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This study was conducted to determine the relationship 

between managers' ethical positions and their intended 

behavior. Little information is available concerning the 

influence of a person's ethical orientation on his or her 

managerial decision making. Leaders of organizations are 

left to assume that a certain level of ethical performance 

can be expected from their managers and to make assumptions 

regarding the ethical standards of their managers and other 

employees. They seemingly do this without hesitancy, even 

though they would never make the same sort of assumptions 

about an employee's technical qualifications. 

A sample of master's and doctor of philosophy graduate 

students was asked to complete instruments which were 

designed to collect demographic data, ethical position data, 

and data regarding their intended behavior in response to 

management situations. Certain demographic variables 

affected the behavior of the business and psychology 

students as managers or future managers. Age, gender, and 



United States citizenship were significantly related to 

three of the five ethical constructs. No relationship was 

found between the demographic variables of race and 

education and any of the five ethical constructs. 

Other organization variables, specifically current 

business organization assignment, current government 

organization assignment, and other organization assignments 

were significantly related to various ethical construct 

variables. No significant relationship was found, however, 

between other past organization assignments or organization 

size and any of the ethical constructs. A significant 

relationship was found between psychology majors and two of 

the ethical construct variables. 

The ethical ideology of idealism was significantly 

related to the ethical ideology of relativism. The two 

ideologies were highly correlated but were not interrelated, 

Idealism was significantly related to four of the ethical 

constructs, and relativism was significantly related to 

three of the five ethical constructs. In summary, results 

of this study indicate that ethical position does influence 

intended managerial behavior. 
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CHAPTER I 

INTRODUCTION 

Recent, and not so recent, news reports have been 

filled with incidents of ethical improprieties, many 

committed by persons in high office. Indications are that 

the problem of ethics, or a lack thereof, runs throughout 

society at all levels and seems to reflect a shift in morals 

(e.g., Valdez fund squandered, The Dallas Morning News 1993; 

insider-trading scandal, Dentzer et al. 1986; Weiss 1986). 

Examples, which are abundant, include cheating in 

schools, illegal gambling in professional sports, fraud in 

televised religious ministries, insider trading on Wall 

Street, and savings and loan failures due to malpractice. 

Although violations of Congressional ethics rules in the 

United States Congress are not as unusual as they should be, 

the fact that the offenders, sometimes unrepentant, are 

returned to office by voters is an indication of how lightly 

ethical violations are taken by many people. 

Business activity is another area where ethics 

violations are becoming everyday occurrences (e.g., 

insurance fraud, Headden et al. 1993). An example is 

defense contractors who have been caught in various illegal 



practices. Elsewhere in the corporate world, company 

executives often receive huge bonuses as a company files for 

bankruptcy, and the company*s creditors lose their invest-

ments. It is into this area of business ethics that this 

study was directed. 

Austen (1984), in a study of the Amway Corporation and 

its president, Richard De Vos, describes the record-breaking 

1983 fine of $25 million levied in Canadian courts against 

the company. The decision was among the most severe 

criminal judgments ever imposed anywhere against any 

corporation. The fine was levied against Amway for a scheme 

involving a dummy corporate entity and dummy invoices 

designed to reduce, through underpricing, duty fees to 

Canada. 

Grant (1988) points out that, although in 1979 the 

Federal Trade Commission ruled that the corporation's 

activities were not representative of a pyramid scheme, some 

Amway distributors apparently operated in that manner. He 

feels that avoidance of pyramid charges is more likely due 

to technicalities rather than to substance. Grant 

summarizes by indicating that, ultimately, ethics and 

business in general might be pulling against one another. 

Assuming that most people try to do what is right, and 

do so chiefly for the Tightness of it rather than to enable 

them to make moralistic claims, the conclusion can be made 



that good people sometimes go wrong. Another possible 

conclusion is that all unethical behavior can be blamed on a 

few "bad apples". Some believe that a person's ethics must 

be learned in early childhood. This theory makes ethics 

training in college or in the business organization too 

late. The study of ethics, as difficult as it is, is 

further complicated by the fact that behavior may depend as 

much, if not more, on particular situations than on what 

individuals consider to be their rock-solid standards 

(Gellerman 1989). 

The skepticism about ethics continues to grow as more 

and more incidents of ethical problems are reported 

throughout the media. Modic (1987), describes a survey 

conducted by an executive-search firm based in Chicago, 

which revealed that, where ethics are concerned, executives 

are extremely skeptical. The research also indicated that 

one-fourth of the subjects did not believe that ethical 

behavior pays. More than half of the respondents indicated 

that they were becoming less trustful of people. 

On the other hand, the executives and other interested 

persons contacted in a study by Industry Week were insistent 

that ethical behavior in corporations was at a higher level 

than at any time before. Although this is hard to believe, 

the disparity may be attributable to differences between 

corporate and individual employee perspectives (Modic 1987). 



Modic (1987, 35) notes that ethics and business are 

connected more closely than we are led to believe by 

journalists. He presents a list of ethics issues which are 

at four levels throughout decision making: 

1. The society level which inquires about our societal 

institutions. 

2. The stakeholder level which is concerned about 

customers and the other stakeholders and how they should be 

dealt with. 

3. The internal company level which asks questions 

about employee rights. 

4. The personal level which concerns how individuals 

treat each other within a corporation. 

Although this research involves most of the levels, the 

personal level is the area of most concern. The personal 

ethics of employees, or the "doers," directly affect the way 

business is conducted over and above the impact of corporate 

rules or code of ethics. For this reason, the focus of this 

study is on individual managers and future managers. 

Dalton and Cosier (1982) approach the issue of 

corporate responsibility from the standpoint of whether a 

decision or action is not only legal but responsible as 

well. In their article "The Four Faces of Social Responsi-

bility," the "faces" are depicted by the four combinations 

available with legal and illegal and responsible and 



irresponsible. Those combinations are (1) illegal and 

irresponsible, (2) illegal and responsible, (3) legal and 

irresponsible, and (4) legal and responsible. 

1. The use of an illegal and irresponsible strategy is 

at least very risky. For instance, in today's socially 

aware environment, it would not only be illegal and 

irresponsible to employ persons to spray with highly 

carcinogenic substances without providing the proper 

equipment such as uniforms, masks, and proper ventilation, 

it could likely be manslaughter. This is particularly true 

where the employees do not speak or read the English 

language well. 

Corporate polluters sometimes find it cheaper to pay 

the fine levied by the Environmental Protection Agency or 

other government entities each year than to put filters on 

their smokestacks and maintain them. One such corporate 

executive (a Sierra Club member and seemingly concerned 

conservationist) commented that if he did not proceed in 

this manner, he would be fired and replaced with someone who 

would and nothing would change as far as the pollution was 

concerned. As long as the cost to defy the law in fines and 

court costs is less than the cost to install the proper 

equipment, there are those who will take the bad publicity 

in stride and continue to act illegally and irresponsibly. 



2. Illegal and responsible is a strategy that some 

corporations pursue, sometimes unintentionally. For 

instance, the authors give an example in which a government 

agency (Federal Meat Inspection Service) instructed an 

Armour meat packing facility to make an opening in their 

conveyor system so inspectors could have access to samples 

to be tested. Acting responsibly, Armour complied with the 

instruction. Subseguently, the Occupational Safety and 

Health Administration came in and required that the opening 

be closed, as it was a hazard to safety. Both agencies 

threatened Armour with plant closure for failure to act on 

each of these instructions. This can result in a no-win 

situation for a corporation. 

3. Irresponsible and legal situations have historical-

ly been common. The authors discuss the diet pill that 

actually contained tapeworm larvae. The pill lived up to 

the sellers claims but a customer's condition could 

eventually become life threatening. The marketing of such a 

pill was undoubtedly irresponsible, but as it was sold 

before the Pure Food and Drug Act, it was legal. Other 

examples of irresponsible but legal activities include 

working employees in jobs that subjected them to developing 

black lung disease in mining work and asbestos poisoning in 

the asbestos industry. Many of these problems have been 



corrected but there are still cases in which companies are 

acting within the law but are doing so irresponsibly. 

4. Legal and responsible is a strategy in which a 

corporation can be voluntarily involved in an action that is 

socially oriented. Even this strategy is open to criticism 

as some think that these actions are not the province of 

business, are too expensive, constitute redistributing 

assets involuntarily and unilaterally, and the redistribu-

tion is regressive and inequitable. 

Dalton and Cosier (1982) mention three principles or 

rules that corporations should observe in choosing a 

strategy which are approximated by the following: (1) most 

important, avoid any intentional harm; (2) the organization 

should be accountable for all its acts, whether or not they 

are intentional; and (3) the greater a corporation's 

influence, the greater its social responsibility. 

Dalton and Cosier (1982) believe that corporations 

should adopt a legal and responsible strategy (item 4). 

They believe that organizations should be proactive and 

initiate action even though it is risky. Companies must 

reach out beyond the requirements of the laws to help 

society. 

George (1988) suggests that, in the 1980s, Americans 

were dissatisfied with the ethical standards in their 

country and that the phrase "business ethics" developed into 
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the oxymoron of the 1980s. George mentions Boesky's insider 

trading, Abscam, and the check-kiting scandal at E. F. 

Hutton, among other prominent ethical shortfalls, as 

examples. He stresses that the decline in business ethics 

and the ethical shortcomings seen during the 1980s were the 

worst since the time of the Great Depression. George 

insists that it is time to act to educate business and 

public administration students in ethics. 

Statement of the Problem 

Information concerning the influence of a person's 

ethical perspective on his or her managerial decision making 

is limited. Thus, leaders of organizations are left to 

assume that a certain level of ethical performance can be 

expected from their managers and other employees unless they 

can be tested for ethics (Harris 1990). These leaders, who 

must make their own assumptions regarding the ethical 

standards of both managers and other employees, seemingly do 

so without hesitancy, even though they would never make the 

same sort of assumptions about an employee's technical 

qualifications. 

Purpose of the Study 

In order to gain more knowledge about ethics and the 

effect of an individual's ethical beliefs on his or her 

intended behavior, it is essential to learn more about both 



subjects. It is also important to determine how the two are 

related, if at all, in a business or management environment. 

The purpose of this study was to determine the relationship 

between the ethical positions of individuals and their 

intended behavior as reflected by their responses to 

hypothetical management situations. Relationships between 

other personal characteristics such as demographics and 

education were also determined. 

Importance of the Study 

For willing lawbreakers, neither rules, guidelines, or 

codes are likely to dissuade them from their unlawful 

intent. There are, however, many individuals who are faced 

with everyday decisions, many in a management context, who 

try to conform to an ethical code or to personal moral 

principles or both. If managers, and managers of managers, 

are to develop meaningful codes that can be applied 

practically, it is necessary that they understand how 

individuals view ethical situations, their ethical perspec-

tives or positions, and how their perspectives affect their 

intended behavior as reflected by their responses to 

hypothetical management situations. 
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Justification for the Study 

The current problems with regard to ethics in society, 

business, government, and even in religious organizations is 

indicative of the need for positive steps to encourage 

ethical behavior and to prevent unethical behavior. The 

prevention of unethical behavior can take many forms, such 

as the screening of prospective employees with ethics 

surveys or tests, the indoctrination of new employees 

regarding company ethical codes, and the testing of new 

employees to determine what types of training they need. 

