi a t o r ( Figure 1 1 ) . The only 

di f ference i n  these two s e t s  o f  tests supporting media tion was PME as  a 

cont rol , whi ch had no e f fect on the medi ation t e s t s . Two points are o f  

note : ( l ) LOYALTY' s  e f fect o n  commitment wa s s i gn i f i cant in every t e s t ,  

regardl e s s  o f  medi a t o r ,  and ( 2 ) the e f f e ct o f  mediation wa s never ful l . 

A s igni f i cant  main e f fect  between LOYALTY and commitment remained in 

eve ry set of t e s t s . H ypothes i s  five ,  that shared values would medi ate 

the relati onship between the new meas ures and commitment , re ceived very 

l imi ted s uppor t . Mediation was found only between commi tment and ( 1 )  one 
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o f  the five crea ted measures , LOYALTY ,  and ( 2 )  using the four-item SEV 

measure  a s  the medi ator va r�abl e .  

Industry data - summary 

Con f i rma t o r y  ana l y s i s  o f  the developed scales  using an indu s t ry 

s ampl e  indi cated that the s cales  demons t rated s u f f i ci ent r e l i abi l i t y  and 

reproducib i l i t y  to  continue analys i s . Cronba ch ' s alpha for a l l  five 

s ca l e s  exceeded . 8 0 f o r  e a ch o f  the five created s ca l e s  in the indu s t ry 

s amp l e . 

A conf i rmat o r y  ana l y s i s  o f  the s t ructure o f  the o r i ginal corporate 

shared e thical  value ques t i onna i re ( EVQ ) ( Hunt , Wood, & Chon k o ,  1 9 8 9 )  and 

the o r gani zational  commi tment que s t i onna i r e  ( OCQ)  ( Mowday ,  Stee r s , & 

Porte r ,  1 9 7 8 )  indi cated three rather than two factors , wi th the i tems 

f rom the EVQ s p l i tting into two s ub - s cales  labeled s ha red ethical  values  

( SEV) and p e rceived managerial enforcement ( PME ) . Rel i ab i l i t i e s  for  both 

the original  and the new s ub-s cales were high ( > . 8 0 ) , and ana l y s i s  

continued w i t h  both t h e  n e w  a n d  original s ca l e s . 

Resu l t s  indicated s upport for  hypothe s i s  fou r ,  repl i ca t ing 

previous f i ndings that sha red val ue s  posi tive l y  correlate  with 

commitment ( Hunt ,  Wood and Chonko , 1 9 8 9 )  for  thi s insurance i ndus try  

s amp l e . Mixed s uppor t  eme rged for hypothes i s  five ,  wi th p a r t i a l  

medi ation by S EV found between o n l y  o n e  o f  t h e  values ( LOYALTY )  and 

commi tment . 

Chapter summary 

This  chapter  reported resul t s  and ana l ys i s  of data gathered in two 

s ampl e s , a s tudent s ample  and an indu s t ry s ample .  Support f o r  the 

hypotheses  was mixed . The item reduction procedure resul ted in five 
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lndependent s ca l e s  rather than the s i x  predi cted by  hypothe s i s  one . Al l 

fi ve o f  the s ca l e s  exhibi ted high reliabi l i ty ( u> . 8 0 ) . 

Hypothes i s  two received mixed s uppo rt from correl ations o f  the 

created s ca l e s  with exi s t ing measures . Signifi cant ( p< . 0 5 )  correlati ons 

were i n  the hypothe s i zed di rection wi th the exception o f  gender 

measures . H ypothes l s  three received s upport in onl y four o f  the fi f teen 

pos s ible  r e l a t i on s hips between the created meas ures and s tudent ethical 

eva l ua ti on s . 

A con f i rma t o r y  factor ana l y s i s  o f  the items in the organi zational 

commi tment mea s u re (Mowday Steers & Porter ,  1 9 7 9 )  combi ned with the 

sha red e thi cal values measure  ( Hunt,  Wood & Chonko , 1 9 8 8 )  revealed three 

factors  rather than the expected two . Thes e  factors were l ab e l ed ( 1 )  

o r gani zational  commi tment ,  ( 2 )  per ceived managerial enforcement and ( 3 )  

sha red ethical  values . Equa l l y  wei ghted s ca l e s  created for these three 

facto rs , and the o r iginal o rgani zational commitment and sha red value  

s ca l e s  ( fi ve s ca l e s  in a l l ) provided data for  tes ting hypotheses four  

and f i ve . 

The resul t s  s upported hypothes i s  four , indi cating a s i gni fi cant 

rel a tionship ( p< . 0 5 )  among three of the s hared va lues measures  and the 

two o rgani zational  commitment mea s u res . This finding rep l i cates  

previ ous l y  repo rted r e s u l t s  ( Hunt ,  Wood & Chonko,  1 9 8 9 ) . 

H yp otheses  five ,  conce rning the relationship between the created 

mea s u re s  and o rgani z a t i onal commitment medi ated by s hared val ue s , 

received p a r t i a l  s uppo r t . The t e s t  o f  mediation failed in a l l  cases  

wi th the exception that the newer shared ethical va lues measure  

parti a l l y  medi a ted the  relationship between the  LOYALTY measure  and 

o rgani z a t i onal commi tment factor . This result did not vary wi th control 

f o r  perceived managerial  enfor cement . A s igni fi cant regre s s i on 
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coe f f i ci ent ( p> . 0 5 )  for the created LOYALTY meas ure and the dependent 

o rgani zational  commi tment eme rged in every test  of mediation . A 

s igni f i cant r e g r e s s ion coe f f i cient ( P> . 0 5 )  for the created ADVOCACY 

mea s u r e  and the dependent organi zational commi tment emerged when sha red 

values  mea s u r e s  we re not in the equati on . No other s igni f i cant 

regr e s s ion coe f ficients  eme rged between any o f  the five created meas ures 

and the dependent o rgani zational commi tment . 

Chap t e r  five reviews the s tudy , pres ents conc l u s i ons concerning 

resu l t s , di s cu s s e s  the l i mi ta t ions of this s tudy , and con s i de r s  the 

impl i cations  of these findings for  both resea rch and p r a c t i ce . 



Item reduction procedure results 

Factor name (extraction order) Item included "l 
1-" 

Item Orig:inal source Orig:inal measure Procedure 1 Procedure 2 Procedure 3 Procedure 4 in final scale 
� Before they act, these individuals always think about the 
t1 

consequences. CCC Character Task(1 ) Task(1 )  Task(1)  f1) 
These individuals always make all they do worthy of pride. CCC Character CD 
These individuals always stand by their country. CCC Character Country(4) Country(8) Country(5) COUNTRY 
These individuals always stand by their friends. CCC Character Friends(5) Friends(3) Friends(7) FRIENDS H 
These individuals are never tricky. CCC Character retained(5) retained(6) � 
These individuals treat others the way they want others to treat � them. CCC Character Task( 1 )  Task(1 )  
They always demonstrate integrity. CCC Character t1 

They always do their best. CCC Character Task( 1 )  Task(1 )  Task(1 )  TASK f1) 
0. 

They always protect their country. CCC Character Country(4) Country(8) Country(5) COUNTRY C 
They always pursue excellence. CCC Character 0 

� 
They always stand by their family. CCC Character Country(5) 1-" 
They always stay informed. CCC Character Advocacy (2) Advocacy (2) Advocacy (2) ADVOCACY 0 :l 
They always support their friends. CCC Character Friends(5) Friends(3) Friends(7) FRIENDS 

'0 
t1 

They always use appropriate considerations in decision making. CCC Character Task(1 )  0 
They are always char�able. CCC Character 0 

f1) 
They are always consistent. CCC Character 0. 
They never deceive anyone. CCC Character retained(5) Task(1 )  C 

t1 
They never make excuses or take credit for others' work. CCC Character Task( 1 )  f1) 
They never quit easily. CCC Character Task( 1 )  Task( 1 )  Task(1) t1 
They never take unfair advantage of mistakes. CCC Character Task(1 )  f1) 
They show they care about others through empathy. CCC Character {/! 

C 
I can talk freely to these individuals about difficulties I am having Affective-based i-' 
at work and know that they will want to listen. McAllister Trust � 
I would have to say that we have all made considerable Affective-based 

{/! 

emotional investments in our working relationship. McAllister Trust retained(6) retained(6) retained(4) retained(4) 
� I shared my problems with them, I know they would respond Affective-based 
constructively and caringly. McAllister Trust retained(3) 
We have a sharing relationship We can all freely share our Affective-based 
ideas, feelings, and hopes. McAllister Trust 
We would all feel a sense of loss if one of us was transferred Affective-based 
and we could no longer work together. McAllister Trust Advocacy (2) retained(6) 
Given their track record, I see no reason to doubt their Cognitive-based 
competence and preparation for the job. McAllister Trust retained( 4) 
tf people knew more about these individuals and their 
background, people would be less concerned and monitor these Cognitive-based 
individuals' performance less closely. McAllister Trust retained(7) retained(4) 
I can rely on them not to make my job more difficult by careless Cognitive-based 
work. McAllister Trust Task(1) Task(1 )  Task(1 )  Task( 1 )  TASK 
Most people, even those who are not close friends of these Cognitive-based 
individuals, trust and respect them as coworkers. McAllister Trust Task(1) Task(1 )  Task(1 ) Task( 1 )  
M y  other work associates who interact with these individuals Cognitive-based 
consider them to be truslworthy. McAllister Trust Task(1 ) 

>-' 
>-' 
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Item reduction procedure results 

Factor name (extraction order) hem included 
hem Oriainal source Orisinal measure Procedure 1 Procedure 2 Procedure 3 Procedure 4 in final scale 

Cognitive-based 
They approach their jobs with professionalism and dedication. McAllister Trust Task(1 )  Task(1 )  Task(1 )  Task(1 )  TASK 
They always tell the truth even though � may hurt themselves or 
others. Scott Honesty Task(1) 
They practice self-control. Scott Se�-Control 

Advocacy 
These individuals encourage others to speak up at meetings. Van Dyne et al .  Participation Advocacy (2) Advocacy (2) Advocacy (2) Advocacy (2) ADVOCACY 
These individuals frequently make creative suggestions to Advocacy 
coworkers. Van Dyne et al.  Participation Advocacy (2) 
These individuals push superiors' performance to higher Advocacy 
standards. Van Dyne et al. Participation Advocacy (2) Advocacy (2) Advocacy (2) Advocacy (2) ADVOCACY 
They encourage management to keep their knowledge and Advocacy 
skills current. Van Dyne et al. Participation Advocacy (2) Advocacy (2) Advocacy (2) Advocacy (2) ADVOCACY 

Advocacy 
They help coworkers think for themselves Van Dyne et al. Participation Advocacy (2) Advocacy (2) Advocacy (2) Advocacy (2) ADVOCACY 
They keep well informed where their opinion might benefit the Advocacy 
organization . Van Dyne et al. Participation 
They use professional judgment to assess right or wrong for the Advocacy 
organization. Van Dyne et al. Participation 
These individuals pursue additional training to improve Functional 
performance. Van Dyne et al. Participation Task( 1 )  Task(1 )  

Functional 
These individuals work beyond what is required. Van Dyne et al. Participation Task(1 )  Task(1 ) Task(1)  

Functional 
They have little difficulty cooperating with others on projects. Van Dyne et al. Participation 

Functional 
They rarely avoid extra duties and responsibilities at work. Van Dyne et al.  Participation retained(3) retained(4) 

Functional 
They volunteer for overtime work when needed . Van Dyne et al .  Participation retained(3) retained(4) Task(1 )  Task(1)  
These individuals actively promote the organization's products 
and services. Van Dyne et al. Loyalty Loyalty (7) Loyalty (3) Loyalty (3) LOYAL TY 
These individuals go out of their way to defend the organization 
against outside threats. Van Dyne et al. Loyalty Loyalty (7) Loyalty (3) Loyalty (3) LOYALTY 
They defend the organization when employees criticize it. Van Dyne et al. Loyalty Loyalty (3) Loyalty (3) LOYALTY 
They represent the organization favorably to outsiders. Van Dyne et al.  Loyalty 
They tell outsiders this is a good place to work. Van Dyne et al .  Loyalty Loyalty (3) Loyalty (3) LOYALTY 
They urge co·workers to invest money in their organization. Van Dyne et al.  Loyalty retained (7) 
They would not accept a job in a competing organization simply 
for more money. Van Dyne et al. Loyalty retained(3) retained(S) 
At all times these individuals produce as much as they are 
capable of producing. Van Dyne et al.  Obedience 
Regardless of circumstances. they produce their highest quality 
work. Van Dyne et al. Obedience Task(1)  Task(1)  Task(1)  
These individuals rarely waste organizational resources. Van Dyne et al. Obedience Task(1)  Task(1) Task(1 )  Task(1)  
These individuals rarely waste time while at work. Van Dyne et al .  Obedience 
They always come to work on time. Van Dyne et al. Obedience >--' 

>--' 
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Item reduction procedure results 

Factor name (extraction order) �em included 
Item Original source Orisinal measure Procedure 1 Procedure 2 Procedure 3 Procedure 4 in final scale 
They are mentally alert and ready to work when they arrive. Van Dyne et al. Obedience Task(1 )  Task(1 )  Task( 1 )  Task(1)  TASK 
They follow work rules and instructions with extreme care. Van Dyne et a l .  Obedience 
They keep their work areas clean and neat. Van Dyne et a l .  Obedience retained(6) retained(6) retained(4) retained(4) 
They meet deadlines set by organization. Van Dyne et al .  Obedience Task(1) Task(1)  Task(1 ) Task(1 )  TASK 
They never miss work without good reason. Van Dyne et al .  Obedience Task(1) Task(1 )  Task(1 ) Task(1)  
These individuals are involved in outside groups for the benefit 
of the organization. Van Dyne et al.  Social Participation Loya� (7) Loya� (3) Loyalty (3) LOYAL TV 

They attend work-related meetings not required by their jobs. Van Dyne et al.  Social Participation retained(3) 
They keep informed about products and services and share the 
information wi1h others. Van Dyne et al.  Social Participation Advocacy (2) 

They share ideas for new projects or improvements widely. Van Dyne et al. Social Participation 
They work to keep their personal appearances attractive and 
appropriate. Van Dyne et al. Social Participation retained(6) retained(4) retained(4) 

Hem reduction procedure summary information 
Procedure 1 Procedure 2 Procedure 3 Procedure 4 Final Scales 

Task Cronbach's alpha : .90 .92 .90 .94 .87 
number of items in factor 1 0  1 4  1 2  1 9  5 

Advocacy Cronbach's alpha: .84 .85 .79 .84 .84 
number of items in factor 5 7 5 5 5 

Loyalty Cronbach's alpha: .68 .80 .80 .80 
number of �ems in factor 3 5 5 5 

Friends Cronbach's alpha: .85 .79 .85 .85 
number of items in factor 2 3 2 

Country Cronbach's alpha: .81 .81 .72 .81 
number of items in factor 2 2 3 2 

Factor 3 Cronbach's alpha: 
············· 60 ·· 

number of items in factor 4 

Unnamed retained factors are listed in order of extraction. Factor 4 Cronbach's alpha: .57 .63 .66 
number of items in factor 4 3 3 

Items for unnamed retained factors Factor 5 Cronbach's alpha: .67 
are not comparable across rows. number of items in factor 3 

Factor 6 Cronbach's alpha: .57 .63 .41 
number of items in factor 3 2 

Factor 7 Cronbach's alpha: .32 
number of items in factor 2 

Number of factors: alpha > .  70 4 4 3 5 5 
Total items 27 39 25 39 19 

..... 
..... 
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Correlation matrix -- Student value scales and demographic items 

foO· "'l 
rt foO· 

e � � 
Scale Measures Source ID 

n 0 
TASK Task value Current study 

ADVOCACY Advocacy value Current study 
t1 t1 LOYALTY Loyalty Value Current study 

FRIENDS Friends Value Current study � 
..... PI rt 
foO· 

TASK n=324 COUNTRY Country Value Current study 

GENDER Biological Gender Self reported 
0 ::l AGE Age Self reported 

� rt t1 
foO· X 

ADVOCACY .602 n=324 

p= .000 

LOYALTY .51 3 .501 n=324 

EDU Level of education Self reported 

YRJ Years In a regular Job Self reported 

Bold type indicates significant correlations (p<.05) 

p= .000 .000 

FRIENDS .326 .329 .398 n=324 til rt C p= .000 .000 .000 
0. � ::l rt 
<: 

COUNTRY . 1 5 3  .276 .393 

p= .006 .000 .000 

.354 n=324 

.000 

PI 
..... C G E N DE R  . 057 - . 076 - .062 -.1 29 -.1 1 4  n=3 1 5  

p= .31 7 . 1 82 .272 .022 .043 � 
fA 0 PI AGE .025 072 -.044 -.055 .054 -.066 n=31 4 
..... � p= .656 . 201 .439 . 332 .340 .244 
fA 
PI ::l 0. 

EDU - . 053 .005 - . 1 1 5  

p= .347 .932 .041 

-.073 .01 0 - . 1 90  . 3 1 4  n=31 6 

. 1 97 .854 .001 .000 

0. 
n=3 1 0  � 

0 
ILl 

YRJ .040 .071 .003 

p= .483 .21 2 .958 

- .099 .034 -.007 .859 . 1 30 

.083 .549 .900 .000 .022 

t1 
PI YRJ 'tl TASK ADVOCACY LOYALTY FRIENDS COUNTRY GENDER AGE EDU 
:T 
foO· 0 

>-' 
>-' 
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Correlation matrix -- Student value scales and convergent val idity measures 

o "1 
o 1-" 

� � 
Scale Measures Source � 11 

11 � 
TASK Task value C urrent study IQ 

� � 
ADVOCACY Advocacy value C urrent study ::J 0 

rt . .  
LOYALTY Loyalty Value C urrent study < () 
F RIENDS Friends Value C urrent study III 0 

...... 11 
TASK n=324 COUNTRY Country Value Cu rrent study 1-" 11 

EXT External Locus of Control Rotter, 1 966 e: 1!.  rt III 
FE MALE Psychological Gender Bern , 1 974 '< rt 

1-" 
ADVOCACY .602 n = 324 MALE Psychological Gender Bern, 1974 � g p= .000 MACH M achiavell ianism Christie & Geis,  1970 III 

Bold type ind icates sign ificant correlations ( p < 05)  � � 
11 rt 

LOYALTY . 513  .501 n=324 � 11 
.000 .000 til 1-" 

p= >< 

F RIENDS .326 .329 .398 n=324 

p= .000 .000 .000 til 
rt 
c 

COUNTRY . 1 53 .276 .393 .354 n=324 � 
::J 

p= .006 .000 .000 .000 rt 
< III 

EXT -.175 -. 169 -. 171  - .133 - .125 n =3 1 5  ...... 
c 

p= .002 .003 .002 .018 .027 � 
til 

MALE . 058 . 1 64 .210 . 1 86 .207 -.324 n =3 1 6  
0 
III 

. 308 .004 .000 .001 .000 . 000 ...... 
p= � 

til 

FE MALE . 032 . 0 1 9  . 088 . 05 3  . 079 .039 -. 092 n = 3 1 6  
III 
::J 

p= . 575 . 735 . 1 20 . 352 . 1 64 . 488 . 1 04 p.. 

MACH -. 159 -. 1 23 -. 1 06 -.068 . 0 1 3  .339 - 1 0 1  -. 1 80 n=3 1 6  

p= .005 .028 . 059 . 229 . 8 1 4  .000 .073 .001 

TASK ADVOCACY LOYALTY FRI ENDS COUNTRY EXT MALE FE MALE MACH 

'-' 
'-' 
co 



TASK 

ADVOCACY 

p= 

LOYALTY 

p= 

FRIENDS 

p= 

COU NTRY 

p= 

BBE 

p= 

REL 

p= 

CO NT 

p= 

Correlation matrix -- Student value scales and Multidemensional ethics scale ( M ES) measures 

n=324 

.602 n=324 

. 000 

. 5 1 3  .50 1 

.000 .000 

.326 .329 

.000 .000 

. 1 53 .276 

. 006 .000 

-.2 1 7  - 096 

. 0 1 0  .258 

- 1 62 - . 1 20 

.054 . 1 57 

-. 1 99 -. 1 42 

. 0 1 8  .092 

TASK ADVOCACY 

Scale 

TASK 

ADVOCACY 

LOYALTY 

FRIENDS 

COU NTRY 

BBE 

REL 

C O  NT 

n=324 

.398 

.000 

.393 

.000 

. 0 1 1  

. 900 

- 048 

. 574 

-.209 

. 0 1 3  

LOYALTY 

n=324 

.354 

.000 

-.074 

.380 

- 043 

.609 

-. 1 9 1  

.023 

FRIENDS 

Measures 

Task value 

Advocacy value 

Loyalty Value 

Friends Value 

Country Value 

Broad -based equity 

Relltlvlsm 

Contractuallsm 

Sou rce 

Current study 

C urrent study 

C urrent study 

Cu rrent study 

Current study 

Reidenbach & Robln,1 990 

Reidenbach & Robln,1 990 

Reidenbach & Robln,1 990 

Bold type indicates significant correlations (p<.05) 

n=324 

-.056 n = 1 62 

.505 

-. 1 24 .329 n = 1 6 2  

. 1 43 .000 

-.097 .366 .296 n = 1 6 2  

.250 .000 .000 

COU NTRY BBE REL CONT 

a "l 
i:: fo'. 
� 'g  fo'. Ii � to 
� � 
;l . .  
11\ 
fo'. n o 0 
;l Ii 
PI Ii 
...... to 

...... 
to PI 
rt rt 
;l' fo'. fo'. 0 
o ;l 
11\ 

� 
11\ PI 
o rt 
PI Ii 
...... fo' . 

to X 

i 
til til 

rt 
C � Po 
to 

PI ;l 
11\ rt 
C 
Ii < 
to PI 
11\ ...... 

C 
to 

11\ 
0 
PI 
...... 
ID 
11\ 

PI 
;l 
Po 
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AGE n = 1 02 

G E N D E R  -.431 
p= .000 

NO_PO .299 
p= .002 

POS_N U M  -.386 
p= .000 

YRSCC . 5 1 6  
p= .000 

YRSCP . 568 
p= .000 

YRSIND .869 
p= .000 

AGSIZE . 045 
p= . 668 

AGE 

Correlation matrix -- Industry personal ,  tenure and agency size dempgraphics 

Scale 

AGE 

G E N D ER 

NO_PO 

POS_NU M  

YRSCC 

YRSCP 

YRSIND 

AGSIZE 

n=1 1 2  

- . 1 39 n=1 1 2  
. 1 44 

.444 -. 1 0 1  

.000 .291  

-. 1 87 . 1 63 
.048 . 08 7  

-.250 . 1 20 
.008 .209 

-.492 .278 
.000 .003 

-. 1 50 . 1 64 
. 1 33 . 099 

GENDER NO_PO 

Measures Source 

Age Self reported 

Biological Gender Self reported 

N u m ber of professional designations Self reported 

Organizational level Self reported 

Cu rrent company tenure Self reported 

Current position tenure Self reported 

n=1 1 2  

-.547 
.000 

-.487 
.000 

-.486 
.000 

-. 1 03 

. 304 

Industry tenure Self reported 

Agency size Self reported 

Bold type ind icates significant correlations ( p<.05)  

n=1 1 2  

.787 n = 1 1 2  

.000 

.582 . 586 n = 1 1 2  

.000 .000 

- 01 7  - 096 1 36 
. 869 . 338 . 1 74 

n = 1 02 

POS_NU M  YRSCC YRSCP YRSI N D  AGSIZE 

PI "l 
::J f-'. 

p. �  
PI t1 
\Q (I) 
(I) 
::J f-' 
o N 

'< . .  

1/1 n 
f-'. 0 
N t1 
(I) t1 

(I) 
p. �  

� � 
o f-'. 
\Q 0 
t1 ::J 

.g :r :r PI 
f-'. rt 
o t1 
1/1 f-'. 

X 

H 
::J 

g-
1/1 
rt 

� 
'd 
(I) 
t1 
1/1 
o 
::J 
PI 
� 

rt 
(I) 
::J 
C 
t1 
(I) 
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Correlation matrix -- Industry shared values, organizational commitment measures and personal demographics 

o "'l 
Scale Measures Source 

t1 1-" 
'g 'g  

SEV Shared ethical values Two Items from EVQ, two Items from OCQ ::s t1 
PME Perceived managerial enforcement Three Items from EVQ 1-" ID N 

OCQ 1 31TM Organizational commitment 13 Items from OCQ PI .... 
r1' w 

EVQ Shared Ethical Values Questionnaire Hunt, Wood & Chonko, 1 989 1-" • • 

OCQ Organizational Commitment Mowday. Steers & Porter, 1 979 
0 
::s 0 

AGE Age Self reported PI 0 .... t1 
GENDER Biological Gender Self reported t1 

o ID 
NO_PO Number of professional designations Self reported o .... 

POS_NUM Organizational level Self reported �. � 
Bold type indicates significant correlations (p<.05) 

i g SEV n=1 1 2  

::s � 
r1' PI 

r1' 
P M E  .531 n=1 1 2  � �. 

p= .000 PI X 
'" 
C 

OCQ131TM .771 .532 n=1 1 2  
t1 
ID 

.000 .000 
'" H 

p= - ::s 
p. 

PI c 
EVQ .751 .929 .629 n = 1 1 2  ::s '" 

p. r1'  
p= .000 .000 .000 'O �  

ID 
OCQ .822 .540 .995 .647 n=1 1 2  t1 '" 

'" ::f 
p= .000 .000 .000 .000 o PI 

::s t1 
PI ID 

AGE .080 . 1 56 -.030 . 1 68 -.021 n=1 1 2  
.... p. 

p= .423 . 1 1 8  .762 .091 .836 P. < 
m � 
o c 

G E N DE R  -.044 - . 1 56 .01 3 - . 1 26 .003 -.431 n=1 1 2  I.Q ID 

.647 . 1 00  .895 . 1 86 .972 .000 
t1 '" 

p= PI -
'0 
::f 

NO_PO .008 .01 7 .007 .048 -.001 .299 -. 1 39 n=1 1 2  1-" 
0 

p= .932 .861 . 939 .61 3 .993 .002 . 1 44 '" 

POS_N UM -. 1 90 -.2 1 7  -. 1 82 -.234 - . 1 85 -.386 .444 - . 1 0 1  n = 1 1 2  

p= .045 .021 .055 . 0 1 3  .051 .000 .000 .291 

SEV PME OCQ131TM EVQ OCQ AGE G E N DER NO_PO POS_N UM 
...... 
N 
...... 



Correlation matrix -- Industry shared values, organizational commitment measures and tenure and agency size demographics 

o "l 
t1 f-'. 

Scale Measures Source 'g 'g  
::I t1 

SEV Sha red ethical values Two Items from EVa, two Items from oca f-'. � 
PME Perceived managerial enforcement Three Items from EVa 

N 
� ..... 

OCa131TM Organizational commitment 1 3  Items from oca rT ... 
f-' . . • 

EVa Shared Ethical Values auestlonnalre Hunt, Wood & Chonko, 1 989 0 
::I () 

oca Organizational Commitment Mowday. Steers & Porter, 1 979 � 0 
YRSCC C urrent company tenure Self reported ..... t1 

t1 
YRSC P Current position tenure Self reported o � 

o ..... 
YRSIND Industry tenure Self reported �. a AGSIZE Agency size Self reported 

Bold type indicates significant correlations (p<.05) i g SEV n=1 1 2  
::I s: rT � 

rT 
PME .531 n=1 1 2  S t1 � f-'. 

p= .000 
� >< 
til 
C 
t1 

OCa131TM .771 .532 n=1 1 2  � 
.000 .000 

til H 
p= ::I 

0. 
rT C 

EVa .751 .929 .629 n= 1 1 2  � til 
.000 .000 .000 

::I rT 
p= � � 

� 
oca .822 .540 .995 .647 n=1 1 2  til 

.000 .000 .000 .000 
� :r 

p= ::I � 
0. t1 

� 
YRSCC . 1 1 0  . 1 82 . 1 62 . 1 76 . 1 56 n=1 1 2  � 0. 

.250 .055 .088 .064 . 1 00  
lQ 

p= � < 
::I � 
o ..... 

YRSCP . 1 20 . 1 97 . 1 63 .203 . 1 55 .787 n=1 1 2  '< C 
� 

p= . 206 .038 .087 .032 . 1 02 .000 til 1/1 
f-'. -N 

YRSIND .059 . 1 74 -.029 . 1 89 -.026 .582 .586 n= 1 1 2  � 
p= .534 .067 .765 .046 .784 .000 .000 0. 

� 
AGSIZE -.307 -.309 -.284 -.327 -.295 - .01 7 - .096 . 1 36 n= 1 02 0 

lQ 
p= .002 ,002 .004 .001 .003 .869 .338 . 1 74 t1 
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TASK n=1 1 2  

ADVOCACY .446 n=1 1 2  

p= .000 

LOYALTY .448 .61 3 

p= .000 .000 

FRIENDS .201 .339 

p= .034 .000 

COUNTRY . 1 44 .590 

p= . 1 29 .000 

AGE -. 1 43 .051 

p= . 1 51 .61 0 

G E N DER .045 .054 

p= .640 .569 

NO_PO .077 - . 030 

p= .4 1 9 . 753 

POS_NUM .040 .004 

p= .680 .970 

TASK ADVOCACY 

Correlation matrix -- Industry value scales and personal demographics 

Scale 

TASK 

ADVOCACY 

LOYALTY 

F R I E N DS 

COUNTRY 

AGE 

G E N D E R  

NO_PO 

POS N U M  

Measures 

Task value 

Advocacy value 

Loyalty Value 

Friends Value 

Country Value 

Age 

Biological Gender 

Number of professional deslgnatl 

Organizational level 

Source 

C u rrent study 

Current study 

Current study 

Current study 

Current study 

Self reported 

Self reported 

Self reported 

Self reported 

Bold type indicates significant correlations (p<.05) 

n=1 1 2  

.332 n= 1 1 2  

.000 

.468 .489 n=1 1 2  

.000 .000 

.073 -.064 .209 n = 1 02 

.466 .523 .035 

- .053 . 1 31 - .025 -.431 n=1 1 2  

.581 . 1 68 .798 .000 

. 004 - .050 - .01 3 .299 - . 1 39 n=1 1 2  

.971 .601 .895 .002 . 1 44 

-. 1 78 . 1 27 .020 -.386 .444 -. 1 01 n=1 1 2  

.060 . 1 84 .835 .000 .000 . 291 
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Correlation matrix --Industry value scales, tenure and agency size demographics 

III "l 
I!l 1-" 

g � 
o t1 

'< ID 

Scale Measures Source CII .... 1-" '" 
TASK Task value Current study 

ADVOCACY Advocacy value Current study 

N . .  ID n 
LOYALTY Loyalty Value Current study 

FRIENDS Friends Value Current study 

TASK n=1 1 2  COUNTRY Country Value Current study 

YRSCC Current company tenure Self reported 

YRSC P Current position tenure Self reported 

0. 0 

m � 
o ID 

I!l � 
t1 PI 
PI IT 

'1:1 1-" 
::r 0 

ADVOCACY .446 n=1 1 2  YRSIND Industry tenure Self reported 

p= .000 AGSIZE Agency size Self reported 

Bold type indicates significant correlations (p<.05) 

LOYALTY .448 .61 3 n=1 1 2  

1-" ;l 
0 
CII :s: 

PI 
IT 
t1 
1-" 

p= .000 .000 >< 

FRIENDS .201 .339 .332 n = 1 1 2  

p= .034 .000 .000 
H 
;l 

g-
COUNTRY . 1 44 .590 .468 .489 n = 1 1 2  

p= . 1 29 .000 .000 .000 

CII 
IT 
� 

YRSCC -. 1 75 -. 1 03 .094 - . 1 40 .027 n= 1 1 2  < 
PI 

p= .065 .279 .322 . 1 42 .776 � 
C 
ID 

YRSCP -. 1 49 -. 1 1 3 .031 -.079 .0 1 6  .787 n=1 1 2  !II 
p= . 1 1 6 . 235 .747 .405 .869 .000 0 

PI 
� 
ID 

YRSIND -. 1 74 - 039 .040 - . 1 60 .069 .582 .586 n=1 1 2  CII 

p= .067 . 680 .679 .092 . 470 .000 .000 
IT 
ID 

AGSIZE . 030 - . 1 08 . 0 1 0  -.303 - . 1 4 1 - .017 - .096 . 1 36 n = 1 02 ;l 
C 

p= . 768 . 280 .925 .002 . 1 56 .869 .338 . 1 74 t1 
ID 

TASK ADVOCACY LOYALTY FRIENDS COUNTRY YRSCC YRSCP YRSIND AGSIZE PI 
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.t> 



Correlation matrix .. Industry value scales, shared values and organizational commitment measures 

Scale Measures Source 

TASK Task value Curr.,nt study 

ADVOCACY Advocacy value Current study 

LOYALTY Loyalty Value Current study 

FRIENDS Friends Value Current study 

COUNTRY Country Value Current study 

SEV Shared ethical values Two items from EVQ, two items from OCQ 

PME Perceived managerial enforcement Three items from EVQ 

OCQ131TM Organizational commitmnt 13 items from OCQ 

TASK n=1 1 2  EVQ Shared Ethical Values Questionnaire Hunt, Wood & Chonko, 1 989 

OCQ Organizational Commitment Mowday. Steers & Porter, 1979 

Bold type indicates significant correlations (p<.05) 
ADVOCACY .446 n=1 1 2  

p= .000 

LOYALTY .448 . 6 1 3  n=1 1 2  

p= .000 .000 

FRIENDS .201 .339 .332 n=1 1 2  

p= .034 .000 .000 

COUNTRY . 1 44 .590 .468 .489 n=1 1 2  

p= . 1 29 .000 .000 .000 

SEV . 1 66 . 1 85 .418 .314 . 1 9 1  n=1 1 2  

p= .081 . 051 .000 .001 .044 

PME .308 .229 .308 . 1 86 .273 .531 n=1 1 2  

p= .001 . 0 1 5  .001 .050 .004 .000 

OCQ131TM .263 . 1 8 7  .482 . 1 99 .221 .771 .532 n= 1 1 2  

p= .005 .048 .000 .035 .019 .000 .000 

EVQ .271 .233 .328 .240 .270 .751 .929 .629 n=1 1 2  

p= .004 . 0 1 3  .000 .01 1 .004 .000 .000 .000 

OCQ .256 . 1 9 1  .494 .223 .220 .822 .540 .995 .647 n=1 1 2  

p= .006 .044 .000 . 0 1 8  .020 .000 .000 .000 .000 
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Figure 1 8 : Tests of EVQ as a medi ator between the created measures and 
organizational commitment 

Variables: Source: 

1 2 6  

Mediator: EVa 
Dependent: oca 
Independent: TASK, 
ADVOCACY .  LOYALTY. 