Preventive maintenance can also be used periodically to 

encourage employees to assess their ethics concerning new 

products and new customers, as in the case of a company 

preparing to expand into a global market. Although 

initiatives such as these may seem a long way off, the 

current dilemma will not be resolved until the initial steps 

are taken that can lead to their development. This study 

was designed to determine if instruments such as the Ethical 

Position Questionnaire (Forsyth 1980) can provide a link or 

connection between ethics and intended behavior and, thus, 

result in the development of even more accurate instruments. 

DeGeorge (1987, 209) comments that, although business 

ethics has been established as a field of study, much is 

left to be done, "yet the number of people doing original 

work in the field is still relatively small." Quality 
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research is essential if the field is to continue to 

develop. In addition, measures and scales for use in 

conducting moral and social audits are needed. 

Forsyth (1980) suggests that his measure seems 

adequate, but that additional research is required to 

clarify the individual characteristics of those who 

subscribe to the various ethical ideologies. Furthermore, 

additional research is required to determine what impact 

ideology has on moral judgments. Additional research is 

also necessary in order to determine how the differences in 

judgment relate to variations in behavior. 

Further support for the importance for this study is 

provided by Bommer et al. (1987), who note that, although 

there has been substantial research in the area of ethics, 

there is a clear requirement for more. "Most urgently 

needed is a series of empirical studies of specific 

decision-making situations involving ethical issues" (Bommer 

et al. 1987, 277). 

One recommended approach to additional research is to 

observe respondent-stated behavior in a managerial situation 

and to compare it with ethical positioning. According to 

Barnett and Karson (1987), previous research has linked 

behavior with ethical philosophies but has not provided a 

study of the behavior of individuals in order to determine 

whether the ethical philosophy was applied consistently or 
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to determine the predictability of an ethical philosophy 

across multiple vignettes. 

Forsyth (1980) notes that the Ethical Position 

Questionnaire typology relates directly to the acceptance of 

an ethical position and should also be related closely to 

judgments of a moral nature. The relationship of ideology 

to behavior is less substantial. While the definition of 

ideology's relationship to moral behavior requires extensive 

research, a study by Forsyth and Berger (1982) indicates 

that moral behavior is not predicted by ethical ideology. 

Forsyth (1980) states that, although moral judgment is 

relevant to understanding many interpersonal behaviors, 

there is a lack of research because psychologists frequently 

make the assumption that moral judgments are peculiar to an 

individual and to a situation. The typology of ethical 

ideology specifies characteristics of the ethical system of 

an individual that require measurement in order for an 

understanding of moral judgment variations to be gained. 

This type of research provides valuable answers and should 

encourage probing research into how moral judgments are 

psychologically based. 

This research is intended to determine the relationship 

between a person's ethical position and his or her behavior-

al intent. Other personal factors relating to the subjects 
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were studied to determine their relationship to their 

intended behavior. 

Chapter II is a review of the literature related to 

this research. Chapter III is a discussion of the methodol-

ogy employed. Chapter IV states the findings of the study. 

Chapter V restates the objectives of the study, summarizes 

the findings and conclusions, and contains a discussion of 

the study's implications, limitations, and the recommenda-

tions for future research. 



CHAPTER II 

REVIEW OF THE LITERATURE 

Introduction 

This chapter is concerned with the literature that 

relates to ethics and behavior and includes definitions. 

Also considered is ethics1 development as a field and the 

status of business ethics as well as the use of codes and 

other structural devices intended to control behavior in 

business organizations and other related subjects. Lastly, 

the chapter includes a review of measurement instruments 

used in this research, the theoretical model developed for 

this study, and hypotheses to be tested. 

Definitions 

The following definitions are used to explore the 

meaning of the terms "ethics" and "business ethics." The 

remainder of this chapter contains a look at some of the 

research that has been performed with regard to the subject. 

The World Book Dictionary. Barnhart (1967, 675), 

defines ethics as "formal or professional rules of right and 

wrong; [a] system of conduct or behavior." 

14 
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Mauro (1987) provides the following two additional 

definitions from Walton (1977) which were discovered in his 

literature search and are helpful: 

1. Ethics—a critical analysis of human acts to 
determine their rightness or wrongness in terms of two 
major criteria: truth and justice. 

2. Business Ethics—a range of criteria whereby 
human actions are judged to include such things as 
societal expectations; fair competition; the aesthetics 
of advertising and the use of public relations; the 
meaning of social responsibilities; reconciling 
corporate behavior at home with behavior abroad; the 
extent of consumer sovereignty; the relevance of 
corporate size; the handling of communications, and the 
like (Walton 1977, 3). 

These definitions serve as general guidelines and, when 

used in conjunction with corporate or professional codes, 

seem to offer sufficient guidance to insure an ethical 

decision. Forsyth (1980) emphasizes the previously stated 

ideas that there are differences between the personal ethics 

of individuals which lead to differences with reference to 

moral issues. 

Bommer et al. (1987) comment that, 

There is a longstanding tradition in ethics which 
holds that "ethical behavior" is behavior which is 
shown to be objectively morally correct via appeal to a 
theory of morally correct (or permissible, obligatory, 
desirable, etc.) action, and that it is "ethical" 
precisely because it is the behavior which is required 
by the theory (Bommer et al. 1987, 267). 

They studied personal influences that were labelled personal 

environment, individual attributes, and social environment 

in their behavioral model. 
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Gandz and Hayes (1988) support the teaching of ethics 

in Master of Business Administration programs at business 

schools. They quote Webster's New World Dictionary 

(Neufeldt 1989, 149) which defines ethics as "the study of 

standards of conduct and moral judgment," and McCoy (1985, 

41), who defines ethics as "reflection on the moral 

significance of human action." For the purpose of their 

study, Gandz and Hayes (1988, 657) define business ethics 

"as the study of those decisions of managers and corporate 

management which involve moral values." To be specific, 

those decisions involve actions that might favorably or 

adversely affect stakeholders. 

Jensen and Wygant (1990) note the following 

definitions, which are useful in understanding two of the 

philosophical theories regarding moral behavior. 

Utilitarianism emphasizes the outcome of an action basing 

the worth of it on its utility. The consequences of the 

action are the only basis for an evaluation of that action. 

This does not have to mean the greatest good for the 

performer of the action but, rather, the most benefit for 

the most people (more good than bad). Contrasted with 

utilitarianism is deontological theory (Jensen and Wygant 

1990)., 

Deontological theory holds that there exist certain 

universal ideals or principles which govern persons1 acts 
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and thoughts. Recent interpretations do not require the 

absolute universal ideals, as there may be different 

applications in different situations; ideally, however, 

there would be those who would maximize morality in the 

majority of the situations. Deontology is customarily 

attributed to Immanuel Kant (Jensen and Wygant 1990). 

Harris and Brown (1990, 855) define ethical behavior as 

"the conscious attempt to act in accordance with a personal 

morality in the situations, business or otherwise, which 

life presents." The assumption in their definition is that 

there is a developed sense of independent self with a fully 

integrated personal morality. Ethical decisions are 

motivated and energized by this independent sense of one's 

self "'through both psychic reward and psychic punishment." 

Actions that agree with the personal morality are rein-

forcing to the self, while those that are in disagreement 

with the morality are painful and disruptive to the self's 

integrity. Sense of an independent self with an integrated 

morality free of external rules is absolutely necessary for 

ethical behavior, as just defined, and is produced at an 

advanced level in human development (Harris and Brown 1990). 

DeGeorge (1989, 337) defines the field of business 

ethics as "a systematic study of business from an ethical 

point of view." It involves an in-depth study that includes 

the politico-economic system which includes an ethical 
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analysis of the system^ end-state impact on society as a 

whole and of the components. An ethical evaluation of 

America's free enterprise system would include its impact at 

every societal level as well as a moral analysis of private 

property and its other basic components. The system 

includes corporations and their ethics and structure and 

their actions and those of other businesses. The analysis 

within the organization includes that of individuals and 

their roles and actions and their responsibilities as well 

as their rights. 

These definitions provide some insight into ethics in 

genercil and business ethics in particular. The next section 

deals with various aspects of business ethics as they are 

examined by researchers. 

Ethics in Business 

DeGeorge (1987, 201-203) indicates that business ethics 

has developed in five stages: "(1) prior to 1960: the 

ethics in business stage . . . (2) the 1960s: the rise of 

social issues in business . . . (3) the 1970s: the rise of 

business ethics as an emerging field . . . (4) the first 

half of the 1980s: the period of initial consolida-

tion . . . (5) the second half of the 1980s and beyond." 

DeGeorge (1987) points out that even though ethics is 

established as a field, there is still a long way to go. 
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There is a need for greater emphasis on ethics in Master of 

Business Administration programs as also indicated by 

Halcrow (1987), and a need for more participants engaged in 

original work. 

In an article entitled "Is There a Crisis in Business 

Ethics?," Allan Halcrow (1987, 10) presents the results of a 

poll of almost 100 personnel executives to answer the 

question. Although responses to his poll clearly indicate 

that a problem exists with business ethics today, Halcrow 

views the personnel executives' responses as an indication 

of an ethical malaise rather than of a crisis. More than 

two-thirds of the responding executives expected the 

problems to become greater. The remainder disagreed or were 

uncertain about the issue. The major portion of the 

respondents polled believed that ethics should be taught in 

graduate school, and that businesses should not participate. 

In summary, Halcrow comments that it is hard not to conclude 

that a problem with unethical behavior in business exists. 

Although Halcrow found considerable agreement among the 

executives polled that the problem will grow, he found 

little agreement on the cause, and even less agreement on 

the corrective measures needed. In response to a question 

asking for the identity of the divisions in their organiza-

tions where unethical behavior caused a particularly 

problematic situation, no more than 12 percent of the 

personnel executives who responded identified their own. 
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This finding supports the finding of McElwreath (1987) 

regarding the failure of managers to see problems arising 

from their own functions. 

McElwreath (1987) found that decision makers, if they 

are to recognize a problem, must make a differential 

selection of certain features from the environment of a 

problem, and the selection determines how a problem is 

structured. The ethical component of a problem is incorpo-

rated into the process as a problem constraint or decision 

criterion. Also found was that managers have a tendency not 

to recognize ethical components of problems arising from 

their functional area (Halcrow 1987, Mauro 1987, McElwreath 

1987). Terms such as right or wrong, fairness, and ethical, 

when used by managers, are usually limited to descriptions 

of problems originating in other functions rather than their 

own (McElwreath 1987). 

McElwreath1s (1987) study also revealed the tendency of 

managers1 problem construction to vary depending upon their 

function and upon the resulting level of their familiarity 

with the problem. When managers are familiar with a 

problem, they tend to use obligations criteria such as an 

obligation to protect citizens from toxic waste. If they 

are not familiar with a problem, the emphasis is shifted to 

principle-based criteria: that is, one must not lie. This 

shift in emphasis is largely in decision making and it 
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provides valuable insight into how managers see ethical 

problems, and how this view is interpreted as duties or 

obligations tied to personal values or organizational 

requirements. In other words, managers sometimes take 

action, or fail to, in order to avoid harming others because 

of personal beliefs or obligations, and at other times, do 

so because of corporate restraints. 

Mauro (1987) conducted a study designed to (1) clarify 

tensions between managers, between managers and their 

supervisors, and between managers1 respective organizational 

units, and to clarify the relationship of the tensions to 

the managers1 decision making and ethical behavior; 

(2) develop greater insight into difficult situations and 

into the reasons managers have problems behaving in an 

ethical manner in those situations; (3) identify the factors 

that managers believe are important in making ethical 

decisions; and (4) determine whether corporate policies and 

guidance programs can have a significant, positive influence 

on the decision making and ethical behavior of managers. 

Mauro interviewed twenty-one managers, a cross section of a 

multibillion-dollar company. The managers1 responses to 

eighteen interview questions indicated that most of the 

respondents had a good understanding of what they saw as 

ethical. The respondents described the subject of ethics as 

being complex, and indicated a belief that most corporations 
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in America have not recognized the necessity of defining 

business ethics. 

A system of personal values is an early life develop-

ment (Gellerman 1989, Mauro 1987). A person's behavior code 

is derived from the value system, but should not be confused 

with the value system. Also indicated was that an 

individual's personal code is visible, externally expressed, 

deliberately displayed, and active, and has properties that 

are quantifiable through observed behavior. These proper-

ties, however, were viewed as being subject to change 

through the influence of changes in the norms of society, or 

from personal value changes, and include changes resulting 

from peer or supervisory influence, or both. According to 

those interviewed, a system of personal values is made up of 

values, blended over time, that are reflected in one's 

behavior. The participating managers reported that ethical 

decisions were not difficult to make because the environment 

and culture of corporations encourage ethical decisions. 

They had earlier thought this was true throughout the 

business world but most changed their minds when Mauro 

presented evidence of ethical misadventures in other 

companies. Also found was that the managers interviewed 

considered superiors to be very powerful influences on 

subordinate behavior and that a system of personal values is 
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often reflected in behavior and has an influence on 

leadership style (Mauro 1987). 

Business ethics is a recently established field which 

needs further development (DeGeorge 1987). This is true not 

only for its own sake but for the sake of business, as there 

is a need for a better understanding of business ethics. 

With such an understanding, corrective measures can be 

developed to assist managers in a business environment which 

is being challenged from an ethical standpoint (Halcrow 

1987). Managers sometimes have difficulty in recognizing 

the ethical aspects of a situation and in the structuring of 

a problem and how to solve it (McElwreath 1987). The 

manager's personal value system will influence his or her 

behavior regarding, among other things, decision making. 

Corporations use various means in efforts to insure 

ethical decisions (behavior) among its managers. Ethical 

credos, codes, and other devices are important as they 

reveal the belief that ethical standards can be effective in 

controlling behavior. 

Codes and Other Structural Devices 

Laczniak and Inderrieden (1987) found, through an 

experimental study, that most managers may recognize some 

illegal behavior as improper, while some legal but unethical 

behavior is seen as acceptable. It is possible that 
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managers could benefit from classes designed to help them to 

determine or clarify what constitutes ethical behavior at 

the organizational level (Harris 1990, Laczniak and 

Inderrieden 1987). It seems that guidelines not supported 

by clarification and definitions fall short when an attempt 

is made to apply them in actual management situations. 

Laczniak and Inderrieden indirectly investigated whether 

codes are needed. In other words, the value of an organiza-

tion showing concern with ethical aspects of doing business 

was examined. Organizational concern is valuable but does 

not affect individual behaviors until sanctions are added. 

Until then, its value may be in refining definitions of 

ethical behavior (Laczniak and Inderrieden 1987). 

In a multinational study, Becker and Fritzsche (1987) 

compare the attitudes of marketing managers toward codes of 

ethics in the United States, France, and Germany. The 

French believed more strongly than United States and German 

managers that the industry's ethical levels would rise due 

to codes. They all believed that code enforcement would be 

difficult. The United States and German managers believed 

this more strongly than did the French managers. The French 

managers tended to support the idea that code enforcement 

would reduce sharp practices, while United States and German 

managers did not think so. French managers were also 

positive about whether the managers would see the codes as a 
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means to refuse unethical requests- The United States and 

German managers were neutral, or at least less positive. 

All of the managers disagreed that codes would protect firms 

that are inefficient while retarding the industry's vigorous 

growth. French managers most often agreed that codes would 

assist executives through a clear definition of acceptable 

conduct limits, while United States and German managers were 

less likely to agree. 

Both United States and French managers were prone to 

believe that persons would, whenever they could do so 

successfully, violate a code. The German managers disagreed 

slightly. All of the managers agreed that sound ethics 

equate to good business on a long term basis. Most 

respondents were moving toward neutral on a statement that 

simply warned the buyer to beware. Respondents can be 

categorized as follows: (1) French managers are idealistic, 

(2) German managers are pessimistic, and (3) United States 

managers are realistic (Becker and Fritzsche 1987). 

Their study is useful as it provides not only a glimpse 

of the managerial acceptance of codes for each of the three 

countries, but also a rough comparison of the three. The 

data, however, were self-reported and are only accurate to 

the extent that the respondents believe what they say they 

believe. The comparability of the three samples may be 

limited because the method used for the German managers was 
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different from the other two groups which were ordinary mail 

surveys. The German sample was collected by publishing the 

questionnaire in a journal and asking for responses by mail 

(Becker and Fritzsche 1987). 

Patrick E. Murphy (1989) writes that corporate cultures 

that are ethical lead to ethical practices in business. He 

states that most ethical problems stem from an 

overzealousness, or from managers1 excessive internal desire 

to gain success for themselves and for their companies. 

Murphy looked at the following three approaches to assisting 

businesses in developing ethical principles: 

—corporate credos that define and give direction to 
corporate values, 
—ethics programs where companywide efforts focus on 
ethical issues, and 
—ethical codes that provide specific guidance to 
employees in functional business areas. (Murphy 1989, 
81) 

Murphy (1989) further points out that individuals may, 

in spite of the first two approaches tend to want to return 

to their old practices. The third approach is more highly 

focused in regard to employees in different functions and 

specific problem areas, presumably to bolster the effects of 

the first two. All but 10 percent of the Fortune 500 

companies, and nearly 50 percent of all other companies have 

codes of ethics (Murphy 1989). 

The "structural" approach has been used by Johnson and 

Johnson, Security Pacific, IBM, and many other corporations. 
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This approach provides, through organizational structuring, 

a set of guidelines or limitations that affect individual 

employees1 behavior. Companies employing the structures to 

facilitate the installation and maintenance of their 

corporate ethics have genuine enthusiasm for them. They are 

convinced that ethics pays dividends. Murphy (1989) did not 

specifically take into account individual employees1 

personal ethical position. 

The use of codes is a result of the belief that ethical 

standards have a positive effect on employee behavior. Many 

companies that have used the structural approach to ethics 

are genuinely sold on them. This approach, however, is 

obviously focused on corporate ethics rather than the 

individual employee's personal ethics (Murphy 1989). 

The corporate employee and more specifically the 

corporate managers, as individuals, and their personal 

ethics are very important in the decision making process. 

Ultimately they are important in determining the 

individual1s behavior. 

Influence of Ethical Standards 
on Behavior 

Laczniak and Inderrieden (1987) determined how stated 

concern by an organization influences ethical decisions. 

They considered the need for each manager to be aware of, 

and to agree on, what are ethically correct standards of 
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conduct. The implication is that, in the long term, 

organizations must know which policies encourage better 

behavior and also why some managers behave ethically and 

others unethically. It seems advisable that there should be 

an understanding of the employees* cognitive values. Sadly, 

the majority of managers see illegal acts as clearly wrong, 

but do not see legal but unethical acts as wrong. This may 

be an indication that managers require education as to what 

behavior is considered unethical. A common ground is needed 

so that internal standards of morality can act as a base 

that is supported, not weakened, by an organization's moral 

position. 

Laczniak and Inderrieden (1987) indirectly investigated 

the usefulness and importance of codes, and whether they are 

necessary. In isolation, their research does not support 

codes alone as having the effect of improving behavior. 

They note, however, that ethical behavior increases when the 

codes have sanctions attached. It follows then, that codes 

may better serve to refine behavior that is socially 

responsible than to change the behavior of an organization's 

individuals. This study provides some support for the use 

of rewards and punishment to obtain a desired behavior. 

Trevino's (1987) study supported the use of vicarious 

punishment. Overall, their study indicated that a code of 

ethics bolstered with top management's overt concern 
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accomplished less than the desired results. Laczniak and 

Inderrieden mention that their conclusions are based on 

limited data and caution that they should be viewed in that 

light. The size and composition of the sample also prevents 

generalization with any degree of confidence. Laczniak and 

Inderrieden1s study points out that behavior is not easily 

affected and that more than codes alone is required to 

achieve the desired effects (Laczniak and Inderrieden 1987). 

Bommer et al. (1987) indicate that there is evidence 

that many managers, in their jobs, do not even observe 

general values of society unless they are included as part 

of their work environment or profession. Recent arguments 

by ethicists also indicate that general values of society 

are not always transferrable as guides to appropriate 

behavior in some management and business settings. 

Bommer et al. (1987) developed a behavioral model in 

response to what they see as a need for a model which would 

help in understanding behavior in organizations regarding 

ethicality or a lack of it. The model takes into account 

the various environments of the decision maker and the sets 

of values peculiar to each environment. Those environments 

are social, government and legal, professional, work, and 

personal environments. The model also includes individual 

attributes and the decision process itself (Bommer et al. 

1987). 
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The course of action the decision maker chooses will be 

influenced by what he or she sees as risks or consequences 

resulting from the decision- These perceptions may or may 

not be accurate and the additional factor of the decision 

maker*s system of values plays an important role (Bommer 

et al. 1987). 

Bommer et al. (1987), in commenting on the research on 

moral reasoning, are critical of the use of moral reasoning 

level rather than ethical behavior as the dependent 

variable. The assumption is that the highly moral subject 

will behave ethically as the authors see that there seems to 

be a relationship between moral reasoning level and personal 

attributes. Also, the majority of the research is conducted 

in academia and lacks relevance to the real business world. 

Finally, the research is concentrated on individuals acting 

alone to the exclusion of group decision making. 

Their model, as shown in Figure 1, is an initial 

attempt to determine the elements involved in decision 

making involving ethics and their relationships and, as 

such, requires further development. It does, however, 

provide the researcher with a point of departure for 

research in numerous directions (Bommer et al. 1987). 

Posner and Schmidt (1987) conducted a survey yielding 

tentative conclusions that managers believe their organiza-

tions observe ethical standards but that sometimes 
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pressures cause them to compromise their personal ethics, 

particularly in the lower organizational levels. One 

pattern observed in the handling of ethical dilemmas is the 

considerable effort spent in determining the extent of the 

problem. It seems that business ethics are considered in 

most instances, although some 25 percent of the managers 

surveyed tended to look for justification for what was 

generally considered an unethical act. 