Shared ethical values questionnaire (Hunt, Wood & Chonko, 1 989) 
Organizational commitment questionnaire (Mowday, Steers & Porter, 1 979) 

FRIENDS. COUNTRY Current study 

Tests: (p<.05) 
Test 1 :  Independent must effect mediator in Formula 5a. 
Test 2:  Independent must effect dependent in Formula 5b. 
Test 3 :  Mediator must effect dependent in Formula 5c. 
Test 4:  If  tests 1 .2 & 3 pass. independent's effect on dependent must be less in 5c than in 5b. 

Formula 5a 

Eva = . 1 84 TASK - .1 00 ADVOCACY + .200 LOYALTY + .080 FRIENDS + . 1 66 COUNTRY 
p-value(.084) (.45 1 ) (.098) (.389) ( . 1 84) 
Test 1 : fail" fail fail" fail fail 
Model statistics: 
R2 = . 1 58 
F = 3 .993 

Formula 5b 

Adjusted R2 = . 1 1 9  
Significance of F = .002 

oca = .098 TASK - .252 ADVOCACY + .552 LOYALTY + .077 FRIENDS + .059 COUNTRY 
p-value( .32 1 )  ( .04 1 ) (.000) (.422) (.607) 
Test 2 :  fail pass pass fail fail 
Model statistics: 
R2 = .280 
F = 8.242 

Formula 5c 

( 5c) T]oc 

Adjusted R2 = .246 
Significance of F = .000 

+ Soc (Sc) 

oca = -.004 TASK - . 1 97 ADVC. + .442 LOYALTY +.028 FRIENDS -.032 COUNTRY +.551 EVa 
p-value(.960) (.048) (.000) ( .71 9) (.730) ( .000) 
Test3: pass 
Test4 : no test 
Model statistics: 
R2 = .535 
F = 20.1 52 

no test no test" " 

Adjusted R2 = .509 
Significance of F = .000 

" passes test at the p<.1 0 significance level 

no test 

"" passes test of partial mediation at the p<.1  0 significance level 

no test 



Figure 1 9 : Tests of SEV as a mediator between the created measures and 
organi zational commi tment 

Variables: Source: 

1 2 7  

Mediator: SEV Four-item shared ethical values scale (2 items from Hunt. Wood & Chonko, 
1 989, two items from Mowday, Steers & Porter, 1 979) 

Dependent: OCQ(1 3) Thirteen items from Mowday, Steers & Porter's (1 979) OCQ 
Independent: TASK, 
ADVOCACY, LOYALTY, 
FRIENDS, COUNTRY Current study 

Tests: (p<.05) 
Test 1 :  Independent must effect mediator in Formula 5a. 
Test 2:  Independent must effect dependent in Formula 5b. 
Test 3 :  Mediator must effect dependent in Formula 5c. 
Test 4:  I f  tests 1 ,2 & 3 pass, independent's effect on dependent must be less in 5c than in 5b. 

Formula 5a 

SEV = -.0 1 9  TASK - . 1 33 ADVOCACY + .456 LOYALTY + .240 FRIENDS -.058 COUNTRY 
p-value(.854) (.293) (.000) ( .01 7) (.624) 
Test 1 :  fail fail pass pass fail 
Model statistics: 
R2 = .227 
F = 6.230 

Formula 5b 

( 5b) 

Adjusted R2 = . 1 91 
Significance of F = .000 

(Sb) 
( 1 3 )  

OCQ( 1 3) = . 1 1 8  TASK - .257 ADVOCACY + .532 LOYALTY + .045 FRIENDS + .085 COUNTRY 
p-value ( .237) ( .039) (.000) (.646) (.465) 
Test 2 :  fail pass pass fail fail 
Model statistics: 
R2 = .267 
F = 7.726 

Adjusted R2 = .233 
Significance of F = .000 

B (Sc) B (Sc)  B (Sc) B (Sc) (Sc)  
( 1 3 ) = 1 T h +  2 1'12 + ,  • •  + I 1'1 1 +  sev 1'1sev+ oc ( 1 3 )  

OCQ(1 3) = . 1 31 TASK - . 1 62 ADVC. + .21 0 LOYALTY - . 1 25 FRIENDS + . 1 26 COUNTRY +.707 SEV 
p-value ( .058) (.060) ( . 0 1 2) (.07 1 )  ( . 1 1 8) ( .000) 
Test 3: pass 
Test 4:  no test no test pass no test no test 
Mediation: no test no test partial no test no test 

(full mediation exists if independent's effect = 0 in Formula 5c) 
Model statistics: 
R2 = .654 
F = 3 3 . 0 1 6  

Adjusted R 2  = .634 
Significance of F = .000 



Figure 2 0 : Tests of SEV as a mediator between the created measures and 
organi zat�onal commi tment ( controlling for PME ) 

Variables: Source: 

1 2 8  

Mediator: SEV Four-item shared ethical values scale (2 items from Hunt, Wood & Chonko, 
1 989, two items from Mowday, Steers & Porter, 1 979) 

Dependent: OCQ( 1 3) Thirteen items from Mowday, Steers & Porter's (1 979) OCQ 
Independent: TASK, 
ADVOCACY, LOYALTY, 
FRIENDS, COUNTRY Current study 
Control: PME Perceived managerial enforcement (3 items: Hunt, Wood & Chonko , 1 989) 

Tests: (p<.05) 
Test 1 :  Independent must effect mediator in Formula 5a. 
Test 2 :  Independent must effect dependent in Formula 5b . 
Test 3: Mediator must effect dependent in Formula 5c. 
Test 4:  If tests 1 ,2 & 3 pass, independent's effect on dependent must be less in 5c than in 5b. 

Formula 5a 

+ t;;"ev (S-) 

SEV = - . 1 4 1  TASK -.076 ADVC. + .382 LOYALTY + .235 FRIENDS - . 1 67 COUNTRY + .476 PME 
p-value ( . 1 24) ( .493) (.000) ( .008) ( . 1 1 5) (.026) 
Test 1 : fail fail pass pass fail 
Model statistics: 
R2 = .4 1 7 
F =1 2 .494 

Adjusted R2 = .383 
Significance of F = .000 

OCQ(1 3) = .007 TASK -.205 ADVC. + .466 LOYALTY + .040 FRIENDS -.0 1 4  COUNTRY + .430 PME 
p-value (.937) ( . 065) (.000) (.647) ( .897) ( .000) 
Test 2: fail fail" pass fail fail 
Model statistics: 
R2 = .423 
F = 1 2 .757 

Formula 5c 

Adjusted R2 = .389 
Significance of F = .000 

OCQ( 1 3 )  = . 098TASK - 1 56ADVC. + .220LOYALTY -. 1 1 1  FR I ENDS +. 094COUNTRY + .643SEV + 1 24PME 
p-value ( 1 67) ( . 068)  ( . 009) ( . 1 07)  ( .250) ( . 000) ( . 088) 
Test 3:  pass 
Test 4: no test no test pass no test no test 
Mediation: no test no test partial no test no test 

(full mediation exists if independent's effect = 0 in Formula 5c 
Model statistics: 
R2 = .663 
F = 29.258 

Adjusted R2 = .641 
Significance of F = .000 

" passes test at the p<.1 0 significance level 



Figure 2 1 : Tests of PME as a mediator between the created measures and 
organi zational commitment 

Variables: Source: 

1 2 9  

Mediator: PME 
Dependent: OCQ( 1 3) 
Independent: TASK,  
ADVOCACY, LOYALTY, 

Perceived managerial enforcement (3 items: Hunt, Wood & Chonko, 1 989) 
Thirteen items from Mowday, Steers & Porter's (1 979) OCQ 

FRIENDS, COUNTRY Current study 

Tests: (p<.05) 
Test 1 :  Independent m ust effect mediator in Formula Sa. 
Test 2 :  Independent must effect dependent in Formula 5b. 
Test 3: Mediator must effect dependent in Formula 5c. 
Test 4 :  If  tests 1 ,2 & 3 pass, independent's effect on dependent must be less in 5c than in 5b. 

Formula Sa 

( Sa)  II 

PME = . 1 57 TASK - .1 20 ADVOCACY + . 1 56 LOYALTY + .01 1 FRIENDS + .229 COUNTRY 
p-value(.0 1 7) ( .363) ( . 1 95) ( .91 3) ( .066) 
Test 1 : pass fail fail fail fail' 
Model statistics: 
R2 = . 1 64 
F = 4 . 1 60 

Formula 5b 

Adjusted R2 = . 1 25 
Significance of F = .002 

OCQ(1 3) = . 1 1 8  TASK - .257 ADVOCACY + .532 LOYALTY + .045 FRIENDS + .085 COUNTRY 
p-value ( .237) ( .039) (.000) (.646) (.465) 
Test 2 :  fail pass pass fail fail 
Model statistics: 
R2 = .267 
F = 7.726 

Adjusted R2 = .233 
Significance of F = .000 

B ( S o )  B ( S o )  B (So)  B ( 1 3 )  = 1 11 1 + 2 112 + .  , . + i ll i  + (50) 1l 

OCQ( 1 3) = .007 TASK -.205 ADVC. + .466 LOYALTY + .040 FRIENDS - .014 COUNTRY + .430 PME 
p-value ( .937) ( .065) (.000) (.647) (.897) (.000) 
Test 3: pass 
Test 4: no test no test no test no test no test 
Model statistics: 
R2 = .423 
F = 1 2.757 

Adjusted R2 = .389 
Significance of F = .000 

, passes test at the p<.1 0 significance level 



Figure 2 2 : Tests of PME as a mediator be tween the created measures and 
organi zational commitment ( controlling for SEV) 

Variables: Source: 

1 3 0  

Mediator: PME 
Dependent: OCQ( 1 3) 
Independent: TASK, 
ADVOCACY, LOYALTY, 

Perceived managerial enforcement (3 items: Hunt, Wood & Chonko, 1 989) 
Thirteen items from Mowday, Steers & Porter's ( 1 979) OCQ 

FRIENDS, COUNTRY Current study 
Control: SEV Four-item shared ethical values scale (2 items from Hunt, Wood & Chonko, 

1 989,  two items from Mowday, Steers & Porter, 1 979) 

Tests: (p<.05) 
Test 1 :  Independent must effect mediator in Formula 5a. 
Test 2: Independent must effect dependent in Formula 5b . 
Test 3: Mediator must effect dependent in Formula 5c. 
Test 4 :  If tests 1 ,2 & 3 pass, independent's effect on dependent must be less in 5c than in 5b. 

Formula 5a 

(Sa)  

P M E  = .266 TASK -.051 ADVOCACY -.079 LOYALTY -.1 1 2  FRIENDS +.259 COUNTRY + .51 5 SEV 
p-value(.005) (.657) ( .480) (.228) ( .01 8) (.000) 
Test 1 :  pass fail fail fail pass 
Model statistics: 
R2 = .369 
F = 1 0.230 

Formula 5b 

Adjusted R2 = .333 
Significance of F = .000 

OCQ(1 3) = . 1 3 1  TASK - . 1 62 ADVC. + .21 0 LOYALTY - . 1 25 FRIENDS + . 1 26 COUNTRY +.707 SEV 
p-value (.058) (.060) ( .012)  ( .07 1 )  ( . 1 1 8) (.000) 
Test 2 :  fail" fail" pass fail" fail 
Model statistics: 
R2 = .654 
F = 3 3 . 0 1 6  

Formula 5c 

Adjusted R2 = .634 
Significance of F = .000 

OCQ( 1 3} = 098TASK -. 1 56Advc. + .220LOYALTY -. 1 1 1 FR I ENDS +. 094COUNTRY + . 1 24PME +.643SEV 

p-value { 1 67} ( . 068)  ( 009) { 1 07}  ( .250) ( . 088) ( OOO )  

Test 3 :  fail" 
Test 4:  no test"" 
Model statistics: 
R2 = .663 
F = 29.258 

no test no test 

Adjusted R2 = .641 
Significance of F = .000 

no test 

" passes test at the p < . 1  0 significance level 
"" passes tests of full mediation at the p<.1  0 significance level 

no test 



CHAPTER 5 - SUMMARY AND CONCLUSIONS 

Overview 

The purpose o f  thi s s tudy was to explore the proposed corporate 

char a c t e r  ethical value mat r i x  ( CC-EVM) , and test the uniquenes s of its 

cons truct s . Speci f i ca l l y ,  this s tudy devel oped a s urvey i n s t rument f rom 

i t ems i n  the exi s t ing l i teratu r e ,  administered the inst rument to both 

s t udent and indu s t r y  s ampl es , and compa red the unde rl ying factors  o f  

that i n s t rument to  the cons t ructs sugges ted b y  the proposed mat r i x . 

Thi s r e s e a r ch devel oped s ca l e s  f rom these unde rlying facto rs , as s e s s ed 

the r e l i ab i l i t y  o f  those s cales , and made in fe rences concerning those  

measures '  validity u s i n g  existing measures . 

This  chapter  revi ews the s tudy and i t s  resul t s , then presents a 

di s cu s s i on o f  those r e s u l t s  and the resea rche r ' s conclusions . This 

chapter  a l s o  presents the limitations o f  the s tudy and imp l i cations for 

both r e s e a r chers and practitione r s . 

The Nicholson Framework 

N i cho l s on ( 1 9 9 4 ) p roposed a four- l evel framework  for  resear ch in 

bus i n e s s  ethi c s . The s e cond l evel , ethical domains , contains both the 

exogenous and endogenous focus of the o rgani zation' s int e r e s t s  and 

goal s .  A s igni f i cant p robl em,  as  s tated by Ni chol s on ( 1 9 9 4 ) , was a l a c k  

o f  c l a r i t y  in the definitions and c l a s s i f i ca t ions within the ethical 

domain ana l y s i s  level o f  the framewo r k .  

1 3 1  
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Problem and Purpose 

Th�s  r e s e a r ch addressed the weaknes ses in the N i ch o l s on 

( 1 9 9 4 ) framewo rk  by defining an ethical value and p resenting a 

c l a s s i f i cation s t ructure f o r  ethical values known as the Corpo rate 

Cha racter  Ethical Value Mat r i x  or CC- EVM . The resea rch explored the 

p ropos ed CC- EVM theory by l ) ana lyzing the uniqueness  o f  the con s t ructs 

in  the CC-EVM, 2 )  deve l oping a measure  for  each , and 3 )  considering the 

val idity and rel i ab i l i t y  of these measures  against known va riables of 

intere s t .  

The current s tudy l imi ted i t s  focus to  Ni chol s on ' s s econd l evel o f  

analys i s , e thi cal domains , as  being s eparate f rom t h e  ethical 

envi ronment , ethical  functioning o r  ethical proce s s  o f  the f i rm .  

N i ch o l s on ' s endogenous domains , values and interpers ona l , a r e  s imi l a r  i n  

s cope to  t h e  current s tudy . The current s tudy' s definit i ons and 

c l a s s i fi cati ons add c l a ri t y  to  N i chol s on ' s ( 1 9 9 4 ) defini t i ons of these 

doma i n s . 

Significance 

The cur rent s t udy' s CC- EVM theory improves the clarity  o f  

N i ch o l s on ' s ( 1 9 9 4 ) f r amewo r k . The CC-EVM ( l ) pre s ents s t ronger 

theoret i ca l  c l a s s e s  than N i chol s o n ;  ( 2 )  clearly identi fies  the moral 

agent a s  the i ndividual holding the values and ma king the deci s i o n ;  and 

( 3 ) the cons t ructs comp r i s ing the CC- EVM comp r i s e  a clearly  definable set  

more appl i cable to emp i r i cal resea rch . 

I n  addi tion,  this resea rch represents the f i r s t  ope rationa l i zation 

o f  the s ix va lues  put forth by the Josephson Ins titute ,  pres enting a 

logical  f r amewo rk  for  ( l ) d i s cu s s ing and mea s uring ethical values in 

busine s s  and ( 2 )  continuing emp i r i ca l  resea rch in busine s s  ethi cs . 
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Theory and Defini tion -- The corporate character ethical value matrix 

The cur rent s tudy drew heavil y  on Rokeach ( 1 97 3 )  in defining an 

ethi cal  val ue as a guide or s tandard for right or good interpersonal 

behavior . The Corporate Cha racter Ethi cal Value Matrix  ( CC-EVM ) theory 

consldered those values  guiding interpe r s onal behavior wi thin an 

o rgani z a t i on a l  context . The CC- EVM s ought to define the unde rl ying 

values that guide behavi o r  in both the organi z a tional trust and 

o rgani zational  c i t i zenship l i terature . The two dimens i ons of the CC-EVM 

were ethical  behavi o r  t ypes and ethical behavi o r  target s . 

Behavior Types Dimension 

The behavi o r  t ypes dimension defined an ethical behavi or ' s impact 

on the s tatus  quo . As s uming an exi s ting ( p o s itive ) s tatus quo ,  ethical 

behavio r s  would e i ther maintain o r  improve the s tatus quo . Those  

behavl o r s  s e rving onl y to maintain the  s tatus quo  were  defined in this 

theory a s  custodial . Thos e  behavi o r s  improving the s tatus quo we re 

defined in the theory a s  proactive . The s tatus quo changes negative l y  

due to  t h e  abs ence o f  a custodial behavi o r ,  or positive l y  due to  the 

p r e s ence of a p r o a ct i ve behavi o r . Cus todia l  values woul d  guide custodial 

behavi o r s , and p r o a ct i ve values would guide proactive behavi o r s . 

Behavior Targets Dimension 

The ethical  behavi o r  targets  dimension defined at what or whom the 

ethical behavior is directed . Building upon the Mi chigan and Ohio State 

l eade r s hip s tudies ( YukI , 1 9 9 4 ) the two prima ry behavi o r  ta rgets were 

task and consideration . I n  general ,  targets  o f  cons ideration could 

include identi f i ab l e  individual s ,  groups , or the organi zation as a 

who l e . The CC- EVM further broke cons ideration down a l ong those l ines to 
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consideration-specific, dealing wi th identi fiable individua l s , and 

consideration-general , deal ing wi th l a rger groups or the organi zation as 

a whole . 

The COrporate Character Ethical Value Matrix 

The behavio r  types and targets dimens i ons combined to c reate a two 

x three mat r i x  of ethi cal values . Labels  for  the s i x  cel l s  o f  the 

mat r i x  were t a ken from the Cha racter Count s Coa l i t i on ' s s i x  p i l l a r s  o f  

cha ract:er  ( Ha n s o n ,  1 9 92 ) . 

Figure 2 :  The Corporate Character Ethical Values Matrix ( CC -EVM) 

Targets Consideration- Consideration-
Types Task specific general 

Custodial Trustworthiness Respect Justice & Fairness 

Proactive Responsibility Caring Citizenship & Civic Virtue 

Hypotheses 

T e s t s  o f  the five resea rch hypotheses would provide evidence to 

s upport o r  not s upport the const ruct val idity of the developed measures . 

Test:ing these hypotheses  requi red factor analys i s ,  rel i ab i l i t y  anal ys i s , 

co r r e l a t: i on , one-way AN OVA , and regres s ion analys i s . Types o f  validity 

cons i de red included d i s c r iminant ( H I ) , convergent ( H2o-d , H 3 ) , and 

criterion ( H � ,  Hs ) . The hypotheses appear in the a f f i rmative . 

Hypothesis One (H1) : I tems in the created measures of ethical values 

wil l  produce an interpretable six factor solution relating to six 

subs tantive categories of ethical values . 

Hypothesis Two-a ( H2.) : Machiavelliani sm wi ll negatively associate 

with the substantive categories of ethical values . 
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Hypothesis Two-b ( H2b) : External Locus of Control wil l  negatively 

associate with the substantive categories of ethical values . 

Hypothesis Two -c ( H2c) : There will exi st no relationship between 

biological gender and the substantive categories of ethical values . 

Hypothesis Two-d ( H2d ) : There wil l  exist no relationship between 

psychol ogical gender and the substantive categories of ethical values . 

Hypothesis Three ( H) : Assessments of ethical behavior will posi tively 

associate with the substantive categories of ethical values . 

Hypothesis Four (H.)  : Organi zational commitment will posi tively 

associate wi th individual ' s  perception of shared ethical values . 

Hypothesis Five ( H 5 )  : The substantive categories of ethical values 

will positively affect organi zational commi tment through the mediator 

of perception of shared ethical values . 

Li terature 

The l i t e rature review in chapter two contained four main  s treams 

o f  l it e ra t u r e : o rgani z a t i onal trus t ,  organi zat i onal c i t i zenship 

behavi o r ,  values and ethics , and organi zational commitment . The f i r s t  

t h r e e  l i teratures  provided t h e  theoret i cal base for  t h e  CC-EVM theory 

and indicated relevant measures  rega rding convergent and dis criminant 

val i di t y . The o rgani z a t i onal commi tment ( OC )  l i terature explo red OC as  

a relevant dependent va r i able for  criterion val idi t y .  

Trust 

The t r u s t  l i terature considered de f i n i t i ons and empi r i cal 

dimens ions  of organi z a t i onal trus t . Organi z a t i onal t r u s t  ma y function 

a s  con t r o l  ( Barb e r ,  1 9 8 3 )  and has  both cognitive and a f fective 



components ( McAl l i s t e r ,  1 9 9 5 ) . The trust  l i terature p rovided support 

for the potent i a l  exis tence o f  the behavior-type and behavi o r - ta rget 

dimens lons  of the CC-EVM .  

Organizational Citi zenship Behavior 

The organ i z a t i onal c i t i zenship behavi or l i terature has had two 

ma j o r conceptu a l i z a ti ons . Organ and Bateman ( 1 9 8 3 )  defined OCB as  

extra-role  behavi o r  t a ken to  " lub r i cate the  social  machinery o f  the 

o rgani z a t i on ( p . 5 8 8 ) . Graham ( 1 9 9 1 )  conceptuali zed OCB as p o l i t i cal 

c i t i zenship appl i ed to  covenantal organi z a t i ons . S ome r e s e a r ch has 
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considered both t r u s t  and OCB , however t rus t h a s  been viewed as  a 

moder a t o r  rather  than part o f  an interrelated cons t ruct ( e .  g . , Konovs ky 

& Pugh , 1 9 8 4 ; Robi n s on & Mo r r i s o n ,  1 9 9 5 ) . Van Dyn e ,  Graham and 

Dienesch ( 1 9 9 4 ) found five factors  of OCB a long Graham' s ( 1 9 9 1 ) 

conceptua l i z a t i on : obedience , loyalty,  advocacy p a r t i cipation , social  

p a r t i cipati o n ,  a nd functional parti cipation . Chapter  two' s review o f  

t h e  O C B  l i terature draws a theoretical  connection between OCB a n d  the 

t r u s t  l i t e r a t u r e ,  and s uppor t s  the theori zed three behavi o r  t a rgets of 

the CC-EVM . 

Values and Ethics 

The b u s i n e s s  ethics  l i terature attempt s  to define and determine 

r i ght f rom wrong in a business  setting ,  but o f fers  l i t t l e  emp i r i ca l  

resea rch ( Fo rd & Richa rds on, 1 9 9 4 ) . Incons i s tent defini tions o f  business 

ethics  l ed Lewi s ( 1 9 8 5 )  to  s t a t e  that defining busine s s  ethics  was " l i ke 

n a i l i ng J e l l - O  to a wa l l "  ( Lewi s ,  1 9 8 5 ,  p .  2 2 3 ) . The review o f  the 

values l i terature s t arted with Rokeach ( 1 97 3 )  who presented values as  

behavi o r  guides and s tandards . Kanbano f f ,  Walder s e e ,  and Cohen ( 1 9 9 5 )  
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s epara ted a va lue s ys tem from a va lue hierarchy, the f o rmer presenting a 

p r i o r i t y  based o rdering o f  values , and the latter  a l l owing interact ion 

and con f l i ct among the values . Several theori s t s  and researchers  have 

considered the impact o f  values on corpo rate s t rategy . Mos t  o f  the 

theo r i s t s  ag ree wi th McCoy ( 1 9 8 5 )  that va lues and s t rategy a r e  

inext r i cab l y  l i nked . Empi ri cal resea rch has n o t  found a s t rong 

r e l a t i onship between ethics  and dependent va r i ables external to  the 

o rgani z a t i on ( Jayaraman & Min , 1 9 9 3 ) . 

Seve r a l  theories  in ethical deci s i on ma king exi s t  in the 

l i t e rature . The two theor i e s  mos t  expl ored i n  the ethics  l i t e r a ture 

have been Kohlberg ' s  ( 1 9 7 6 )  Cognitive Mo ral Development theor y ,  and 

Fo r s yth ' s ( 1 9 8 0 )  taxonomy of ideologies . The dec i s i on ma king model 

proposed by Josephson and the Cha racter Counts Coa l i t i on ( 1 9 9 3 )  has 

gained a great  deal of pub l i c  re cogn i t i on . Despite this  recogni t i o n ,  

t h e r e  has b e e n  no empi r i cal resea rch o n  t h e  Josephson model p r i o r  to  

this  s t udy . 

The l i terature review found four measures  related to ethical  

behavi o r  o r  values a s  a basis  to cons ider the con s t ruct val idi ty o f  the 

CC-EVM : Ma chiave l l i an i sm ( Ch r i s t i e  & Gei s ,  1 9 7 0 ) , Locus o f  control  

( Rotter , 1 9 66 ) , b i o l o g i ca l  and ps ycholog i ca l  gender ( Bern, 1 97 4 ) , and 

ethical eva l ua t i ons ( Reidenbach & Robi n ,  1 9 9 0 ) . Two addi ti onal i s s ues 

in bus i n e s s  we re explo red , Codes o f  ethi cs ,  and business ethics 

education . The review o f  the ethics and values l i terature found a lack 

o f  c l a r i t y  and d i r e c t i on in  emp i r i ca l  resea rch . 

Organi zational Commitment 

Findings in the l it e rature indicate that organi z a t i onal  

commi tment , a s  conceptua l i zed by Mowday,  Steers  & Porter ( 1 9 7 9 )  
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correlates wi th important organi zational outcomes , mos t  notab l y  turnover 

and absenteeism ( Mathieu & Z a j a c ,  1 9 9 0 ) . Hunt , Wood , and Chonko ( 1 9 8 9 )  

found a pe r ception o f  sha red ethical values correlated with 

o rgani z a t i on a l  commi tment , but did not identi f y  or c l a s s i fy those 

val ues . 

The l i t e rature review noted a pos sible  l i nk between trust  and aCB, 

both of whi ch a re mul t i dimens i onal construct s . As the f i e l d  o f  business  

ethics  l acks  c l e a r  de f i n i t i on and di rection for emp i ri c a l  research,  the 

Josephs on values ,  as c l a s s i fied by the CC- EVM, may provide needed 

dire c t ion . Final l y ,  because the l i n k  has not been clearly  establi shed 

between ethics  and p e r f o rmance , an internal meas ure such as 

o rgani z a t i on a l  commi tment may be mo re appropriate  as a criterion 

val i d i t y  va r i a b le .  

Methods 

Participants 

The s ampl e s  u s ed in this  s tudy came f rom two di s tinct populations . 

The f i r s t  s ampl e  ( n= 3 2 4 )  was drawn from s tudents  in graduate and 

unde rgraduate organi z a ti onal behavior c l a s s e s  at a maj o r  urban South­

E a s t  unive r s i t y  ove r two s emesters . The s e cond s ampl e  ( n= 1 1 2 )  came from 

a nat i onal  popu l a tion of emp loyees from 5 0  independent i ns urance 

agencies with rep re s entatives on the I ndependent I nsurance Agents of 

Ame r i ca ( I IAA) Board of Di rectors . 
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Measures 

The COrporate Character Questionnaire 

The i n i t i a l  Corporate Cha racter Ques ti onna i re ( CCQ)  developed for 

this s tudy conta ined 6 8  i tems drawn from the trust and organi z a t i onal 

citi zenship l i terature . The l a r g e s t  set  o f  i tems ( 3 4 )  came f r om Van 

Dyne , Graham & Dienes ch' s ( 1 9 9 4 ) reported five meas ures o f  

o rgani z a t i onal c i t � zenship behavi or from a political  citi zenship 

perspective : obedience , l o ya l t y ,  s ocial parti cipation,  advocacy 

parti cipa t i o n ,  a nd functional parti cipation . Eleven i tems came f rom 

McAl l i s te r ' s ( 1 9 9 5 )  s ca l e s  meas uring cogni tive-based t r u s t  ( CBT ) and 

a f fective-ba s ed t r u s t  ( ABT ) . Twenty- one items devel oped for the cur rent 

s tudy came f rom s t atement s  pub l i s hed by the Character  Count ' s  Coa l i tion 

( 1 9 9 3 )  . Two addi tional items came from S cott ( 1 9 6 5 )  mea suring hone s t y  

a n d  s e l f - control . The resea rcher reworded all  negative l y  phrased i tems 

to p o s i t i ve a s  recommended by Hinkin ( 1 9 9 5 ) , and rephrased e a ch item in 

the plural to  avoid gende r bias . 

other Measures 

The s t udent s ampl e  responded to three personality mea sures : the 

Bern Sex Rol e  I nventory ( Bern, 1 9 7 4 ) , Rotte r ' s ( 1 9 6 6 )  interna l - e xternal 

l ocus of control  s ca l e ,  and Chr i s t i e  & Gei s '  ( 1 9 7 0 )  Ma chiave l l ianism 

( Ma ch-IV)  s cal e . In addit i o n ,  a s ubset  o f  the s tudent s ample  provided 

responces to  Reidenbach & Robi n ' s ( 1 9 9 0 )  mul t i dimensional ethics s ca l e  

( MES ) mea s uring e t h � c a l  evaluation . The indu s t r y  s ample  provided 

respons e s  to Mowday Steers  & Porte r ' s ( 1 97 9 )  organi zat ional commi tment 

que s t i onna i r e  ( OCQ ) and Hunt , Wood and Chonko ' s  ( 1 9 8 9 )  corporate sha red 



ethical va lue s  ques t l onna i re ( EVQ ) . 

data . 
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Both s amples  provided demographic 

Procedures 

Data Collection 

Data c o l l e ct i on took p l a ce from Septembe r  1 9 9 6  to  Feb ruary 1 9 9 7 . 

Students provided responses to a l l  measures  wi th the exception o f  the 

mul tidimens i onal ethics s cale ( MES : Reidenbach & Rob i n ,  1 9 9 0 )  and the 

c o rporate cha racter que s t i onnai re ( CCQ : developed for this s tudy ) as 

part  of a p e r s onal a s s e s sment package included in the i r  cour s e  wor k . 

The resear cher  di s t ributed the CCQ with the personal a s s e s sment package 

in an ident i cal f o rma t . An in-cl a s s  exercise  provided the MES data . 

The data c o l l ection procedure for the indu s t r y  data included · S O 

packages o f  1 0  s urveys to each o f  the I IAA Board o f  Director ' s  agencies . 

Each p a c kage contained a cover letter  f rom the resea rcher and an 

addi tional cove r l e t t e r  from a p r o f e s s i onal rep resentative of the 

indu s t r y  g roup reques ting parti cipation . An included s t amped envel ope 

addres s ed each s urvey directly to the resea rcher . A reminder / thank- you 

l e t t e r  went to each of the agencies three wee ks l a t e r . 