The significance of management's recent interest in 

organizational culture, values, and transformational 

leadership seems to be emphasized by the Posner and Schmidt 

(1987) survey findings. Managers seem to need additional 

information in order to weigh the alternatives. Many look 

for organizational policies and norms of the industry to 

assist them. Even though nearly all critical decisions are 

composed of major subjective parts, much is done to reduce 

the risk of making cm unethical decision in organizations in 

which there has been a clear articulation of core values 

that have been practiced for some time (Posner and Schmidt 

1987). 

The Posner and Schmidt (1987) survey was limited to 

three questions regarding the perception of the respondent 

of (1) how ethical managers perceived their organizations to 

be, (2) whether the managers are required to compromise 

personal ethics in behalf of the organization, and (3) how 
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the managers manage ethical dilemmas and to two questions 

regarding the factors the managers would consider as a 

response to two scenarios with ethical components. The 

effort does, however, contribute to a better understanding 

of ethics in business and it points the way in which further 

and possibly more extensive research should proceed. 

Pezeshkpur (1975) conducted a study of how a person1s 

value structures affect his or her decision making in a 

university setting. He concluded that students1 religious, 

aesthetic, economic, and political values affect their 

decision making. The findings of his study suggest that 

managers must consider value structures of their employees 

and their own value structures. Pezeshkpur stresses that 

the need for this consideration increases as managers 

advance in an organization. Decision making by managers in 

the lower echelons requires less personal judgment because 

many decisions are programmed to take the need for personal 

judgment out of the equation as much as possible. Higher 

level decisions are often of a strategic nature and require 

judgment about the future that draws heavily on the decision 

making value system. At the time of the study it was the 

only empirical research on the influence of value structures 

on decision making. Nevertheless, value structures have 

been the subject of much study. Of necessity, Pezeshkpur1s 

work was limited by its university setting and by its 
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relatively few different decision making situations. In 

addition, the findings did not reveal a determination of why 

the value structures of undergraduate and graduate students 

differed or why they had different preferences for courses 

of action. Nonetheless, the implications of Pezeshkpur's 

study are that personal values, essential ingredients in an 

ethical system, are an important part of the decision making 

process and, ultimately, behavior. 

McElwreath (1987) examines the way in which managers 

weave ethical components into their decision making process. 

He describes how managers' functional areas influence the 

manner in which they, as decision makers, structure the 

problem. McElwreath found that how a manager constructs a 

problem depends upon, among other things, (1) who the 

manager considers himself obligated to, (2) the manager's 

perception of the seriousness of the problem, and (3) the 

manager's familiarity with the problem. 

McElwreath (1987) explains that a manager's level of 

familiarity with a problem is important because it deter-

mines the degree to which the manager can confidently 

project what future outcomes might be. Thus, the manager is 

more aware of what can be done to move toward the desired 

outcome. Those who are faced with unfamiliar situations 

must rely upon universal ethical principles to guide them 
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which is also characteristic of Forsyth's (1980) absolutist 

ethical ideology. 

McElwreath's (1987) study included only sixteen 

participating managers from the same company, which could 

tend to limit the generalizability of the findings. It was 

conducted in an actual business setting, and included actual 

managers. It is a significant study when one considers that 

many companies may be reluctant for their managers to 

discuss their personal or corporate ethics due to the 

negative image of business in recent years (Halcrow 1987). 

McElwreath1s (1987) finding that managers fail to recognize 

the ethical component of a problem in their own functional 

area supports Halcrow1s (1987) finding. 

Trevino (1987), in her dissertation study, set out to 

determine the influences of decision making processes, locus 

of control, cognitive moral development, and vicarious 

reinforcement on ethical decision making behavior. In 

conducting her experiment with graduate students (Master of 

Business Administration) she used a simulated in-basket 

activity with decisions involving ethics contained within 

it. Respondents also completed the Defining Issues Test 

which objectively measures cognitive moral development, and 

Rotter's Internal-External Locus of Control scale. 

The in-basket exercise places the subject in a 

management role in a hypothetical corporation. The activity 
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is carried out through the correspondence that has supposed-

ly collected in the subject's in-basket while they were on a 

week-long trip. The exercise begins on a Friday afternoon 

and the subject/manager has several challenges awaiting his 

or her attention in the form of incoming correspondence such 

as letters, memos, and newsletters. An abbreviated 

organization chart is provided. The tasks must be 

prioritized and the decision-making is accomplished through 

the use of prepared response forms. Generally speaking, the 

subjects were not allowed to delegate or postpone the 

decision making. 

Trevino (1987) concludes that individuals join an 

organization predisposed to certain behaviors. This is 

borne out by the strong, significant influences of individu-

al difference variables, locus of control, and cognitive 

moral development. The author recommends that an organiza-

tion select and train individuals using this information, 

especially in ethically sensitive areas. Ethical screening 

and training is also suggested by Harris (1990). Trevino1s 

(1987) study proposes that vicarious reinforcement could be 

useful, but vicarious reward (e.g., being aware of another 

employee's additional paid vacation) was not effective in 

influencing behavior., On the other hand, vicarious 

punishment (e.g., being aware of another employee's 

suspension without pay) had a significant effect on ethical 
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decision making behavior (Laczniak and Inderrieden 1987, 

Trevino 1987). This latter finding may be particularly 

important in view of the negative publicity that punishment 

has received. Respondents in Trevino1 s study made it clear 

that they not only expected punishment for unethical 

individuals, but that the punishment should be harsh. The 

message is clear that conduct standards and norms are going 

to be enforced. The data hint that a person who fails to 

see a problem's ethical component runs a much higher risk of 

making a decision that is unethical. The data, however, did 

not suggest which factors influence the ability to see 

problems as ethical dilemmas (Trevino 1987). 

Finally, Trevino (1987) found that locus of control and 

vicarious reinforcement interact to suggest that vicarious 

learning might influence different people in different ways. 

According to Trevino, the data support the idea that 

managers* ethical decision behavior is influenced by all of 

the three variable types (vicarious punishment, decision 

making processes, individual differences), both independent-

ly and through locus of control interacting with vicarious 

reinforcement. Trevino (1987) suggests ethical selection 

and ethical training of applicants as does Harris (1990). 

The laboratory setting of the in-basket exercise in 

Trevino1s (1987) study might cause some concern for the 

study's generalizability. It is interesting to note, 



38 

however, that the author's finding that vicarious punishment 

affects behavior is supported by the implications of 

Laczniak and Inderrieden1s (1987) study which also employed 

an in-basket method. 

Lewis (1987) conducted a series of studies of ethical 

principles believed by students, middle managers, and 

executives to be decision making guidelines. High agreement 

was found on the following: 

(1) look at the problem from the position of the other 
person(s) affected by a decision? (2) trv to determine 
what virtuous response is expected; (3) ask (a) how it 
would feel for the decision to be disclosed to a wide 
audience and (b) whether the decision is consistent 
with organizational goals? and (4) act in a way that 
is . . . right and just for any other person in a 
similar situation and . . . good for the organization 
(Lewis 1987, 275). 

High agreement was indicated on what decision makers should 

not do: 

(1) be motivated by selfish gains or take selfish 
actions, (2) bluff or lie, (3) depend on principles 
easily explained to one's peers, and (4) take undue 
advantage of a situation, even if law or social 
practices permit it (Lewis 1987, 275-276). 

Lewis (1987, 276) found differences as the choices 

indicated that the executives were "self-reliant ethical 

entrepreneurs," the middle managers were "organizational 

realists," and the students were "self-reliant ethical 

seekers." In two areas, no agreement or disagreement was 

found, and four other areas were emphasized by only a single 

group. Lewis explains that these principles could well lie 
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in situationalism's gray area. As a result., moral decision 

making in regard to them required full knowledge of all 

facts in the situation and the likely consequences of all 

the alternatives. 

The five-year Lewis (1989) longitudinal survey served 

to point out the difficulty in decision making faced by 

those who would be classified as situationists according to 

Forsyth's (1980) Taxonomy of Ethical Ideologies. These are 

individuals who score highly on both relativism and 

idealism. 

The Lewis (1989) survey provides a succinct listing of 

what to and what not to do in a decision making situation 

involving ethical considerations. Most decision making 

situations were easily solvable by adherence to some well 

known moral standard, but there are other decision scenarios 

in which no rule or standard is clearly applicable. Lewis 

concludes that there seems to be a need for an orderly 

system that is applicable when required by business for 

those ethical situations not readily solved through the use 

of common moral standards. 

In writing about business ethics and their theory based 

on psychological research, Jensen and Wygant (1990) point 

out that there seems to be no explicit steps for how to 

behave, or stated differently, no all-encompassing, 

comprehensive theory that enables managers to act success-
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fully according to their ideals seems to be forthcoming. 

Jensen and Wygant present a Developmental Self-Valuing 

Theory in which members of an organization are capable of 

self-regulation in conjunction with the influence of their 

own personal value systems and their evaluation of whether 

they should and can regulate themselves. Also included are 

situational considerations (including clear norms, observers 

where there is a requirement for ethical behavior and 

freedom to act) and personally perceived incentives. 

In a business, the ideal approach is to select 

employees who can be developed and taught to behave 

ethically on their own. Employees must know what behavior 

is and what is not acceptable while considering the 

company's ideals and goals. Ethics must be continually 

emphasized amd modeled, from the highest office to the 

lowest. The previously mentioned situational considerations 

(clear norms, freedom to act, etc.) must be enhanced. Truly 

ethical employees can be trusted to act independently; 

therefore, proper selection of employees is important. 

Because of the importance of hiring highly ethical employ-

ees, a means of measuring or categorizing potential 

employees from the standpoint of their ethics is needed. 

The concept of self is the core of the theory; therefore, 

training is naturally the next step to insure an ethical 

approach to decision making. In order to affect business 
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ethics positively, it is necessary to understand why people 

believe and behave as they do (Jensen and Wygant 1990). 

Jensen and Wygant (1990) present their theory which is 

based on psychological research, in contrast with the 

customary ethics approach based on philosophy, which the 

authors feel has little to offer regarding improving moral 

behavior. The authors seem to be responding positively to 

Lewis' (1989) indication of a requirement in business for an 

orderly system for solving ethical problems. Jensen and 

Wygant suggest, as a solution, careful selection of 

employees who are then trained in situations requiring 

ethical considerations. Further, ethical conduct must be 

emphasized and modeled by all of management, beginning with 

the highest office. The likelihood of ethical activity is 

increased by using observers, where necessary, emphasizing 

policy, and strict accountability. The authors also suggest 

rewards of money or recognition for moral conduct as a 

sometimes overlooked but valuable step, although Trevino 

(1987) found rewards to be ineffective. Employees should 

also be free to act and to communicate. Hopefully, they 

will develop into decision makers who can be depended on to 

behave ethically of their own volition. This would use 

corporate ethical structure only as the guideline rather 

than an inflexible requirement of the system. This seems to 

be an important alternative to a rule-bound system. 
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Schlacter (1990) developed a four-level framework of 

analysis with which to study ethical conduct within the 

practice of public accounting. The four levels begin with 

the individual and progress through the local office and the 

multi-office firm, and on to the professional institute. 

Schlacter argues that the definition of ethical conduct, 

usually based on the individual, is found in the team 

activity environment which is under continual evaluation to 

determine quality of service and cost efficiency. 