Results 

I tem Reduction 

The i t em reduction procedure con s i s ted of four s e r i e s  of factor 

analys e s . Each factor  analys is  began with a principle components 

anal y s i s  retaining factors  with eigenvalues greater than one , with 

VERIMAX rotation . I tems whi ch fai led to di s criminate between the 

factors  at a dete rmi ned l evel ( . 2 0  in the f i r s t  s e r i e s , . 1 0 in the other 



three ) dropped f r om further analys i s . The proce s s  repeated until no 

i tems met the reduction c r i terion . The procedure used three s t a rting 

sets o f  i t ems . Seven interpretable factors eme rged . By p l a n ,  the 

1 4 1  

initial  s ca l e s  contained n o  more than five i tems f rom each interpretable 

facto r . 

Internal Consistency Reliability: Cronbach ' s Alpha 

Rel i ab i l i t y  a s s e s sment on the initial s cales  using Cronbach ' s 

coe f f i ci ent a lpha ( � )  revealed that only five o f  the s even s ca l e s  met 

the a c cepted c r i t e ri on for continued resea rch ( �> . 7 0 )  ( Nunna l l y ,  1 9 7 8 ) . 

The alpha f o r  each o f  these five scales  exceeded . 8 0 .  The r e s e a r cher 

l abeled these five s ca l e s  TAS K,  ADVOCACY ,  LOYALTY , FRI ENDS , and COUNTRY . 

Hypothesis Testing: Evidence Of Validi ty 

A con f i rmat o r y  factor analys i s  o f  the 1 9  i tems in the five created 

s ca l e s  rep roduced the five- factor s t ructure for  the s tudent s amp l e ,  and 

produced four f a c t o r s  in the indu s t r y  s ampl e .  I n  the i ndust r y  s amp l e ,  

i tems f r om COUNTRY s cale  comb ined with t h e  ADVOCACY and FRI ENDS s cales . 

Rel i ab i l i t y  o f  a l l  five s cales  in both samples exceeded o f  . 8 0 .  

Hypothe s i s  one wa s not supported,  howeve r ,  because the predicted s ix­

factor s o l u t i on did not emerge . 

C o r r e l a t i on ana l y s i s  p rovided s uppo rt for  ( 1 )  hypoth e s i s  two-a  

( relat i on s hip wi th Ma chiave l l ianism)  for two o f  the  five created s cales , 

TASK and ADVOCACY ,  and ( 2 ) hypothe s i s  two-b ( relationship wi th l ocus o f  

control ) f o r  a l l  five o f  the created scales . Hypothes i s  two - c  ( no 

relationship with biological  gende r )  was s upported using a one-way 

analys i s  o f  variance finding no stati s t i cal di f ference in gender means 

for  three of the s ca l e s  ( TASK ,  ADVOCACY,  and LOYALTY ) .  A si gni f i cant 
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di f fe rence i n  means ( p< . O S l  exi s ted f o r  FRI ENDS and COUNTRY wi th males  

s corlng higher than females  on  those  scales . Hypothes i s  two-d ( no 

relat ionship wi th ps ychological gende r )  was suppo rted by non - s i gni f i cant 

correlations  for all five meas ures wi th the ps ychological female  

measure . The  ps ychological mal e  meas ure correlated s igni f i cantly and 

posit ive l y  with four of the created s cales : ADVOCACY ,  LOYALTY ,  FRI ENDS 

and COUNTRY . 

H ypothes i s  three predicted that evaluations o f  ethi cal behavi o r  

would correlate  s i gni f i cantly with t h e  created scales . All three 

components of Reidenbach and Robin ' s  ( 1 9 9 0 )  mul tidimens ional ethics 

s ca l e  ( b road b a s ed equi t y ,  relativi sm, and contractua l i sm )  inter­

correlated s igni f i cantly ( p> . O l ) . The correlations o f  these ethical 

evaluation mea s u res wi th the created mea s ures provided mixed support for 

hypothes i s  three . Broad-based equity cor related s igni f i cantly ( p> . O l )  

wi th TASK onl y .  The relativism meas ure did not correlate wi th any o f  

t h e  created mea s u re s , a n d  t h e  contractual i sm measure  correlated 

s i g n i f i cant l y  with only TAS K ,  LOYALTY and FRI ENDS . 

Evidence f o r  s upport o f  hypotheses  four and five came f rom the 

indu s t r y  data . A confi rmatory factor anal y s i s  of the 20 items in Hun t ,  

Wood & Chonko ' s ( 1 9 8 9 )  shared ethical values que s tionna i r e  ( EVQ : five 

i t ems ) and Mowday ,  Steers  & Porte r ' s ( 1 97 9 )  o rgani z a t i onal commi tment 

ques tionn a i r e  ( OCQ : 1 5  i tems ) indi cated the presence of three 

interpretable facto rs . The resea rcher created three equal l y  weighted 

s ca l e s  f r om the s e  factors : a four-item shared ethical values scale  

( S EV )  , a three-item perceived managerial enforcement s cale  ( PME ) , and a 

1 3 - i tem o rgani zational commi tment s cale ( OC- 1 3 item) . These  th ree s cales 

and the o r i ginal  OCQ and EVQ s cales  provided the measures  used to  test 

hypothes i s  four . 
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Hypothes i s  four  concerned che relacions hip between s h a red values 

and o r gan i z a t i onal commi tment . Current results  repl i cated findings f rom 

Hun t ,  Wood & Chonko ' s ( 1 9 7 9 )  finding o f  a s i gn i f i cant correlation 

between sha red ethical  values  and o rgani z a t i onal commi tment . The 

curren t l y  meas ured r e l a t i onship wa s s igni f i cant ( p< . 0 5 )  f o r  the o r i ginal 

Hun c ,  Wood & Chonko ( 1 9 7 9 )  EVQ mea s u re and che S EV and PME factor s cales . 

The f i n a l  hypoth e s i s  ( fi ve ) considered the e ffect o f  the created 

value s ca l e s  on o rgani z a ti onal commi tment as  medi ated by the per cepti on 

o f  s ha red ethical  values . Five s e t s  o f  media t i on t e s t s  as f o l l owing 

Baron a nd Kenny ( 1 9 8 6 )  used as the media tor : ( l ) the o r i gi na l  shared 

ethi cal val ue s  ques t i onnai re ( EVQ ) s core  ( Hunt , Wood & Chon k o ,  1 9 8 9 ) , ( 2 )  

the sha red ethical value ( S EV )  factor s cale  ( cu rrent s tudy ) , ( 3 )  S EV 

cont rolling  f o r  the perceived managerial  e f fectivenes s  ( PME ) factor  

s ca l e  ( cu rrent s tudy ) , ( 4 )  PME and ( 5 )  PME con t r o l l ing for S EV .  Res u l t s  

o f  the s e  f i ve t e s t s  indi cated t h a t  t h e  o n l y  created value s ca l e  wi th a 

cons i s tent s igni fi cant relationship wi th the dependent organi z a ti onal 

commi tment mea s u re was LOYALTY . S EV p a r t i a l l y  mediaced thi s 

relacions hip . All other va riable combinations f a iled the three - s tage 

cesc of mediation ( Ba ron & Kenny , 1 9 8 6 ) . 

Discussion and Conclusions 

The purpos e  o f  this  resear ch was to explore the co rporate  

cha racter - ethical  value mat r i x  ( CC-EVM ) created for this  s tudy by  

( l ) analyzing the  uniquenes s o f  the  cons tructs in  the  CC- EVM, ( 2 )  

developing a mea s u re f o r  each,  and ( 3 )  cons idering the val idity and 

r e l i ab i l i t y  of these measures  against  known va riables o f  interes t .  In  

turn , the cur rent s t udy ( 1 )  devel oped the  corporate character 

ques t i onnai re ( CCQ ) using i t ems developed in the trust  and 
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organi z a t i ona l  c i t i zenship behavi or l i teratures , ( 2 )  admi n i s tered the 

CCQ to a s tudent s ample  and to  an indus try s amp l e ,  ( 3 )  used factor 

analys i s  and r e l i a b i l i t y  analys i s  to  explore the unde rl ying s t ructure o f  

t h e  i t ems i n  t h e  CCQ , ( 4 )  developed meas ures based o n  t h a t  s t ructure , 

and ( 5 )  explored the relationshlps o f  those mea s u res to s eve ral 

demographi c and personality va r i ables  from these s ample s . This s ection 

di s cus s e s  the extent to which the resul t s  accompli shed the s t udy' s 

purpose . 

The p r ima ry purpos e  o f  this s tudy was to explore the uniquene s s  o f  

t h e  con s t ructs  i n  t h e  CC-EVM . The CC- EVM i s  composed o f  a two-behavior-

type by  three-behavl o r - t a rget matrix o f  values . The s i x  c e l l s  o f  the 

mat r i x  should correspond to  the six " Pi l l a r s  of Cha racter" p r e sented by 

the Char a c t e r  Counts Coa l i t i on ( 1 9 9 3 ) : t rustworthine s s , respon s ib i l i t y ,  

respect , c a r i n g ,  j u s t i ce & fai rnes s ,  and citi zenship & civic vi rtue , as  

appl i ed to  an o rgan i z a t i onal s etting . 

Thi s r e s e a r ch propos ed that the CC- EVM values unde r l i e  the 

mul ti dimen s i onal  con s t ructs o f  organ i z a t i onal t r u s t  and o rgani z a t i onal 

c i t i zenship behavi o r  ( OCB ) . I f  t rue , i t ems des i gned to mea s u re the 

mul t i dimens i onal t rust  and citi zenship const ructs would,  if analyzed 

togethe r ,  p roduce a set  o f  factors  corresponding to the CC- EVM . For 

this s tudy,  o rgani z a t i onal trus t items drawn f rom McAl l i s te r  ( 1 9 9 5 ) and 

OCB i t ems drawn f rom Van Dyn e ,  Graham & Diene s ch ( 1 9 9 4 ) we re added to 2 1  

i t ems s e lected b y  the resea rcher from the Cha racter Count s Coa l i t i on 

( 1 9 9 3 )  and two i tems f rom S cott ( 1 9 65 )  to provide the i tem s e t  f o r  

analys i s . 

A confi rma t o r y  factor anal y s i s  o f  the measures  developed in  

previous s tudi es indi cated that  with  one  exception , p robably due to 

wording changes , McAl l i s te r ' s ( 1 9 9 5 ) a f fect-based and cogni tive-based 
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�rus�  ( ABT & CBT ) measures  eme rged i n  this s �udy' s s ampl e .  The change in 

wording f r om s ingular to plural on the backg round ques tion ( s ee Chapter 

Fou r )  p robably a c counts for the shi ft in factor f rom CBT to  ABT as  the 

rephrased item addressed gene ral people rather than a speci f i c  person . 

Thes e  s ame t ypes o f  wording changes probably a l s o  account for s ome o f  

t h e  s h i fting in t h e  Van Dyne et a l . ( 1 9 9 4 ) i tems . One particular  change 

in wording for a Van Dyne et  al . is  the l i kely cause for that i t em' s 

con s i s tently eme r ging as i t s  own facto r .  ( CCC0 3 : They urge co-wo r kers to 

inve s t  money in thei r organization original wording "would not urge co­

workers  to  inve s t  money in o rgani zation . " )  

Uniqueness Of The CC-EVM Constructs 

A s i x- factor  s olution would ful l y  support the uniquenes s  o f  the 

constructs  i n  the CC- EVM . Onl y five factors  emerged containing i tems 

creating s ca l e s  wi th s u f f i cient reliability . The five factors  whi ch 

eme r ged f a l l  into two g roups . The f i r s t  three factors , the ta s k ,  

advocacy , a nd l o ya l t y  f a c to r s , correspond to  the behavi or target 

dimens i on o f  the CC- EVM : tas k ,  consideration- speci f i c  and consideration-

general . The i t ems in the t a s k  factor came prima r i l y  f rom McAl l i s te r ' s 

( 1 9 9 5 ) cognitive-based t r u s t  meas ure and Van Dyne , Graham & Diene s ch ' s 

( 1 9 9 4 ) obedi ence and functional parti cipation s cales . These i t ems can 

be interpreted as relating to  getting a j ob done,  and doing a j ob wel l . 

The i tems i n  the advocacy factor [ wh i ch came prima r i l y  f rom Van Dyn e ,  

Graham & Dienesch ' s ( 1 9 9 4 ) advocacy s ca l e ) cor respond to spec i f i c  

r e l a ti onships wi th others ( e . g .  managers & coworkers ) .  The i tems in the 

l oyal t y  f a c t o r  [ which came prima r i l y  f rom Van Dyn e ,  Graham & Diene s ch ' s 

( 1 9 9 4 ) l o ya l t y  s ca l e )  correspond to a general relationship wi th the 

organi z a tion as a who l e  rather than wi th speci fic  individuals . The l a s t  
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�wo f a cto rs , concern for f r�ends and concern for country,  a r e  mo re 

con s t i tuency speci f i c .  Al l the i t ems in  the l a s t  two factors  came from 

i t ems devel oped f o r  t h i s  s t udy f rom the Cha racter Counts Coa l i t i on 

( 1 9 9 3 ) , rather than the t r u s t  or OCB l i teratures . 

The mai n  que s tion a r i s ing f rom these resul t s  i s  the reason for the 

f a i l u r e  of the behavi o r - t ype dimens i on ( p roa ctive & cus todi a l ) to 

emerge . This f a i l u re may be explained by the l a c k  o f  a clear  conceptual 

di s tinction between proact i ve cus todi al types of behavi o r s , o r  by the 

f a i l u r e  of the i tems in  the i tem- s et to tap into that domain . As 

ment i oned in chapter  one , the d i f f e rence between custodi al and p roactive 

behavio r s  may be context or role speci f i c ;  that i s ,  a cus todial  behavi or 

in  one s i tuation may be a proactive behavior  in  anothe r . This e l ement 

in the d i s t i n c t i on between cus todi al and p roactive types of behavi o r s  

may have prevented t h e  more generall y-phrased i tems i n  t h e  CCQ f rom 

capturing any d i s t inction between the two behavi or types . 

Whi le  the r e s u l t s  f a i l ed to s upport  hypoth e s i s  one , they do 

s uppo rt one o f  the two dimens ions o f  the CC-EVM . Resu l t s  from this  s tudy 

s upport  a c l e a r  conceptual dis tinction among behavi or targets : tas k ,  

cons iderat i on-speci f i c ,  and consideration- gene ral . Future addi t i ons to 

the i tem- s e t ,  o r  changes in  i tem wording o r  measurement method to  

capture the context o r  role speci f i c  nature  o f  the  behavi o r - t ype 

dimens i on might be needed to  ma ke further inferences about that 

dimens i on . 

Measures Of The CC -EVM Constructs 

The i tem reduct ion procedures detai l ed in chapters three and four 

produced f i ve f a c t o r s  containing items sets f rom whi ch to  build rel iable 

( 0.> . 7 0 )  mea s u res ( Nunna l l y ,  1 9 7 8 ) . The five highest loading i tems in 



the t a s k  factor  became the TASK meas ure ( u= . 8 7 )  The four other 

mea s u re s  contained all the i tems in each o f  their respective factors : 

five i t ems each i n  ADVOCACY ( u= . 8 4 )  & LOYALTY ( a= . 8 0 ) , and two items 

e a ch in FRI ENDS ( u= . 8 5 )  & COUNTRY ( u= .  8 1 )  . The remainder o f  the 

dis cu s s ion s e ction concerns the inferences made about the val i dity of 

these mea s u re s . 

Convergent and discriminant validity 

Conve rgent val i dity deal s  with the extent to whi ch measures  

exhibit relationships  with  va riables with  whi ch they a r e  expected to 
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relate . Di s criminant validity dea l s  with the extent to whi ch mea sures 

exhibit no r e l a t i onships with variables f rom whi ch they a r e  expected to  

be s eparat e . I n  this s tudy, conve rgent val idity was addressed  by 

hypothes e s  two - a  and two - b ,  whi ch predicted the created mea s u re s '  

relationships wi th  Ma chiave l l ianism ( Ch r i s tie  & Gei s ,  1 9 7 0 ) , and l ocus 

of control ( Rotter , 1 9 6 6 ) . Di s criminant val idity was addres s ed by 

hypothe s e s  two - c  and two-d,  whi ch predi cted the created mea s u re s '  

relationships wl th biological  gender and ps ychol ogical gender ( Bern, 

1 97 4 )  

Only one o f  the five created mea s u res , TASK ,  exhibited a l l  o f  

hypothe s i s  two ' s predi cted relationships . ADVOCACY exhibited a l l  but 

one of the expected r e l a ti ons hips because an unpredi cted relationship 

eme rged between the created mea s ure and the ps ychological  MALE measure . 

LOYALTY exhibited the expected relations hips wi th l ocus o f  control and 

biologi cal gende r . The relationship between LOYALTY and 

Machiave l l i an i sm was in the p redi cted direction , but fai l ed the t e s t  of 

s i gn i f i cance ( p= . 0 5 9 ) . A rel ationship emerged between LOYALTY and the 

psychological  MALE mea sure . FRI ENDS and COUNTRY both failed to exhibit 
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che expecced relat ionship wich Machiave l l i ani sm, and boch FRI ENDS and 

COUNTRY exhibi ced relati ons hips with both biological  gender and the 

p s ychological  MALE measure  where  no s u ch relationships were predicted . 

More con s i s tent findings eme rged in earlier  s tudi es for  

Machiave l l ianism and locus o f  cont rol than for gender ( Ford & 

Richardson,  1 9 9 4 ) . The gender findings deal t  p redominantly wi th 

b i o l o g i cal  and noc ps ychological gende r . Comparisons o f  the 

r e l a ti onships between these val idation mea s u res and the created meas ures 

again points to  a s eparation of the created mea sures into two groups . 

The f i r s c  three measures , TAS K ,  ADVOCACY and LOYALTY exhibited 

relationships with : ( 1 )  l o cus o f  control ( p> . 0 5 ) , ( 2 ) Machiave l l ianism 

( p> . 1 0 ) ; and f a i l ed to exhibit any relationship with biol ogi ca l  gender 

o r  the ps ychological  FEMALE meas ure . The ocher two mea s u re s , FRI ENDS 

and COUNTRY both fail  to  exhibit any relationship with Machiave l l iani sm, 

but p o s i tively cor related ( p> . 0 5 )  wi th biologi cal gende r . Hypothes i s  

two r e s u l t s  p rovide limi ted evidence to  i n f e r  convergent and 

di s criminant validity for three of the created mea s u res , TASK ,  ADVOCACY 

and LOYALTY .  Such i n ferences f o r  FRI ENDS and COUNTRY would be 

inapprop r i a t e . 

H ypothe s i s  three predicted the created mea s u res would correlate 

p o s i tive l y  wi th a s s e s sments o f  ethical behavior . The resul t s  indicated 

only four of the pos s ible 15 relationships emerged among the five 

created mea s u re s  and the three factors ( broad-based equ i t y ,  relativi sm 

and cont ractua l i sm) o f  Reidenbach & Robi n ' s ( 1 9 9 0 ) MES . At f i r s t  glance , 

the MES c o r re l a t i ons seemed dis appointing because only four o f  the 

predicted fi fteen s i gn i f i cant correlations emmerged . Upon further 

con s ideration of the unde rlying MES facto r s , the pattern of results  

indicated dis criminacion among the five measures created in this s tudy . 
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N o  s i gni f i cant cor relations exi s ted a t  the p< . 0 5 l evel between any 

o f  the created mea s u res and relativism ( REL ) . The correl ation between 

TASK and relativi sm was s i gn i f i cant at the p< . l O s i gni f i cance l evel . The 

TASK mea s u re a l s o  correl ated s i gnifi cantly ( p< . 05 )  with broad based 

equity a nd contractua l i sm .  The other four s cales  f a i l ed to demons t rate  

a s i gni f i cant c o r re l a t i on wi th either  broad-bas ed equity o r  relativism.  

No correlation wi th the consideration target values coupled to  a 

s i gni f i cant correlati on wi th the t a s k  ta rget value indi cates 

dis crimina t i o n  between these two values . The relationships a r e  

s igni f i cant between contra ctual i sm a n d  t h r e e  o f  this s tudy ' s measures  at 

the p< . 05 l evel ( TAS K,  LOYALTY , and FRI ENDS ) ,  and ADVOCACY whi ch is 

s igni f i cant a t  the p< . l O l evel . This finding indi cates not only that 

cont ractua l i sm ( impo rtance o f  implied contracts ) di f ferentiates f rom the 

other ethlcal eva luation factors , but that the vio l a ti on of unwri tten 

p romi s e s  and cont racts  are s a l ient to  this s tudent s amp l e ,  as  these 

violations c o r r e l a t e  negative l y  to good cha racter in busine s s . Results  

f o r  the  ethi cal evaluation hypothes i s  ( hypothe s i s  three ) indicated that 

the hypothe s i s , a s  s tated,  received no s uppo rt . The resul t s  do indicate 

a pattern of di s crimination among the measures . 

Hypothes i s  four was s upported,  indi cating that sha red ethical 

values correlate with organi zational commi tment . The interes ting 

imp l i cation here , however ,  i s  not the replication o f  the Hunt , Wood , and 

Chonko ( 1 9 8 9 )  findings , but the appa rent di f ferentiation between sha red 

ethical val ues and perceived manage rial  enfor cement found in the 

con f i rmat o r y  factor  analys i s . This di f fe rentiation may be in part  due 

to the s ep a ration between the cogni tive and behavioral  component s of the 

per ception of sha red ethical values cons t ruct . The s ample  s i z e  ( n= 1 12 ) 

i s  sma l l  for  s t rong conclusions from the factor analys i s ,  however the 
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dl f f e rentlacion becween s hared va lues and perceived enfor cement would be 

an lncerescing  area for future resea rch . 

The final point o f  di s cu s s ion addres s e s  the resul t s  o f  the 

mediation t e s t s . Whi l e  a few ins tances o f  partial  medi ation ( as 

indicated by the Ba ron & Kenny [ 1 9 8 6 ]  criteria ) occurred,  prima r i l y  with 

LOYALTY as  the independent of interest and Shared Ethi cal Values as the 

medi a c o r ,  ove r a l l  the l imi ted mediation findings we re dis appoi nting . 

Res u l t s  i ndi cat ing a relationship between shared val ues and commitment 

combined with r e s u l t s  indicating a relationship between created value 

measures  and commi tment indicated that there s hould be s ome relationship 

between val ue s ,  shared values and commi tment . That relationship , 

howeve r ,  may t a k e  the f o rm o f  a mode rator ( changing the nature o f  the 

relationship becween values and commitment ) rather than a mediator ( as 

p a r t  o f  the causal  r e l a tionship link ) . The method o f  data col l e ction 

and s ampl e  s i z e  ma kes that determination di f f i cul t .  Future r e s e a r ch of 

s ha red val ues a s  mode rators  may be appropriate . 

Summary of Conclusions 

The resul t s  s uppo rt one dimension of the CC-EVM, that of behavi o r  

t a rget s . This  finding conve rges with the emp i r i cal organiza ti onal 

citi zenship behavior l i terature . Becker & Vance ( 1 9 9 3 )  inferred 

val i di t y  f o r  three s imi l a r  construct s : ( l ) l o cal a l t ruism defined as  

behavi o r s  towa rd i ndividuals  with  whom the  respondent interacts  

regula rl y ,  ( 2 )  dis tant a l t ruism defined as  behaviors  toward mo re 

gener a l i zed other s ,  and ( 3 )  conscientiousne s s  defined as  compl iance wi th 

o rgani za t i onal  rules and no rms . The dis tinction between this s t udy' s 

findings and those o f  Becker and Vance i s  that whi l e  their earlier  

resear ch cl a s s i f i ed behavi o r s , the  current resea rch cons idered the 
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unde rl ying va lues guiding behavio rs . I n  s h o r t ,  individual s who exhibit 

thes e behavi o r s  are cons idered good people with whom to  wo r k . Res ults  

neither support  nor di s co n f i rm the exis tence o f  the behavior types 

dimens ion . 

As expected , sha red ethical values and o rganizational commitment 

were highly related,  rep l i cating the Hunt , Wood, and Chonko ( 1 9 8 9 )  

findings . An interes ting result was the appearance o f  a di f f erentiation 

between s ha red ethical  values and the perception o f  manage r i a l  

enforcement . Only very l imi ted s upport  was found for the medi ation 

e f fect  o f  s ha red ethical  val ues between the value measures  and 

o rgani z at i onal  commitment ,  wi th the LOYALTY mea s u re p roviding the 

s trong e s t  r e s ul t s . 

Implications 

Implications For Research 

The f l ndings in this s t udy r a i s e  s everal interes ting i s s ues 

worthy of future resea rch . Four o f  the mos t  interesting a re addres s ed 

here : ( 1 )  further exploration of the ethical behavi o r  types dimension o f  

t h e  CC-EVM, ( 2 )  t h e  connection between the l oyalty value and 

o rgani z a t i onal  comrr� tment,  ( 3 )  further explo ration o f  sha red ethical 

values as  a s eparate  cons t ruct f rom the percepti on o f  manager i a l  

enforcement , and ( 4 )  f u r t h e r  exploration o f  t h e  referent p e r s o n  u s e d  

when de fining good o r  right behavi o r . 

Whi l e  the r e s u l t s  o f  this s tudy do not s upport the exi s t ence o f  

the behavi o r - t ypes dimens ion ( custodial and proactive behavio rs ) ,  the 

r e s u l t s  do not re fute that dimens ion ' s exi s t ence . Because custodial and 

p roactive behavi o r s  may be defined di f ferently in di f fe rent s ituati ons , 

a measurement method other than the one used in this s tudy may be more 



152 

approp r i a t e . I f  the di f fe rence between a custodial and a proactive 

behavi o r  i s ,  in part , defined by the individuals  role , a s ca l ing 

techni que responding to  a s cena rio may be appropriate . The s cena rio 

would e s t ab l i s h  the role definition more clearl y .  Rega rdl e s s  o f  method, 

more wo r k  i s  needed to  clearly  define and validate  the behavi o r - t ype 

dimens i on . 

Loyal ty wa s found to have the s trongest relationship to 

o rgani z a t i onal commi tment . Van Dyne et a l . ( 1 9 9 4 ) found a con s i s tent 

pattern of r e l a t i onships between l oyal t y  and its antecedents mediated 

through a covenantal relations hip . The fact that the loya l ty items 

facto red out as a set  in both the current s tudy and Van Dyne et a I ' s 

s tudy indicates that l oyalty i s  a fairly  broad-based concept . The 

cons i s tent pattern of relationships in both s tudi es points to loyalty as 

a variable of interest  for future resea rch . One idea to  pursue is the 

portion of the variance in o rgani zational commitment att ributable to an 

individua l ' s value of l oya l t y .  

A third topic  f o r  addi tional resea rch i s  that o f  the unexpected 

di f ferentiation between s hared ethical values and perceived managerial 

enforcement . Hun t ,  Wood, and Chonko ( 1 9 8 9 )  found only one factor 

eme rging f rom the five i tems . Both cognit ive and behavi oral factors  

emerged in the current s t udy,  and these  factors  functi oned di f ferently 

as  medi a t o r s . Further expl oration o f  these as  separate factors i s  in 

orde r . 

Fin a l l y ,  the respondents to the Corporate Cha racter Que s t i onna i r e  

we re a s ked to  des c ribe t h e  behaviors  o f  people t h e  respondent ' s  felt  

were good to work with in a bus ine s s  set ting . Future resea rch should 

expl ore who thos e refe rent people a r e ,  and how di f fe rent reference 

people change individual ' s  responses . 
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Implications For Practitioners 

Josephson ' s deci s i on ma king model ( s ee chapter two ) begins with 

identi fying relevant s t a keholders . This s tudy identi fi ed three s eparate 

ta rgets o f  ethical  behavi o r : Tas k ,  Considerati on-speci f i c  and 

Cons i de ra t i on- general . Thes e  three targets can s erve a s  a s t a rting 

point f o r  iden t i f ying and c l a s s i fying relevant s t a keholde r s , thus  

lmproving the ethical deci s i on-making proces s .  

By moving toward the c l a s s i fi cations o f  ethical domains , thi s 

r e s e a r ch a l l ows those involved in the s t rategic planning p r o c e s s  to more 

clearly iden t i f y  the values important to  thei r employees and companies . 

The finding o f  s upport for  cons t ruct validity o f  the three s caies ( TAS K ,  

ADVOCACY,  a n d  LOYALTY )  i ndi cates t h a t  individuals  di f ferentiate among 

the three targets  of ethical behavi o r  and that a l l  three targets  a r e  

important a t  s ome level . S t ra tegi s t s  can use  this c l a s s i fi cation 

s t ructure t o  provide initial  direction towa rd incorporating ethics in 

the s t rategi c planning proce s s , and to  use as  an aid in drafting codes 

of ethics . 

Pe rhaps the mos t  immediate  user  o f  this resea rch i s  the busine s s  

ethics educa to r . The f ramewor k  and the c l a r i f i cation o f  the values  

de finitions in the ethical domains provide addi tional tools  for  

p r e s enting i n f o rma tion and p romoting discussion in the business  ethics 

c l a s s room. 

Vogel ( 1 9 9 2 ) postulated that Ame r i can s o ciety ' s  interest  in 

busine s s  ethics  a r i s e s  f rom a hi s t o r i cal inter conne ction between 

Ame r i ca ' s cul t u r e ,  business  i n s t i tuti ons , and heroes . When busine s s es 

f a i l  to l i ve up to the publ i c ' s high expectations , business  betrays the 

t r u s t  of the publ i c . " Because the publ i c ' s expectations o f  business  

conduct a r e  s o  high . the inva riable result i s  a con s i s tentl y  high l evel 
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o f  publ l c  di s s a c i s facCion with the a ctual ethical p e r f o rmance o f  

busines s "  ( Vogel , 1 9 92 : 4 3 ) . The current resea rch i s  another s tep i n  

helping busine s s  l i ve up to  the publ i c ' s high expectations by defining 

and clari fying ethi cal value s . 

Limitations 

As with any s tudy , the s amples  used l imi t the genera l i zability o f  

resul t s . The combination o f  a diverse  urban unive r s i ty s tudent s ample  

and a nati onwide i ndus try  s ampl e  mi tigates this p roblem s omewhat ,  but 

does not a ll ow s t a t ements  of broad general i zabi l i t y . Factor s t ructure 

o f  values may o r  may noc rep l i cate across  s amples , and a speci f i c  

value ' s relati onship Co  o rgani zacional commitment may va ry by indu s t ry 

and even by o r gani z at i on . As Vogel ( 1 9 9 2 ) pointed out , an individual ' s  

p e r cept i on s  o f  busine s s  ethics behavi o r  in the U . S .  may be unique to the 

coun t r y ' s cultur e ,  requ i ring s tudy of the ps ychome t r i c  properties  o f  

the s e  new s ca l e s  across  cultures . 

There a r e  five a r e a s  o f  concern about the val idity o f  this s tudy . 

The fi r s t ,  that o f  meas ure s tabi l i t y  over time , i s  common to a l l  mea s ure 

building s tudi e s  and resul t s  f rom use  o f  new and relative l y  untes t ed 

inst rument s .  The s e cond concern i s  s u s ceptib i l i t y  to social  desi rability  

bias , o r  that re spondents wi l l  answer what they  think  others  would want 

them to  respond rather than what they beli eve . As s urance of anonymi t y ,  

a n d  Butle r ' s ( 1 9 9 1 )  contention t h a t  social  des i rabil i ty i s  an important 

part of the va riance in trust resea rch notwithstandi n g ,  this  bias  could 

alter the results  o f  this s tudy if individuals b i a s ed their responses on 

the commi tment , sha red values or corporate cha racter i n s t ruments .  The 

thi rd concern is the so called " contra s t "  e f fect whereby individuals 

report being more ethical than thei r pee rs , and the e f fect o f  this bias 
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o n  validi ty a n d  general i zabi lity  ( Cohen, Pant & Sharp , 1 9 9 3 ) . Fourt h ,  

correlat ions may be higher among meas ures u s i n g  s imi l a r  s ca l e s , known as  

common method va riance . The use o f  a di f ferent s cal ing techniques for 

the locus of control s cale ( Rotter , 1 9 6 6 )  and for the MES ( Reidenbach & 

Rob 1 n ,  1 9 9 0 )  helped reduce this problem. The fi fth concern regards the 

t e s t s  of mediation used in s eeking s upport for  the cri te r i on validity o f  

the s cale s . Tes t s  used ( Ba ron & Kenny,  1 9 8 6 )  provide only indi cation o f  

s uppor t  or failure  o f  medi ation,  not proo f o r  disproof o f  medi ation . 

Any highly correl ated va riable omit t ed and then entered into a s e r i e s  o f  

equations  ma y p rovide s imil a r  resul t s  regardl e s s  o f  whether o r  n o t  that 

variable truly functions a s  a mediator . 