Schlacter (1990) points out that business conditions 

and group contexts can encourage or discourage principled 

behavior. To arrive at the best solutions to dilemmas, 

individuals may need increased sensitivity regarding ethical 

dimensions in their professional activities. Efforts at all 

the other levels has less than desirable impact on persons 

unless they acknowledge that individuals must be sensitive 

and equipped. 

Schlacter1s (1990) study is concerned with a four-level 

framework to be used to study ethical behavior in the 

practice of public accounting. It is important to the study 

of ethical behavior in a more general sense because it 

emphasizes the need for a systems approach. This insures 

that all levels of a profession and their interrelatedness 

are considered. The responses from every level and from 
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individuals of varying degrees of experience are examined to 

determine the effectiveness of ethical standards. 

Although Schlacter1s (1990) framework is intended for 

use in public accounting, it could be adapted to various 

professions or organizations. It is useful to the extent 

that it defines how to study the effectiveness of ethical 

standards applied to professions and organizations. 

Harris and Brown (1990) use three ethical growth models 

that reflect stages of maturing through to an advanced stage 

that produces an individually-owned morality. These three 

models are derived from human development research and can 

be used in business ethics issues. Generally, individuals 

can be taught ethics when they are ready, and no sooner. 

Some are capable of ethical behavior at an earlier age than 

are others, and some are never capable of behaving ethical-

ly. The models show how individuals develop to grow 

ethically. The three models include the following: Perry 

(1968)—ethical and intellectual development scheme, 

Kohlberg (1981)—moral reasoning scheme, and Belenky et al. 

(1986)—women's emotional and cognitive development study. 

The three models described by Harris and Brown (1990) 

are complementary, reinforce one another, and each presents 

information unique to its area of interest. Harris and 

Brown (1990, 855), for the purpose of their study, defined 

ethical behavior "as the conscious attempt to act in 
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accordance with a personal morality" in life's situations, 

whether in business or in other areas. 

In the first stage of Harris and Brown's study (1990), 

dualism is the one in which Perry (1968) found that Harvard 

students relied on authorities (teachers, books) for the 

correct answers- This stage is characterized as dualistic 

(right-or-wrong) with nearly total dependence on authority. 

Kohlberg (1981) found that in early moral development 

stages, individuals avoid rule breaking to avoid punishment, 

obey rules to gain reciprocity, are subordinate to a group 

in order to gain acceptance, and abide by the law to 

maintain society. Belenky et al. (1986) describe a 

beginning phase in which some women see themselves complete-

ly subjective to external authority. They move through two 

additional levels, one in which they can receive knowledge 

while still being incapable of producing it, and the last in 

which they can obtain and communicate knowledge by applying 

procedures received from without. They still lack mature 

self-awareness and are incapable of operating from their 

personal conception of moral awareness. 

Perry (1968) defines relativism, the second or 

intermediate stage, as the one in which persons perceive an 

equal validity among all the ethical positions. This is a 

condition whereby individual rights balance with legal 

authority, according to Kohlberg (1981). Belenky et al. 
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(1986) portray the women as not willing to pass judgment on 

others while trying to understand their viewpoints. This 

can render them incapable of a genuine ethical or intellec-

tual stand. 

Personal commitment, the third stage, is the advanced 

stage. After attaining a full self-sense, Perry's (1968) 

subjects could process information from different sources to 

weigh according to their own standards, ethically and 

intellectually, and could conclude in a manner that agreed 

with their own values. The results of Perry's (1968) 

research indicate that the open minded character of the 

second or intermediate stage is an invariable and necessary 

transition from dualism (first stage) to personal commitment 

(advanced stage). Kohlberg (1981), as well as Belenky 

et al. (1986), describe final stages similar to the one 

described by Perry. Only persons who have developed to this 

last stage are capable of dealing with what Brady (1985, 

568-576) calls "Janus-headed" ethical problems (Harris and 

Brown 1990). 

Brady's (1985) Janus-headed model (Janus was a Roman 

god with two faces) presents the nature of many modern day 

problems as actually being of two natures. One is formalis-

tic and rooted in the past via customs, traditional wisdom, 

and universal principles and is resistant to change. The 

other is utilitarian which looks ahead to new developments 
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and chances to innovate and improve and is characterized by 

change- Examples of such issues are nuclear power, 

pollution, and corporations1 use of bribery overseas. These 

issues contain a "tension between tradition and freedom" 

(Brady 1985, 571). 

Many undergraduate and graduate students' responses to 

business ethics exercises imply an inability to use patterns 

of ethical thought on the issues presented or to recognize 

ethically problematic issues. Dualistic thinkers may 

approach issues that are complex and ambiguous with 

authority-based standards and, while doing so, expend much 

effort. Those in the relativistic stage may be reluctant to 

make any decision at all (Harris and Brown 1990). 

Harris and Brown (1990) describe the three stages of 

maturity of individuals which reflect their ethical 

capabilities. The third level is characterized by an 

individually-owned morality which allows the person to make 

the required ethical decisions. The desired third stage 

thinking cannot be imparted to individuals through training 

but can only be attained through personal growth. Until 

then, third stage thought processes can be modeled and 

discussed encouragingly. 

The authors present a useful discussion of the three 

stages. It indicates that very little can be done to make 

independently ethical decision makers of employees until 
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they mature to the third stage. This suggests that pre-

hiring testing could be developed to select those third-

stage individuals who can be expected to behave ethically 

(Harris and Brown 1990). 

Harris (1990) studied ethics from the standpoint of 

five different constructs regarding the level of agreement 

or disagreement of respondents with business practices 

representing those constructs (fraud, coercive power, 

influence dealing, self-interest, and deceit). The majority 

of the subjects were selected from various managerial levels 

within one firm. Additional individuals were selected from 

the sales or customer service function. The individuals 

from the sample were all subject to the culture of the same 

corporation and its ethical values. 

Harris' (1990) study reveals that there were differenc-

es between the means of the five constructs. Only the fraud 

and self-interest constructs, however, were statistically 

significant. The differences were examined more closely to 

reveal that different patterns were present for each of the 

two constructs. Top managers proved to be less tolerant of 

fraud than were others in the company. Managers at the 

first (lowest) level proved to be less tolerant of self-

interest behaviors than all other categories of managers and 

of the sales and customer service respondents. The possible 

effects of interaction among the demographic variables of 
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tenure, education, and gender prompted an exploration of 

possible interaction. When Harris (1990) conducted both a 

three-way analysis of variance and a multivariate analysis 

of variance for each construct, on the data, and the results 

revealed that the variables were not significantly interact-

ing. 

Harris (1990) concludes that top level managers might 

be intolerant of fraudulent behavior because it is their 

responsibility to deal with these problems or because they 

are more aware of the damage fraud does to a firm's 

reputation as well as their own. First, or lowest level, 

managers may show the least tolerance of self-interest 

because those behaviors could affect their own performance 

ratings and, therefore, their chance for promotion. 

Harris (1990) also concludes that when the measures of 

ethical value are viewed from the standpoint of experience 

in the company, a significant increase in differences is 

apparent. Respondents with ten years or more of service had 

significantly less tolerance on four of the five constructs 

than did respondents with less service with the company. 

Those with five or less years were significantly more 

tolerant than were respondents with more service in all five 

ethical domains measured. This suggests that there is a 

gradual acceptance of the ethical values of the corporate 

culture. Harris (1990) suggests that there may be ways to 
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accelerate this process. He also suggests training in 

ethics and ethical screening in the processing of prospec-

tive employees prior to hiring (Harris 1990, Trevino 1987, 

Jensen and Wygant 1990). The fact that few significant 

ethical value differences by gender were found supports the 

earlier findings of Harris (1989). Nevertheless, women 

showed significantly less tolerance of self-interest. This 

may reflect a contempt for the cronyism extant in a business 

environment dominated by males. To diffuse this possible 

conflict, management should insure that women are fully 

integrated organizationally (Deal and Kennedy 1982). 

Harris1 (1990) study is exploratory research which 

makes it unwise to generalize the results. The use of the 

author's business practice questionnaire was a particularly 

interesting aspect of the study. This instrument allows the 

researcher to determine the behavioral intent of a subject. 

The ability to determine ethical intent can be very useful 

in research and possibly would be useful as a pre-hiring 

screening instrument. 

Harris' (1989) research and the instrument he devel-

oped, the Business Practice Questionnaire, suggest possibil-

ities for further research. The Business Practice Question-

naire and other instruments are discussed in the next 

section. See Table 1 for a summary listing of the authors 

and their findings and comments. 
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Table 1.—Summary of Findings by Author 

Author Summary 

Ethics in business 

DeGeorge (1987) . . 

Halcrow (1987) . . . 

McElwreath (1987) 

Mauro (1987) 

Codes and other 
structural devices 

Laczniak and 
Inderrieden (1987) 

Business ethics outlined as it 
developed. It is now 
established as a field. 

Polled personnel executives and 
found a growing problem in busi-
ness ethics. 

Decision makers have difficulty 
seeing ethical problems in their 
own function. Study on "how 
managers build an ethical compo-
nent into" decision making pro-
cesses. Level of familiarity 
and manager's function determine 
problem construction. Some 
managers just do not see a prob-
lem of any kind. Managers some-
times take action, or fail to, 
in order to avoid harm to others 
because of personal beliefs or 
obligations, and at other times 
because of corporate restraints. 

Values learned early in life on 
which personal code is based and 
are changed and/or blended by 
influences over time. Code is 
reflected in behavior. Also 
found that superiors have very 
powerful influence on behavior. 

Found that we need codes and 
that they work marginally when 
sanctions are added. Managers 
may recognize illegal behavior 
as improper, while some legal 
but unethical behavior,is seen 
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Table 1—Continued, 

Author 

Becker and Fritzsche 
(1987) 

Murphy (1989) 

Influence of ethical 
standards on behavior 

Laczniak and 
Inderrieden (1987) 

Summary 

as acceptable. Possible that 
managers could benefit from 
classes on ethics at the 
organizational level. 

This study compared managerial 
attitudes toward codes of ethics 
in the United States, France, and 
Germany. All agreed that ethics 
equate to good business long 
term. The French were classified 
as idealistic, the Germans 
pessimistic, and the United 
States realistic. 

He writes that ethical corporate 
cultures lead to ethical practic-
es in business. Of credos, pro-
grams, and tailored codes, the 
latter are the most important for 
individuals. Ninety percent of 
the Fortune 500 companies and 
nearly 50 percent of all others 
use codes of ethics. Ethics pays 
dividends, they believe. 

Managers need to be aware of and 
agree on what is unethical. Need 
an internal common base of under-
standing of what is unethical 
behavior organizationally. Then 
internal morals can be bolstered 
(supported) by the moral position 
taken organizationally, instead 
of being eroded by that position. 



52 

Table 1—Continued. 

Author Summary 

Bommer et al. 
(1987) Constructed ethical/unethical 

decision making behavioral model. 
It includes the various environ-
ments of each decision maker and 
the sets of values/restrictions/ 
influences/ codes peculiar to 
each, to include individual 
attributes, environments, and the 
decision making process. The 
authors criticize ethics research 
for, among other things, using 
the moral reasoning level as the 
dependent variable instead of 
ethical behavior. This disserta-
tion research uses ethical behav-
ior as the dependent variable. 

Posner and Schmidt 
(1987) Organizations observe ethical 

standards but sometimes managers 
get pressure, especially at the 
Lower levels, to compromise their 
personal ethics. Ethics are 
considered in most instances, but 
some 25 percent of managers sur-
veyed tended to look for justifi-
cation for what was generally 
considered an unethical act. 
Most managers required additional 
information in order to weigh the 
alternatives. Many sought indus-
try norms and organizational 
policies to assist them. Much 
help can come from the organiza-
tion having clearly articulated 
core values that have been prac-
ticed for some time. 
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Table 1—Continued. 

Author 

Pezeshkpur (1975) 

McElwreath (1987) 

Trevino (1987) . 

Summary 

Study of how a person's value 
structure affects their behavior. 
He concluded that students* reli-
gious, aesthetic, economic, and 
political values affect their 
decision making. Findings sug-
gest that managers must consider 
value structures of their employ-
ees and their own value struc-
tures. The need for this in-
creases as managers advance in an 
organization. 

He examined the ways managers 
weave ethical components into 
their decision making process. 
Problem construction varies de-
pending on their function and the 
resulting familiarity with the 
problem. If familiar with the 
problem, the manager will tend to 
use obligations criteria (i.e., 
the obligations to protect citi-
zens from toxic waste), but if he 
or she is not familiar with the 
problem, then they use universal 
principles like Forsyth's (1980) 
absolutist ideology (i.e., one 
must not lie). 

Concluded that people join orga-
nizations predisposed to certain 
behaviors, and because of this, 
there are strong, significant 
influences of individual differ-
ence variables. Trevino (1990), 
Harris (1990), and Jensen and 
Wygant (1990) all suggest ethical 
selection (screening) and train-
ing. All vicarious reinforcement 
does not affect behavior, only 
vicarious punishment. 
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Table 1—Continued. 

Author Summary 

Lewis (1989) Series of studies over five year 
period. Surveys present succinct 
list of what and what not to do 
in decision making situations 
involving ethics. Most situa-
tions are easily solvable by 
adhering to some moral standard, 
but some situations are not cov-
ered by any rule or standard. 
Lewis concluded that there seems 
to be a need for an orderly sys-
tem applicable to those situa-
tions not covered by using common 
moral standards. 

Jensen and Wygant 
(1990) Point out that there have been no 

explicit steps on how to behave 
(no all-encompassing, comprehen-
sive theory that enables managers 
to act successfully according to 
their ideals). They present 
their Developmental Self-Valuing 
Theory (based on psychology) in 
which organizational members are 
self-regulating via their own 
personal value systems and evalu-
ate whether they should and can 
regulate themselves along with 
situational considerations and 
personally perceived incentives. 
Select employees and develop them 
to behave, as indicated by 
Trevino (1987) and Harris (1990). 

Schlacter (1990) . . . Introduced a four-level framework 
of analysis to study ethical 
conduct in public accounting, 
from individual, to local office, 
to multi-office firm, and to 
professional institute. 
Considered team activity and the 
individual as regards ethical 
conduct. 
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Table 1—Continued. 

Author 

Harris and Brown 
(1990) . . . 

Harris (1990) 

Summary 

Combined three ethical growth 
models that reflect stages of 
maturing through to an individu-
ally owned morality- From human 
development research which is 
applied to business ethics is-
sues. Generally, people can be 
taught ethics when they are ready 
and no sooner. The three models 
are complementary and mutually 
reinforcing. Ethical behavior is 
a deliberate effort to behave 
observing personal morality. 
First stage, dualism (right and 
wrong). Second stage, relativism 
(intermediate stage). Third 
stage, personal commitment (ad-
vanced stage). (Belenky et al. 
1986, Kohlberg 1981, Perry 1968) 
Only persons who have progressed 
to last stage are capable of 
dealing with Brady's (1985) Ja-
nus -headed ethical problems. 
Training will not work—but third 
stage thought processes can be 
modeled and encouraged. 

Studies ethics from standpoint of 
five different constructs regard-
ing level of agreement or dis-
agreement of respondent with 
business practices representing 
the constructs—fraud, coercive 
power, influence dealing, self-
interest, and deceit. Most sub-
jects selected from managerial 
levels but some from sales and 
customer service. All from the 
same firm and subject to its 
culture and its ethical values. 
He suggests that there is a grad-
ual acceptance of the ethical 
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Table 1—Continued. 

Author Summary 

values of the corporate culture. 
He suggests that there may be 
ways to accelerate this process. 
He also suggests training in 
ethics and ethical screening as 
pre-hiring techniques as do 
Trevino (1987) and Jensen and 
Wygant (1990). The Business 
Practice Questionnaire is partic-
ularly interesting. It allows 
researchers to determine behav-
ioral intent of a subject. 

Note: While there is much information in the review about 
ethics and about behavior, and some general comments 
regarding how ethics affect behavior, there is none that 
connects certain ethical predispositions with specific 
behavioral intent in a management setting. This connection 
is essential to the development of more effective codes, 
screening and selection methods and instruments, and 
descriptions of responsibilities in job descriptions. This 
study is intended to find that connection. 

Measurement instnimentfi 

The measurement instruments reviewed in this study were 

developed by Watson and Associates (1992), Forsyth (1980), 

and Harris (1989) who developed the Demographic Information 

Survey, the Ethical Position Questionnaire, and the Business 

Practice Questionnaire respectively. All three instruments 

are useful in ethics research. 

Demographic Information Survey 

The instrument consists of seventeen questions covering 

certain demographic characteristics (age, gender, etc.) and 
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certain organizational characteristics. The instrument 

facilitates the collection of information in the areas 

mentioned for use in determining whether or not relation-

ships exist between these characteristics and individuals1 

intended behavior as reflected by subjects" responses to 

hypothetical management solutions. This instrument is 

presented in the Appendix. 

Ethics Position Questionnaire 

Although many studies have been conducted on values, 

not many have been done on business ethics, and fewer still 

have been completed on ethics and the effect ethical 

standards have on managers' behavior in a corporate or 

managerial setting. The number of instruments with which to 

work in the measurement of any facet of ethics is limited. 

The Ethics Position Questionnaire (Forsyth 1980) presents an 

opportunity to determine respondents1 orientation from an 

ethical standpoint. Using the Business Practice Question-

naire (Harris 1989), respondents' approval or disapproval of 

behavior in an ethical situation can be determined. These 

two items of information can then be used statistically to 

draw conclusions and to gain insight into relationships 

between ethics and behavior in the business environment. 

The Ethical Position Questionnaire is a reliable and valid 

instrument that can be used to determine to what extent 
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persons have adopted one of the following ethical ideolo-

gies: 

(a) situationism, which advocates a contextual analysis 
of morally questionable actions; 
(b) absolutism, which uses inviolate, universal moral 
principles to formulate moral judgments; 
(c) subjectivism, which argues that moral judgments 
should depend primarily on one's own personal values; 
and 
(d) exceptionism, which admits that exceptions must 
sometimes be made to moral absolutes (Forsyth 1980, 
175). 

When describing various individual steps toward moral 

judgment, two basic dimensions must be considered. The 

first is the degree to which one rejects universal moral 

principles in accepting relativism. Some persons reject 

reliance on such universal rules in moral considerations 

while others use moral absolutes in making judgments. The 

second important factor regarding individual variations of 

approaches to moral judgments is centered on idealism in an 

individual's moral stance. To put it another way, some 

persons believe that by doing the correct thing, the 

desirable outcome can be achieved every time, while those 

who are less idealistic know that the results will frequent-

ly be a "mixed bag" of good and bad (Forsyth 1980). 

When these two dimensions are dichotomized and 
crossed, they yield the 2 x 2 classification of ethical 
ideologies. . . . The taxonomy indicates that individu-
als may adopt one of four different approaches to 
making ethical judgments (situationism, absolutism, 
subjectivism, and exceptionism) and that inclusion into 
one of these groups is determined by whether a person 
espouses idealistic or non-idealistic values and 
believes moral rules are universal or relative (Forsyth 
1980, 176). 
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The dichotomization and crossing of the two factors, 

illustrated in Table 2, shows that the degree to which a 

person espouses idealistic values or non-idealistic values 

and accepts the idea that moral rules are either universal 

or are relative determines which of the four approaches to 

the making of ethical judgments that person adopts. They 

can be determined to be one of the four types of situa-

tionist, absolutist, subjectivist, or exceptionist (Forsyth 

1980). These classifications indicate a respondent's 

ethical position which was studied to determine its 

relationship with intended behavior as evidenced by the 

subject's response to hypothetical management situations. 

The ethical position is determined by the relationship of 

the acceptance of idealistic and relativistic ideologies by 

the subject. This combination determines the subjects' 

ethical position and acts as an independent variable 

(Forsyth 1980). 

Business Practice Questionnaire 

The Business Practice Questionnaire was developed by 

James R. Harris (1989) of Auburn University. The question-

naire consists of fifteen business scenarios which are 

designed to measure the extent of approval or disapproval of 

respondents regarding the actions described in the 
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Table 2.—Taxonomy of Ethical Ideologies 

Relativism 

Idealism High Low 

High Situationists Absolutists 

Rejects moral rules; 
advocates individualis-
tic analysis of each 
act in each situation; 
relativistic. 

Assumes that the best 
possible outcome can 
always be achieved by 
following universal 
moral rules 

Low Subj ectivists Exceptionists 

Appraisals based on 
personal values and 
perspective rather than 
universal moral princi-
pals ? relativistic. 

Moral absolutes guide 
judgments but pragmat-
ically open to excep-
tions to these stan-
dards; utilitarian. 

Source: Donelson R. Forsyth. 1980. "A Taxonomy of Ethical 
Ideoloaies." Journal of Personalitv and Social Psvcholocrv 
39 (1): 176. 

scenarios. All the scenarios have an ethical component. 

The instrument measures respondents1 ethical values across 

five constructs that are each represented by three scenarios 

scattered throughout the instrument. The constructs are 

coercion, influence dealing, deceit, fraud, and self-

intereist. Respondents indicate their level of approval or 

disapproval by marking an X in one of five blanks on a 

Likert-type scale that ranges from approve to disapprove. 

Respondents' scores can range from 1 which is the most 

approval to 5 which is the most disapproval, or a construct 
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total score from 3 to 15 as there are three scenarios for 

each construct (Harris 1989, 1990, 1991). The score on each 

ethical construct is interpreted as the respondents 

intended behavior, the dependent variable. (See Appendix.) 

Harris (1990) explains that this multilayered approach 

method for measuring ethics is more desirable because the 

values of the respondents are measured over five ethical 

domains. This allows the researcher to not only detect 

ethical value differences but to know in which ethical 

domains the differences lie. The Business Practice 

Questionnaire (Harris 1989) used in the study had, at the 

end, a request for respondents to indicate how they 

evaluated the business scenarios by checking one of four 

statements which best described their decision process. 

This part of the instrument was not used in this study. 