Hunt , Wood & Chonko r a i s ed an impo rtant que s t i on about the 

relationship between ethics and o rgani zational commi tment . "One mus t  be 

awa r e , howeve r ,  that organi z a tional commitment may blind s ome empl oyees 

to  the ethical problems in their f i rms ( i . e . , 'I am commi t ted , therefore 

no ethical problems are present in my o rgani zation . ' ) .  At i s s ue here 

i s : Unde r wha t  c i r cums tances can a person engage in 'perceptual 

di s t o rtion'  about the commi tment- corporate ethical values 

relationship ? " ( 1 9 8 9 ,  p .  8 7 )  The current resea r ch does not speci fically 

addres s this  i s s u e ,  whi ch remains important for  future resea rch on these 

topi cs . 

The untes ted Corporate Cha racter Ethi cal Value Matrix  ( CC-EVM) 

theory l imi ted thi s research to validity a s s e s sment of the contained 

construct s . Whi l e  i n fer ring validity comprised a s igni f i cant portion o f  

t h i s  r e s e a r c h ,  addi tional testing beyond t h i s  s tudy wi l l  add to  the 

crea ted mea s u r e s ' va lidi t y ,  and in turn to the validi ty of the CC- EVM 

theo r y .  The s t udy does not attempt to analyze value s t ructure 

di f ferences a c r o s s  cultures . Even i f  the CC- EVM catego ries  a r e  s table 
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a c r o s s  cultures , the speci f i c  behavi o r s  representing the values may 

di f f e r . Determining the temporal s tability o f  the CC-EVM measures  

requires  future l ongi tudinal testlng . 
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APPENDIX 1 :  INDUSTRY SAMPLE CORRESPONDENCE AND INSTRUMENT . 



IIAV 
Independent Insurance Agents of Virginia, Inc. 

·d L .  Smith, CAE 
-esident 

December 9, 1 996 

To: State Nation a l  D i rectors 

From: Ted Smith, CAE 

Re : Ethics survey 

As we continue to pursue "Best Practices" one of the points of discussion 

that always emerges i s  ethical considerations in our independent agency 

system.  A friend of mine and former member of IIA V is now in the midst 

of some work in this area and needs your help. As a candidate for a 

doctoral degree at Virginia  Commonwealth University he is compiling 

information and you could be a great resource for him. Please try to 

al l ocate time for this survey. I have asked him to make available to each of 

you who participate an executive summary of his findings. Thanks for your 

cooperation ! 



December 1 6, 1 996 

Dear ITA State National Director: 

As a former Independent agency owner and IIA member, I know the 

importance of the character values we and our agency personnel hold. While 
we all agree that character values are important, we often have a harder time 

defining specific values and their importance to good business practices. 

Enclosed are ten packages, each containing a cover letter, a questionnaire and 
a stamped return envelope. This research is part of a VCU School of Business 
research project. The purpose of this research is to help define and clarify 
certain values in a business setting. IIA has agreed to participate in this 
project to benefit the academic community, and to better understand the values 
and attitudes important to IIA members. Your participation ensures that the 

results consider the values of your agency personnel. 

All responses to these questionnaires are confidential, and can no way affect 
anyone' s  employment or IIA membership.  IIA has provided only the mailing 

labels.  VCU has no record of your name. The return envelopes come directly 
back to VCU, and the survey contains no information that can directly or 

indirectly identify any respondent. All  agencies receiving this mailing will 
receive a summary of the aggregated national results upon the completion of 

the study. 

Please distribute these surveys randomly to ten people in your agency, and ask 
them to return the questionnaire by January 5, 1 997.  A stamped return 
envelope accompanies each survey. Thank you for your participation. 

Sincerely, 

Edward D. Showalter 
Department of Management 

Virginia Commonwealth University 



December 1 6, 1 996 

Dear IlA Member: 

This questionnaire is part of a VCU School of Business research project The 
purpose of this research is to help define and clarify certain values in a business 
setting. IlA has agreed to participate in this project to benefit the academic 

community, and to better understand the values and attitudes important to IlA 
members. Your participation ensures that the results consider your values. 

All of your responses on this questionnaire are confidential, and can no way 
affect your employment or IlA membership. IlA has provided only the mailing 

labels. VCU has no record of your name. The return envelope comes directly 
back to VCU, and the survey contains no information that can directly or 
indirectly identify you. All agencies receiving this mailing will receive a 

summary of the aggregated national results upon the completion of the study. 

The survey contains three sections, two research questionnaires and one 
demographic section. Please answer all the questions honestly. 

Please complete and return only the survey questionnaire by January 5, 1 997.  
A stamped return envelope accompanies this survey. Thank you for your 
participation. 

Sincerely, 

Edward D. Showalter 
Department of Management 
Virginia Commonwealth University 



Section One 

Instructions: 

People differ in what they perceive as good or acceptable behavior in a business setting. This i nstrument considers 

what behaviors you feel are good or show good character for business people. These statements describe what 

might be the behaviors of good people to work with, or feelings you might have about those people. Please indicate 

your level of agreement with each statement as a description of good people in a business setting. Your first 

reaction is likely to be your best reaction. Use this scale. 

2 3 4 5 6 7 

Strongly Moderately Slightly Neither Slightly Moderately Strongly 

Disagree Disagree Disagree Agree nor Agree Agree Agree 

Disagree 

Many of the statements look similar. Please respond to each statement separately. Record your answers on the 

answer sheet by filling in the scale number for each question. 

This statement describes good people in a business setting ... 

I .  Given their track record, I see no reason to doubt their competence and preparation 

for the job. 2 3 4 5 6 7 

2 .  They are always consistent. 2 3 4 5 6 7 

3 .  They urge co-workers t o  invest money in their organization. 2 3 4 5 6 7 

4 .  They represent the organization favorably to outsiders. 2 3 4 5 6 7 

5 .  They volunteer for overtime work when needed. 2 3 4 5 6 7 

6 .  They keep well informed where their opinion might benefit the organization. 2 3 4 5 6 7 

7 .  They have little difficulty cooperating with others on projects. 2 3 4 5 6 7 

8.  They share ideas for new projects or improvements widely. 2 3 4 5 6 7 

9. They always come to work on time. 2 3 4 5 6 7 

1 0 .  Most people, even those who are not close friends o f  these individuals, trust and 

respect them as coworkers. 2 3 4 5 6 7 

I ! . They always demonstrate integrity. 2 3 4 5 6 7 

1 2 .  They always protect their country. 2 3 4 5 6 7 

1 3 .  We have a sharing relationship. W e  can all freely share our ideas, feelings. and 

hopes. 2 3 4 5 6 7 

1 4 .  They rarely avoid extra duties and responsibilities at work. 2 3 4 5 6 7 

1 5. They always stand by their family. 2 3 4 5 6 7 

1 6 .  They help coworkers think for themselves. 2 3 4 5 6 7 

1 7 .  They always stay informed. 2 3 4 5 6 7 

1 8 .  They always use appropriate considerations in decision making. 2 3 4 5 6 7 
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2 3 4 5 6 7 

Strongly Moderately Slightly Neither Slightly Moderately Strongly 
Disagree Disagree Disagree Agree nor Agree Agree Agree 

Disagree 

1 9 .  They encourage management t o  keep their knowledge and skills current .  2 3 4 5 6 7 

20. They would not accept a job in a competing organization simply for more money. 2 3 4 5 6 7 

2 1 .  They never deceive anyone. 2 3 4 5 6 7 

22.  These individuals push superiors ' performance to higher standards. 2 3 4 5 6 7 

2 3 .  These individuals encourage others t o  speak u p  at meetings. 2 3 4 5 6 7 

24.  They attend work-related meetings not required by their jobs. 2 3 4 5 6 7 

2 5 .  They are always charitable. 2 3 4 5 6 7 

26. They practice self-control. 2 3 4 5 6 7 

27.  These individuals frequently make creative suggestions to coworkers. 2 3 4 5 6 7 

28.  They always pursue excellence. 2 3 4 5 6 7 

29.  My other work associates who interact with these individuals consider them to be 

trustworthy. 1 2 3 4 5 6 7 

30. These mdividuals go out of their way to defend the organization against outside 

threats. 2 3 4 5 6 7 

3 1 .  They work to keep their personal appearances attractive and appropriate. 2 3 4 5 6 7 

3 2 .  They show they care about otllers through empathy. 2 3 4 5 6 7 

3 3 .  These individuals are never tricky. 2 3 4 5 6 7 

34.  These individuals treat others the way they want others to treat them. 2 3 4 5 6 7 

3 5 .  I would have t o  say that w e  have all made considerable emotional investments i n  our 

working relationship. 2 3 4 5 6 7 

36.  They never miss work without good reason. 2 3 4 5 6 7 

3 7 .  These individuals pursue additional training t o  improve performance. 2 3 4 5 6 7 

38.  At all times these individuals produce as much as they are capable of producing. 2 3 4 5 6 7 

3 9 .  They defend t h e  organization when employees criticize it. 2 3 4 5 6 7 

40. Regardless of circumstances, they produce their highest quality work. 2 3 4 5 6 7 

4 1 .  I can talk freely to these individuals about difficulties I am having at work and know 

that they will want to listen. I 2 3 4 5 6 7 

42.  We would all feel a sense of loss if one of us was transferred and we could no longer 

work together. 2 3 4 5 6 7 

4 3 .  They use professional judgment t o  assess right o r  wrong for t h e  organization. 2 3 4 5 6 7 

44. These individuals always make all they do worthy of pride. 2 3 4 5 6 7 

4 5 .  They never make excuses or take credit for others' work. 2 3 4 5 6 7 

46. They are mentally alert and ready to work when they arrive. 2 3 4 5 6 7 

47.  I can rely on them not to make my job more difficult by careless work. 2 3 4 5 6 7 

48. These individuals work beyond what is required. 2 3 4 5 6 7 

49.  They never take unfair advantage of mistakes. 2 3 4 5 6 7 

Survey Researcher - E. D. Showalter Page 2 

Virginia Commonwealth University 
C .... h" ..... l ,..f 'Quctnpcc _ npn�rtmp:nt nf Mllnae:ement 



2 3 4 5 6 
Strongly Mode rately Slightly Neither Slightly Mode rately 
Disagree Disagree Disagree Agree nor Agree Agree 

Disagree 

50. If people knew more about these individuals and their background, people would be 
less concerned and monitor these individuals' performance less closely. 

5 1 .  These individuals are involved in outside groups for the benefit of the organization. 

52.  Before they act, these individuals always think about tlle consequences. 

5 3 .  They never quit easily. 

54. They always suppon their friends. 

55.  They approach their jobs with professionalism and dedication. 

56. These individuals always stand by their country. 

57. They always tell  the trutll even though it may hun themselves or others. 

58. They meet deadlines set by organization. 

59.  They tell outsiders this is a good place to work. 

60. They always do their best. 

6 1 .  These individuals rarely waste organizational resources. 

62.  These individuals always stand by their friends. 

6 3 .  They follow work rules and instructions with extreme care. 

64. These individuals actively promote tlle organization's products and services. 

6 5 .  If I shared m y  problems with them, I know they would respond constructively and 

caringly. 

66. They keep informed about products and services and share tlle information with 

others. 

67. These individuals rarely waste time while at work. 

68. They keep their work areas clean and neat. 
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Strongly 

Agree 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

I 2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 

2 3 4 5 6 7 
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Section Two 

Instructions. Listed below are a series of statements that represent possible feelings that individuals might have 

about tlle company or organization for which they work. Witll respect to your own feelings about tlle particular 

organization for which you are now working, please indicate the degree of your agreement or disagreement witll 

each statement by circling one of tlle seven alternatives beside each statement 

I .  

2.  

3 .  

4 . 

5 .  

6 .  

7 .  

8.  

9. 

10.  

I I . 

1 2 .  

1 3 . 

1 4 .  

1 5 .  

1 6 .  

1 7. 

1 8. 

1 9 .  

20. 

Strongly 

Disagree 

2 
Moderately 

Disagree 

3 
Slightly 

Disagree 

4 
Neither 

Agree nor 

Disagree 

5 
Slightly 

Agree 

6 
Moderately 

Agree 

Managers in my company rarely engage in behaviors that I consider to be unethical. 

In  order to succeed in my company. it is rarely necessary to compromise one's ethics. 

Top management in my company has let it be known in no uncertain terms that 

unetllical behaviors will not be tolerated. 

If a manager in my company is discovered to have engaged in unethical behavior that 

results primarily in personal gain ( rather than corporate gain), he or she wil l  be 

promptly reprimanded. 

If a manager in my company is discovered to have engaged in unethical behavior that 

results primarily in corporate gain (ratller than personal gain), he or she will  be 

promptly reprimanded. 

I am willing to put in a great deal of effort beyond that normally expected in order to 

help this organization be successful. 

I talk up this organization to my friends as a great organization to work for. 

I feel great loyalty to this organization. 

I would accept almost any type of job assignment in order to keep working for this 

organization. 

I find that my values and the organizations values are very similar. 

I am proud to tell otllers that I am part of this organization. 

I would not be as well off working for a different organization even if the type of work 

was similar. 

This organization really inspires the very best in me in the way of job performance. 

It would take a great change in my present circumstances to cause. me to leave this 

organization. 

I am extremely glad that I chose this organization to work for over others I was 

considering at the time I joined. 

There's much to be gained by sticking with this organization indefinitely. 

I rarely find it difficult to agree with this organization ' s  policies on important matters 

relating to employees. 

I really care about the fate of this organization. 

For me this is the best of all possible organizations for which to work. 

Deciding to work for tllis organization was definitely not a mistake on my part. 

Survey Researcher - E. D. Showalter 

Virginia Commonwealth University 
C;:�h",,1 ,,( Hucinp« _ npn:lrtment of Management 
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Section Three - Demographic Information 

Please provide this information for statistical analysis. No one at your company, agency or IIA will see your 
answers. Circle the number next to the most appropriate response. 

I .  Main line of insurance (CIRCLE ONL Y ONE) 5 .  Professional Designations 
Life & Health I (CIRCLE ALL THA T APPLy) 
Small Business P&C 2 CLU 
Large Business P&C 3 CPCU 2 

Personal Lines - Auto 4 CFC 3 

Personal Lines - Property 5 Other (please indicate) 4 

Investments 6 

Other (please indicate) 7 

6. Years in the insurance industry 

2.  Agency size in annualized premium 7.  Years with current company or 

(CIRCLE ONLY ONE) agency 

Less than 2 million 

2 million to 10 million 2 8 .  Years in current position 

1 0  million to 50 million 3 

50 million to 1 00 million 4 9. Two letter state code (i.e. Vuginia � VA) 
Over 1 00 million 5 
Not applicable or unknown 6 

1 0 .  Gender 

3 .  Primary customer base (CIRCLE ONLY ONE) Female 

Urban I Male 2 

Rural 2 

Suburban 3 I I . Age 

About evenly split urban/rural 4 

Other (please indicate) 5 1 2 .  Ethnic Background (CIRCLE ONLY ONE) 
Asian 

Black, not of Hispanic origin 2 

Hispanic 3 

4 .  Position (CIRCLE ONLY ONE) White, not of Hispanic origin 4 

Owner or principle agent I Other (please indicate) 5 
Licensed agent 2 

Customer service representative 3 

Claims adjuster or claims service 4 

Other (Please indicate) 5 

Thank you very much for your time and participation. Please place the completed survey in the provided stamped 

return envelope and return to: 

E. D. Showalter 
VCU School of Business 

Department of Management 

Richmond, VA 2 3284-4000 

Page 5 
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APPENDIX 2 :  STUDENT SAMPLE INSTRUMENT 



The Corporate Cha racter Ques tionnai re 

I n s t ructions : 
People  di f f e r  i n  what they perceive as good or acceptable behavi or in a business 
s et ting . ThlS i n s t r ument cons iders what behavi o r s  you feel a r e  good o r  s how good 
cha racter for bus in e s s  people . Thes e  s catement s  des cribe what mi ght be the 
behavi o r s  of good people to  work  wi t h ,  o r  feel ings you might have abouc those 
people . Please  i ndicate your level of agreement wi th each s c a tement as  a 
des cription o f  good people in a business s etting . Your f i r s t  rea ction i s  l i kely  to  
be your best  reaction . U s e  this  s cale . 

2 3 4 5 6 7 1 
Strongly 
Disagree 

Moderately S lightly 
Disagree Disagree 

Neither Slightly 
Agree nor Agree 
Disagree 

Moderately Strongly 
Agree Agree 

Many o f  the s tatements  l o o k  s imi l a r . Please respond to e a ch s tatement separately . 
Record your answe r s  on the answer sheet by f i l l ing in the s ca l e  number for  each 
que s ti on . 

This s tatement describes good people in a business setting . . .  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3- 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7 

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 -2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6-7 

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2- 3 - 4 - 5 - 6- 7 

1 - 2 - 3- 4 - 5 - 6- 7  

1 - 2 - 3- 4 - 5- 6-7  

1 - 2 - 3 - 4 - 5- 6-7 

1 - 2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3- 4 - 5- 6 - 7  

1 -2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 .  Given their t r a c k  record,  I see no reason to  doubt their  
competence and prepa ration for the  j ob .  