The Ethical Position Questionnaire identifies a 

person1s ethical position, as described, which then allows 

for statistical analysis of those data and the data obtained 

from the Business Practice Questionnaire. These data 

indicate the respondents intent regarding behavior as 

indicated in the scenarios. These two instruments were used 

sequentially in this study and are shown in the Appendix. 

As mentioned previously, this study was designed to 

determine managers' ethical position and intended behavior 

as reflected by subjects' responses to hypothetical 

management solutions, and any relationship between the two. 

Whereas Forsyth (1980) was interested in the relationship 
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analysis between ethical position and ethical judgments, 

this study is directed toward the relationship between 

ethical orientation said intended behavior exhibited by 

managers. 

Theoretical Model 

The basis for using this methodology is represented by 

the theoretical framework shown in Figure 2. This model is 

designed to show how ethical position affects individuals1 

intended behavior in a managerial/business situation. 

This model was developed based on the literature 

reviewed. For example, Forsyth (1980) explains that, while 

the Ethical Position Questionnaire typology relates directly 

to the acceptance of an ethical position, it is also related 

fairly closely to judgments of a moral nature. The 

relationship to behavior is less substantial, and extensive 

research is needed to determine that relationship. This 

study is designed to examine the relationship between an 

individual's ethical position and his or her intended 

behavior. 

It is evident from the literature reviewed that 

business ethics is considered important and worthy of 

research. The use of codes and other structural devices 

indicate the belief that behavior can be influenced. 

Personal ethics is also important to the study of behavior 

as is indicated in this chapter. 
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The discussion of the theoretical model and the 

measurement instruments suggests that, used in conjunction, 

they could be employed to determine if relationships exist 

between a subject's ethical position, demographics, and 

other personal characteristics and their behavioral intent. 

Hypotheses 

The Taxonomy of Ethical Ideologies shows the approaches 

to ethical judgment adopted by persons in accordance with 

their regard for the concept of idealism or the degree to 

which they reject it in favor of the concept of relativism. 

Ethical judgment suggests that action in accordance with 

that judgment would logically follow. The process of the 

ethical position and its influence on a person1s behavior is 

indicated in Figure 2. A person's ethical position is 

determined by the degree to which he or she departs from 

idealism in favor of embracing relativism in their personal 

moral beliefs. These beliefs will determine their behavior-

al intent. These considerations led to the development of 

the hypotheses. 

A person's ethical position is determined by the degree 

to which he or she departs from idealism in favor of 

embracing relativism in their personal moral beliefs. These 

beliefs will determine their behavioral intent. 

Hypothesis 1. There is a significant relationship 

between a person's ethical position and his or her intended 
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behavior as reflected by subjects1 responses to hypothetical 

management situations. 

A relativistic individual has strong identifiable moral 

beliefs that do not rely on universal principles for 

guidance. They rely on their personal values and their 

personal perspectives. These factors will determine their 

intended behavior. 

Hypothesis 2. There is a significant relationship 

between a relativistic individual and his or her intended 

behavior as reflected by subjects* responses to hypothetical 

management situations. 

An idealistic individual has strong identifiable 

beliefs that rely on universal principles to guide them, 

although some are willing to make exceptions. These 

principles and exceptions to them will determine their 

intended behavior. 

Hypothesis 3. There is a significant relationship 

between an idealistic person and his or her intended 

behavior as reflected by subjects1 responses to hypothetical 

management situations. 

The demographic characteristics vary with individuals 

and logically will affect each individual differently. It 

is logical that an individuals age, education, citizenship, 

work experience, and other demographic variables will have 

some impact on how they view life and their sense of right 
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and wrong. These influences will affect their intended 

behavior. 

Hypothesis 4. There is a significant relationship 

between a person's demographic characteristics and his or 

her intended behavior as reflected by subjects1 responses to 

hypothetical management situations. 

The type of organization in which an individual works 

is a setting in which each individual makes decisions 

themselves and are aware of the decisions of others. They 

are also aware of the consequences of these decisions. 

These experiences and the organization's values have an 

impact on the personal values of each individual and thereby 

affect their intended behavior. 

Hypothesis 5. There is a significant relationship 

between the organizational characteristics of a person's 

workplace and his or her intended behavior as reflected by 

subjects' responses to hypothetical management situations. 

An individual's management level (non-managerial, lower 

level, middle level, or upper level) will affect how he or 

she views the relative importance of things within the 

organization and will directly affect that person's values. 

Ultimately, the individual's intended behavior will be 

affected. 

Hypothesis 6. There is a significant relationship 

between a person's management level and his or her 
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behavioral intent as reflected by subjects1 responses to 

hypothetical management situations. 

Psychology majors are trained in various aspects of 

human behavior and its causes. This training will affect 

the psychology major's value system and, therefore, their 

intended behavior. 

Hypothesis 7. There is a significant relationship 

between a psychology major's ethics and his or her intended 

behavior as reflected by subjects' responses to hypothetical 

management situations. 

There must be a determination of whether the main 

effects of idealism and relativism are interacting. If 

there is no significant relationship between the interaction 

effect and any of the ethical constructs, the main effects 

of idealism and relativism are not interacting. 

Hypothesis 8. There is not a significant interaction 

between idealism and relativism. 

Hypothesis 7 regarding psychology majors was added to 

provide a comparison and to expand the sample. The 

dependent and independent variables, their measurement 

modes, and their hypothesized signs are presented in 

Table 3. Information on the reliability and validity of the 

instruments can be found on pages 70 through 72 in Chap-

ter III. 
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Table 3.—Dependent and Independent Variables 

Variable 
Measurement 

Mode 
Hypothesized 

Sign 

Dependent Business Practice Questionnaire 

coercive force 
decciit 
fraud 
influence dealing 
self-interest 

Interval 
Interval 
Interval 
Interval 
Interval 

Independent Demographic Instrument Survey 

Demographic 
X, age Cardinal 
X2 education Cardinal 
X3 race Nominal 
X4 gender Nominal 
X5 United States citizen Nominal 

Organi. z at ion (current) 
X6 business 
X7 government 
X8 other 

Nominal 
Nominal 
Nominal 

Organization (past) 
X9 business 
X10 government 
X n other 

Nominal 
Nominal 
Nominal 

Size, organization (current) 
X12 > 1,000 Nominal 

Management level 
X13 high to middle 
X14 low 

Nominal 
Nominal 

Major course of study 
X15 psychology Nominal 

Ethical position questionnaire 

X, 
idealism 
relativism 

Interval 
Interval 
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Summary 

This chapter has reviewed literature relative to 

business ethics, codes, and other structural methods 

designed to insure ethical behavior in business, and the 

influence of ethical standards on behavior in business. 

Also covered were the measurement instruments used in 

research, the theoretical model, as well as the hypotheses 

to be tested. Chapter III contains a discussion of the 

methodology employed to test the hypotheses. 



CHAPTER III 

METHODOLOGY 

This chapter includes a discussion of (1) design, 

(2) constructs, (3) operational definitions, (4) sample, (5) 

data collection, (6) measurement instruments, (7) statisti-

cal technique, and (8) the reasons for choosing this 

methodology. 

Survey Research 

The survey method can be accurate but usually is 

expensive, requires much time when using the mail, and mail 

surveys usually suffer from a low response rate (Kerlinger 

1986). The survey method was used for this study, but the 

survey packets were delivered to the respondents by the 

researcher in all but twenty-seven instances which were the 

psychology majors. The Psychology Department's office mail 

system was used to get the survey packets to those respon-

dents. These methods were convenient, fast, and inexpen-

sive. The students who responded were graduate students, 

most of whom had full-time jobs. 

One of the problems with surveys is that they can be 

broad in scope but do not usually go to any great depth 

(Kerlinger 1.986). In this study the instruments were easily 

70 
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understood and provided all the depth needed. It is 

possible, however, that the time required to complete the 

instruments, usually a little less than half an hour, may 

have reduced the response rate from those students who were 

to respond outside of class. Those in classes were more 

willing to comply since they were in class anyway and the 

survey was probably a welcome change from their routine. 

The response rate for the students who were allowed to 

respond in class was 100 percent as best as could be 

determined. 

There is a possible effect from the classroom setting 

which differed from their full-time workplace. Since the 

survey instruments were constructed to be administered 

without any special requirements, it is believed that this 

threat has been minimized (Kerlinger 1986). 

Surveys are often conducted to gather information with 

regard to people's attitudes. Attitudes of persons cause 

them to be predisposed to act in a specific way in regard to 

the subject or object about which the attitude is held. 

Attitudes precede behavior and influence it. Attitudes are 

persistent and can last for years or can be changed much 

sooner. People's attitudes can change over time as they 

learn, mature, and develop a different perspective regarding 

the subject or object of the attitude (Alreck and Settle 

1985). 
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An attitude must be focused on an object of some sort, 

an idea, an inanimate object, a person, organization, or any 

other group, or any issue or concept. Attitudes are made up 

of three components: knowledge or beliefs about the 

subject, feelings for and value of the subject, and action 

that is probable as a result of the attitude. In short, the 

knowledge, feeling, and action components make up an 

attitude. A change in an attitude occurs in one, two, or 

all three parts (Alreck and Settle 1985). 

The measurement of attitudes with a survey should 

address all three of the parts. The survey would ask the 

respondent if they have knowledge of the object, their like 

or dislike for it, and what behavior they intend to direct 

toward the object (Alreck and Settle 1985). 

In an attitude survey, the survey instrument must ask 

questions that assist the researcher in determining how 

much, if anything, the respondent knows about the object. 

To determine their feeling and value for an object the 

research survey must ask questions about whether the 

respondent feels positively or negatively (their position) 

toward the object. Also, the strength or intensity of their 

feelings must be determined. People naturally make 

comparisons of their knowledge and beliefs with their 

"personally owned" values. If the comparison is favorable 

they become positive toward the topic, if not then they will 
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develop negative feelings toward it. In other words, they 

evaluate the topic using their personal value set. Another 

way people develop their feeling component is through their 

experience with the topic (object). Was the experience 

rewarding or unrewarding (Alreck and Settle 1985)? 

The action that is probable toward the topic, the 

intended behavior, must be determined through the survey 

questions. Even if both of the other components are about 

equal between two persons, their actions regarding the topic 

could be different due to their action component dif-

ferences. They just do not behave the same even though they 

are much the same in the other two components (Alreck and 

Settle 1985). 

Ethics and attitudes, though different concepts, share 

at least one element and that is values. Personal ethics 

are attitudes made up of very strong beliefs and feelings 

and are a more operational form of the concept of values. 

They provide guidelines to live by. They direct or restrict 

our behavior, or should at least, depending on what is 

required to address the condition requiring attention. 

Although values are used in developing attitudes, they are 

more deeply held and less likely to change than attitudes. 

Values are not only essential to ethics, they are the 

foundation of personal ethics. 
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Most people have at least some sort of personal ethical 

guidelines to assist them in decision making activities. 

They may not call the guidelines their "ethics" but may just 

think of them in terms of conscience or character. In order 

to measure a person's ethics and the linkage of the person's 

ethics with his or her intended behavior is very much like 

measuring attitudes. The difference is that the requirement 

to determine the respondent's knowledge of the topic 

(ethics) is a moot point. The instrument used to measure a 

person's ethics, the Ethical Position Questionnaire (Forsyth 

1980), has no questions regarding a subject's knowledge of 

ethics. Knowledge of ethics as a concept is not addressed, 

but the questions do determine the respondent's beliefs 

about what are ethical concepts. Whether or not the subject 

can identify them as ethical concepts does not matter if the 

underlying elements in the questions are meaningful to him 

or her. 