2 .  They a r e  always cons i s tent . 

3 .  They urge co-workers  to inve s t  money i n  their  o rgani zation . 

4 .  They represent the o rgani zation favorabl y  to  outsiders . 

5 .  They volunteer for  overtime work  when needed . 

6 .  They keep wel l  i n f o rmed where  thei r opinion might benefit  the 
organization . 

7 .  They have l i ttle  d i f f i culty cooperating with  others on 
pro j ect s . 

8 .  They share ideas for  new proj ects o r  improvements widel y .  

9 .  They a lways corne to  work  on time . 

1 0 .  Mos t  people , even those who are not c l o s e  f r i ends o f  the s e  
individua l s , t r u s t  a n d  respect them as  coworke r s . 

1 1 . They always demonstrate integ r i t y . 

1 2 . They a lways protect the i r  count r y .  

1 3 .  W e  have a sharing relationship . W e  can a l l  freely share our 
idea s , feelings , and hope s . 

1 4 . They rarely avoid extra duties and responsi b i l i t i e s  at wo rk . 

1 5 .  They always s t and by thei r fami l y .  

1 6 .  They help cowo rkers think f o r  themselves . 

1 7 . They a lways stay  i n f o rmed . 

1 8 . They always use  appropriate considerations in dec i s i on ma king . 

1 9 .  They encourage management to keep thei r knowledge and s ki l l s  
current . 

2 0 .  They would not a ccept a j ob in a competing organi zation s impl y  
f o r  more money . 



2 3 4 5 6 7 1 
Strongly 
Disagree 

Moderately Sl ightly 
Disagree Disagree 

Neither Slightly 
Agree nor Agree 
Disagree 

Moderately Strongly 
Agree Agree 

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3- 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7 

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

2 1 .  They never deceive anyone . 

2 2 . Thes e  individual s  push s uperiors ' p e r f o rmance to higher 
s tandards . 

2 3 .  These  individual s  encourage others to speak up at meetings . 

2 4 . They attend work-related meet ings not requi red by their j obs . 

2 5 .  They are a lways cha ritabl e . 

2 6 .  They practice s e l f - control . 

2 7 . Thes e  individual s  frequently ma ke creative sugge s t i ons to 
cowo r ke r s . 

2 8 . They always pursue excellence . 

2 9 . My other wor k  a s s ociates who interact wi th these individual s  
consider them to  be t rus two rthy . 

3 0 . Thes e  individual s  go out o f  their way to defend the 
organiza tion against  outs ide threa t s . 

3 1 . They work  to keep the i r  pers onal appearances a t t r a ctive and 
appropriate . 

3 2 . They show they care about others through empathy . 

3 3 .  These  individual s  are never t ri c ky . 

3 4 . These  individual s  t reat others the way they want others to 
treat them . 

3 5 . I would have to s a y  that we have a l l  made conside rable 
emotional i nvestments i n  our wor king relationship . 

3 6 .  They never mi s s  work  without good reason . 

3 7 . These individual s  pursue addit ional t r a ining to improve 
p e r f o rmance . 

3 8 . At a l l  times these individual s  produce a s  much as they are 
capable  o f  p roducing . 

3 9 .  They defend the organi z a t i on when employees c r i t i c i z e  it . 

4 0 .  Regardles s o f  c i r cums tances , they p roduce thei r highest 
qual i t y  wor k .  

4 1 .  I can t a l k  freely to  these individual s  about d i f f i cu l t i es I am 
having at work  and know that they wi l l  want to l i s ten . 

4 2 . We would a l l  feel a s ense o f  l o s s  i f  one o f  us was t rans f e r red 
and we could no longer work  t ogethe r .  

4 3 .  They use  p r o f e s s i onal j udgment to  a s s e s s  ri ght or wrong for 
the organi zation . 

4 4 .  These  individual s  always ma ke a l l  they do worthy o f  pride . 

4 5 .  They neve r ma ke excuses o r  take credit for  others ' wo rk . 

4 6 .  They are mentally alert  and ready to work  when they ar rive . 

4 7 .  I can rely on them not to make my j ob more d i f f i cult by 
c a r e l e s s  wor k .  

4 8 .  These  i ndividual s  work  beyond what i s  requi red . 

4 9 .  They never take unfai r  advantage o f  mi s take s . 



2 3 4 5 6 7 1 
Strongly 
Disagree 

Moderately Slightly 
Disagree Disagree 

Nei ther Slightly 
Agree nor Agree 
Disagree 

Moderately Strongly 
Agree Agree 

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5- 6 - 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6- 7  

1 - 2 - 3 - 4 - 5 - 6 - 7  

1 - 2 - 3 - 4 - 5- 6- 7  

5 0 .  I f  people knew mo re about these individual s and their 
background , people  would be less concerned and monitor these 
individual s '  performance less c l o s el y .  

5 1 .  Thes e  individuals  a r e  involved i n  outside g roups f o r  the 
bene f i t  of the organi zation . 

5 2 . Be f o re they a c t ,  these individual s  always think about the 
cons equences . 

5 3 . They never quit easi l y . 

5 4 . They always s upport the i r  fri ends . 

5 5 .  They approach their j ob s  with p r o f e s s i onalism and dedi cation . 

5 6 . These individual s  always s t and by the i r  country . 

5 7 . They always tell  the truth even though i t  may hurt thems elves 
o r  others . 

5 8 . They meet  deadl ines set by o rgani z a tion . 

5 9 .  They tell  outsiders this i s  a good place to wor k .  

6 0 . They always d o  thei r bes t . 

6 1 . Thes e  individuals rarely was t e  o rgani z a t i onal resources . 

62 . These individuals always s tand by thei r f riends . 

6 3 . They follow wor k  rules and inst ructions with extreme care . 

6 4 . These i ndividuals a ctively promote the o rgani zation' s p roducts 
and s e rvi ces . 

6 5 . I f  I shared my problems with them, I know they would respond 
const ructively and caringly .  

6 6 .  They keep informed about products and s ervices and share the 
informat i on wi th othe rs . 

67 . These individuals  rarely was t e  time whi l e  a t  wor k .  

6 8 . They keep the i r  work  areas  clean and neat . 

* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *  

( Social Security Number) 
6 9  

( The number 1 5 )  

7 7  

1 5 
78 7 9  



APPENDIX 3 :  FACTOR ANALYTIC PROCEDURES USED 

ThlS appendi x provides addi tional i n f o rmation on the unde rlying 

reasoning behind the choice and use  of the factor analyt i c  procedures 

appearing in thi s s tudy . 

Component and Common Factor Analys is 

1 8 1  

Factor analys i s  begins wi th the creation o f  the data ' s correlation 

ma t r i x . Factor ana l y s l s  conslders each i tem ( o r va riabl e )  in the data 

set  in t e rms o f  i t s  correlation with every other i tem . Va riance can be 

commo n ,  speci f i c  o r  error . Al l va riables share common variance 

attributed to  unde rlying common f a ctors . Speci f i c  va riance i s  unique to 

each individual va riable , and error va riance comes f rom random error , 

and unreliable da ta-gathering ( Ha i r  et a l . ,  1 9 9 2 : Nunna l l y ,  1 9 7 8 ) . 

Common factor  anal y s i s  s o l utions include only common var i ance 

rather than total va riance ( Ha i r  et a l . 1 9 92 ) eliminating speci f i c  and 

e r r o r  va r i ance . To e l iminate all but common variance , common factor 

ana l y s i s  e s timates  communalities  o f  each va riable  ( re l i abi l i t y  

coe f fi cient s ) a n d  i n s e r t s  t h a t  e s t imate  in t h e  diagonal o f  t h e  ma trix . 

Creation o f  these communa l i t y  estimates requires prior  knowledge o f  the 

t ype and amount o f  va riance in the original va riables . Component 

analys i s ,  on the other hand, considers total variance by inserting 

uni ties  in the diagonal o f  the correlation matrix . 

The exploratory  nature o f  this s tudy made reasonable  es timates o f  

each variable ' s  communa l i t y  di f fi cul t ,  i f  not impos s ible . For this 

reason,  this s tudy cons idered a l l  va riance us ing components analys i s . 
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Principle-Components Analysis 

There a re s eve ral methods o f  components analys i s . One o f  the mos t  

respected a n d  widely used i s  principle- components  analys i s . Principle-

components maximi zes  the s um o f  s quared l oadings o f  each factor 

extracted,  p roducing i t em- factor  loadings explaining more variance than 

any other components method ( Nunna l l y ,  1 9 7 8 ) . Because o f  the complexity 

involved in  manipulating large mat r i ces , p rinciple- component anal ys i s  

requ i r e s  a computer . 

I nput into the principle-component s computer ana l y s i s  i s  the n 

respons es to k i tems . The computer then calculates the cova r iance 

mat r i x ,  i n s e rt ing unities  in  the t race . Because the ana l y s i s  i n s e r t s  

uni t i es into  t h e  diagonal o f  t h e  cova r i ance mat r i x ,  by con s t ruction , the 

t ra ce of the cova r i ance mat r i x  is equal to the number of va r i ab l e s  

cons idered ( k ) . Output f rom principle- component analys i s  i s  a k by k 

factor mat rix . Each column represents a factor o r  unique dimen s i o n ,  and 

each value in  the column is an i t em loading on that factor . By 

con s t ruction,  the number of i tems equal s  the numbe r  of factors . 

Factor loadings repres ent the correlation between the ori ginal 

i t em ( varlabl e )  and the f a ctor . The s quare o f  a factor loading i s  the 

p roportion of an i tem' s va ri ance explained by the facto r .  A factor ' s 

eigenvalue i s  the s um o f  the s quares o f  i t s  item loadings . The 

eigenvalue rep resents the amount of total va riance in  the mat r i x  

expl ained by that f a c to r .  The s um o f  the eigenvalues for  a l l  k factors  

equal s  k ,  ma king the average va ri ance explained by all  factors  exactly 

one . 

I n  principle- components ana l ys i s , factors a r e  o r thogonal meaning 

each factor has  zero correlation with a l l  othe rs . Graphi c a l l y  each 

factor stays  a t  a 9 0  degree angle from all  others . The factors  
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represent the underlying uncorrelated l a tent va riables that explain the 

daca a cco rdlng to the l oadings of each variable on e a ch f a ctor . The 

computer  extracts  factors  in order of their importance . Thos e  factors  

wi th the highest va riance ( highest eigenva l ues ) extract first  and 

expl ain the greatest  propo rtion o f  the total va riance . Thos e  factors  

extracted last  represent little va riance , usua l l y  error . 

This r e s ea r ch used principle- components analyt i c  techniques for  

the f o l l owing reasons . Fi r s t ,  principle- component analyt i c  techniques 

consider all var i ance , reducing the amount of l o s t  i n f o rmation 

( Nunna l l y ,  1 97 8 ) . S e cond, a c cording to Hai r et a l . ( 1 9 92 ) p rinciple-

components ana l y s i s  i s  the p roper choi ce when the r e s e a r che r ' s  obj ective 

i s  to determi ne the minimum number o f  factors  needed to a c count for the 

maximum amount o f  va riance as was the case in the cur rent s tudy . 

Thi rd , and final l y ,  principle- components analys i s  frequently appears i n  

mea s urement building resea rch i n  t h e  management field ,  whi ch s uppo rts 

i t ' s appropriateness  f o r  the current resea rch ( i . e . , Sho r e ,  Bar ksdale & 

Shor e ,  1 9 9 5 ;  Wayne & Liden , 1 9 9 5 ;  Van Dyn e ,  Graham & Dienes ch ,  1 9 9 4 ; 

Butl e r ,  1 9 9 1 ;  O ' Rei l l y ,  Chatman & Caldwell , 1 9 9 1 ;  and Cook & Wall , 

1 9 8 0 )  . 

Number of Factors to Retain 

Seve r a l  methods exi s t  for  a resea rcher to determine the number o f  

factors  to  r e t a i n ,  e a ch app rop riate in the proper context . I n  

con f i rmat o r y  anal ys i s ,  a n  'a  p r i o r i '  method would determine the numb e r  

o f  factors  to  r e t a i n  prior  co analys i s . The analys i s  would then suppo rt 

o r  fail  to  support the o riginal choi ce . I f  thi s research we re taking a 

con f i rmat o r y  approach ,  the under l ying theory would suggest an ' a  p r i o r i '  
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chol ce o f  s i x  factors . Howeve r ,  because this resear ch i s  exploratory in 

natur e ,  another method is more appropriate . 

Two o ther  criteria  f o r  choosing the numb e r  o f  factors  to retain in 

exploratory analys i s  a r e  the percentage o f  variance criteria and the 

ei genvalue c r i t e ri a .  Because p rinciple-components  anal ys i s  extract s  

f a c t o r s  i n  des cending o rde r o f  variance exp l a ined,  t h e  r e s e a r cher may 

ma ke the choi ce o f  number o f  retained factors  by noting when the 

percentage of variance explained reaches a prede t e rmined cut o f f  point . 

The percentage o f  variance o f  a l l  i tems expl ained by a factor  i s  the 

average s qua red i tem l oadings of the factor ( Nunna l l y ,  1 9 7 8 :  3 3 6 ) . Here 

again , the type of var i ance i s  important . Because va riance can be 

ei ther commo n ,  speci f i c  o r  error , without p r i o r  knowledge of the t ype 

and magnitude of va riance , p redetermining a cut o f f  point is di f f i cul t . 

The unknown nature o f  the va riance in the current resear ch makes this an 

inappropriate method for factor retention . 

The l a s t  usual method to determine the numb e r  o f  factors  to retain 

i s  to  look a t  the eigenvalues  o f  each factor ,  retaining those wi th 

s i gn i f i cant eigenvalues . I n  the factor mat r i x ,  total  var i ance - - the 

s um o f  the eigenvalues  of all factors -- equal s  the numb e r  o f  factor s . 

Thos e  factors  with e igenvalues above 1 are s igni f i cant in that they 

explain above ave rage var i ance . Those factors  wi th eigenvalues below one 

explain l e s s  than average va riance , mos t  l i ke l y  due to speci f i c  and 

error  variance , and should be dis carded . The choice o f  facto rs  to  

retain  r e s t s  on s everal considerations , the  mos t  important o f  whi ch is  

interpretab i l i t y . This s tudy used a cut o f f  point o f  an ei genvalue 

greater than or equal to one . 
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Rotation 

The i n i t i a l  principle- components s olution is f requen t l y  di f fi cult 

to interpret . Rotation o f  factors  aids in interpretation . Two maj o r 

catego r i e s  o f  rotation exi s t ,  o rthogonal and obl i que . Orthogonal 

rotation methods retain the o rthogonal pattern of the factor s . I n  

orthoginal rotation factors  remain unco r related . When the results  o f  the 

factor  ana l y s i s  appear in  s ubs equent analys i s ,  orthogonal rotations 

eli minate colinear i t y  ( Ha i r  et  a l . ,  1 9 92 ) . I n  the cur rent s tudy 

howeve r ,  the resea r cher expected s ome correlation among the con s t ructs 

a s  they a r e  all part  o f  the larger concept o f  corporate cha racter . 

Obl ique rotation s  a l l ow the cor rela t i on o f  factors  a fter  rotation . 

The techniques for  oblique rotation a r e  newer ,  and used l e s s  frequent l y  

because col i ne a r i t y  exi s t s  in  subs equent u s e s  o f  t h e  f a c t o r  analys i s . 

The SAS ( 1 9 8 9 )  manual points out that "a cons equence o f  c o r re l a ted 

factors  is that there is no single  unamb i guous mea s u re of the importance 

of a factor  i n  exp la i ning a va r i ableH ( 7 7 6 ) . Hair et a1 . ( 1 9 92 ) s tate 

" Howeve r ,  if  the analyst i s  s imply interes ted in obtaining theo retically  

meaningful con s t ructs  o r  dimen s i ons , the  obli que factor rotation i s  more 

des i rable because i t  i s  theore t i c a l l y  and emp i r i c a l l y  more real i s ti c . "  

Examp l e s  o f  oblique rotati ons in the l i terature include Van Dyn e ,  Graham 

& Dienes ch ( 1 9 9 4 ) and Butl e r  ( 1 9 9 1 ) . Cohen , Pant & Sharp ( 1 9 9 3 )  support 

obl i que rotat i on in  business ethics resea r ch . The current r e s ea rch used 

the DI RECT OBLIMIN obl i que rotation method ( S P S S  for  Widows� release  

6 . 1 . 3 ) as  an aid  to  interpretab i l i t y  and to  ve r i fy that the factors  

retained were robust to  changes in  rotati on . 
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