The action portion of the survey is accomplished 

through the use of the Business Practice Questionnaire 

(Harris 1990). This instrument is used to determine the 

intended behavior of the respondent in much the same way the 

action component of an attitude survey would. 
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Design 

The idea that there is a relationship between a 

person's ethics and their behavior is logical since the 

purpose of ethics is to guide their actions. In a study of 

this type it is not possible to determine actual behavior 

but behavioral intent is determinable and vignettes are 

believed to be superior to simply questioning the subjects 

as higher quality information is elicited (Fritzsche and 

Becker 1984). In order to determine the relationship 

between an individual's ethical position and their behavior-

al intent, methods were needed to measure the two constructs 

of ethical position and behavioral intent. Ethical position 

was measured using the Ethical Position Questionnaire 

(Forsyth 1980) and the Business Practice Questionnaire 

(Harris 1989) score was interpreted as the indicator of 

behavioral intent. Any relationship between the ethical 

position and the intended behavior was determined through 

statistical analysis as indicated later in this chapter. 

Constructs 

Ethical Position 

The construct of ethical position is composed of sin 

individual's personal values which combine to define their 

approach to moral judgment. Ethical position is determined 

by the individual's beliefs regarding the degree of 
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rejection of universal moral principles in accepting 

relativism and by the degree of idealism in their moral 

beliefs. The Ethical Position Questionnaire (Forsyth 1980) 

was used to determine the ethical position of respondents. 

Intended Behavior 

The construct of intended behavior is the action that 

an individual indicates he or she would take in a situation 

similar to that depicted in a scenario that is set in a 

management environment. This is determined by the degree of 

approval or disapproval of unethical acts indicated by the 

respondent on the Business Practice Questionnaire (Harris 

1989). This construct is composed of five ethical sub-

constructs each of which is the subject of three different 

scenarios. These sub-constructs of fraud, coercion, 

influence dealing, self-interest, and deceit are the issues 

covered in the fifteen scenarios about which the respondents 

indicate their approval or disapproval. The Business 

Practice Questionnaire (Harris 1989) was used to determine 

intended behavior. 

Operational Definitions 

The Ethical Position Questionnaire (Forsyth 1980) was 

administered to determine ethical position which consisted 

of a score ranging from 10 "completely disagree" to 90 

"completely agree," on statements regarding each of the two 
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factors idealism and relativism. The combination of the two 

scores determines ethical position as shown in Table 2. 

The Business Practice Questionnaire (Harris 1989) was 

administered to determine intended behavior which was scored 

ranging from 1 which is the most approval to 5 which is the 

least approval or a construct total of 3 which is the most 

approval to 15 which is the least approval. Each of the 

five sub-constructs of fraud, coercion, influence dealing, 

self-interest, and deceit is the subject of three of the 

scenarios for a total of fifteen scenarios. The higher the 

score, the less the approval of the unethical action 

(behavior) described in the individual scenario and in the 

construct total. 

The instruments were combined into a package in the 

required order of completion which was the Demographic 

Information Survey (Watson and Associates 1992), the Ethical 

Position Questionnaire (Forsyth 1980), and the Business 

Practice Questionnaire (Harris 1989). The details of the 

sample and data collection are in the following sections. 

Sample 

A total of 460 questionnaire packets were distributed 

to students at a state university in the southwest United 

States. Two hundred and thirty useable packets were 

returned, yielding a return rate of 50 percent. Subjects 
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included 134 Masters of Business Administration students, 52 

other masters1 level business students, 15 Doctor of 

Philosophy management students, 27 Doctor of Philosophy 

psychology students, and 2 students with unknown courses of 

study. All but 24 were either American citizens or had a 

permanent visa. The subjects' ages ranged from 21 to 57 

years and their work experience from none to forty-three 

years. The sample included 121 males and 109 females. Of 

the 230 students, 97 were part-time students. This was not 

surprising because only 10 of the respondents indicated that 

they were not working for an organization. Only 29 worked 

in manufacturing organizations while 95 respondents worked 

in organizations other than the types listed. Ninety-seven 

were mid- to high-level managers. A survey packet contain-

ing the Demographic Information Survey, the Ethical Position 

Questionnaire, and the Business Practice Questionnaire was 

prepared for the respondents. Psychology majors were used 

in the sample to provide a comparison to determine if there 

was a difference in the ethics of the students trained in 

business and of those trained in psychology. The subjects 

were not grouped by major. 

Data Collection 

Most of the data were obtained by administering the 

survey packets in a classroom setting. These were business 
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evening classes that met for three hours each week. 

Permission was obtained from instructors before administer-

ing the instruments. 

The surveys were returned immediately upon completion, 

which usually took twenty-five to thirty minutes. In two 

classes the surveys were distributed for students to 

complete out of class and return later. The management 

doctoral students were contacted in their offices and asked 

to fill out the questionnaires and return them as soon as 

possible. 

The psychology doctoral students were provided the 

survey forms through departmental interoffice mail. A copy 

of the survey packet was placed in the mailboxes of more 

than 200 students. A specially marked receptacle was placed 

in the Psychology Department Office for collection purposes. 

Approximately one week after distribution, a reminder note 

was placed in the same mail boxes. 

The only difference in the survey packets was that the 

note for the psychology students was different from the note 

accompanying the others. This was because verbal instruc-

tions were given when students were addressed in class. 

Because the psychology students were contacted by departmen-

tal mail, the note on their packets contained more detailed 

instructions. The entire collection effort took approxi-

mately one month. 
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By filling out the Ethical Position Questionnaire, the 

respondents established their ethical position. Their 

approval or disapproval of the behavior depicted in the 

business/management scenarios acted as the intended behavior 

of managers or future managers. 

Measurement Instruments 

The measurement instruments used in this methodology 

are the Demographic Information Survey (Watson and Associ-

ates 1992), the Ethical Position Questionnaire (Forsyth 

1980), and the Business Practice Questionnaire (Harris 

1989). These instruments are explained in Chapter II. 

Demographic Information Survey 

This instrument, as the name implies, is designed to 

collect demographic information from each subject in order 

to determine whether there is a significant relationship 

between any of the information peculiar to the subject and 

his or her behavioral intent. The form contains seventeen 

items used to determine gender, age, ethnic group, citizen-

ship, years of work experience, type of business or 

activity, and management position to include non-managerial 

status. Also included are organization size for present 

employment and for the employment immediately prior, 

education in years, classification (e.g., MBA student), full 

or part-time, daytime or evening/weekend, and whether they 

have taken an ethics course and if yes, whether it was 

specifically a business ethics course. 
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Reliability and Validity of the Ethical 
Position Questionnaire 

The scales of relativism and idealism of the Ethical 

Position Questionnaire (Forsyth 1980) are internally 

consistent, reliable with regard to time and have only small 

correlations with a social desirability measure, the 

Defining Issues Test (Rest 1974). Forsyth (1980) used the 

Defining Issues Test which Rest (1974) considers to be the 

best for use in correlation analysis. The reason is that 

"the extent to which an individual's responses to moral 

dilemmas display reasoning typical of Kohlberg's 

postconventional level of morality" is summarized (Forsyth 

1980, 180). The EPQ's discriminant validity is demonstrated 

by the low correlations of .01 for relativism and -.01 for 

idealism indicating strong discriminant validity. Neither 

of the two scales of relativism and idealism had any 

relationship with P (Forsyth 1980). 

The scales are essentially orthogonal with respect to 

each other. The Ethical Position Questionnaire scale 

correlations prove the precision of the present explanation 

of its meaning. The scales of the Ethical Position 

Questionnaire have no relationship with Goslin's (1969) 

moral reasoning stages. Forsyth (1980) indicates that this 

is indicative of the measure's discriminant validity. 

A test-retest method was used in determining the 

reliability of the Ethical Position Questionnaire, and the 

values of .66 and .67 obtained on the relativism and 
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idealism scales, respectively, were considered by Forsyth 

(1980) to be satisfactory. Also considered satisfactory 

were the Cronbach's alpha internal consistency indices 

values of .73 and .80 for relativism and idealism, respec-

tively (Forsyth 1980). 

Reliability and Validity of the Business 
Practice Questionnaire 

The Business Practice Questionnaire was thoroughly 

pretested. In the Harris (1991) study a review panel 

examined the face validity during the design phase and 

during pretest. Construct validity (trait validity) was 

measured by factor analysis (confirmatory). Bartlett1s 

sphericity test resulted in a value of 1,082.91 (significant 

beyond .0001) which indicates the suitability of the data 

for factor analysis. 

Data from the full sample were subjected to confirmato-

ry factor analysis which indicated that the fit was 

reasonably good for the whole model. The coefficient of 

determination total was .941 and the goodness of fit index 

(adjusted) was .951. A root square mean residual of .039 

was reasonably low. Further measures were taken as 

parameter estimates were carefully inspected. Standard 

errors and multiple correlations (individually squared) were 

acceptable. Internal consistency was indicated as there 

were no serious outliers in the normalized residuals (Harris 

1991). 
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Statistical Technique 

Set correlation analysis was used for data analysis in 

this study. This statistical technique was developed by 

Jacob Cohen (1989). It is a natural generalization of both 

"the univariate simple and multiple regression to their 

multivariate analogue" (Cohen 1989, 1). Standard 

multivariate techniques such as discriminant function 

analysis, multivariate analysis of covariance, and variance 

may be considered set correlation special cases. The study 

of association is thereby provided a singular general 

framework. Unlike canonical correlation, it provides 

variance partitioning in the original variables' terms 

instead of their canonical transformations (Cohen 1989, 1). 

The independent variables in the analysis have been 

entered in user ordered hierarchial sets which are sometimes 

referred to as a hierarchial causal model. The hierarchy 

was determined by the logic of the research. Ethical 

position and its relationship with intended behavior is the 

main purpose of this study. The determination of ethical 

position and its relationship with intended behavior was 

placed last in the order so that all covariate sets had been 

partialled to remove spurious or confounding relationships. 
, g 

Each step's marginal R was tested for statistical signifi-

cance. The threats of cumulative Type I error and multi-

colinearity are defeated by this procedure (Cohen and Cohen 

1983). 



84 

The use of univariate multiple regression was inappro-

priate in this study because of the presence of several 

dependent intended behavior variables. If a univariate 

regression is run on multiple dependent variables, the 

coefficient estimates are biased and the probability of a 

Type I error is increased. 

Reasons for Choosing this Methodology 

DeGeorge (1987) points out a need for measures and 

scales to allow moral audits where desired. He also 

indicates that much is left to be done with quality 

research. The Ethics Position Questionnaire can be used to 

conduct quality research, and it seems that at least some 

form of the Ethical Position Questionnaire could be used to 

conduct moral audits. Forsyth (1980) warns that much 

additional research is required to determine how ideology 

impacts on moral judgment and how differences in judgment 

relate to variations in behavior. Bommer et al. (1987) 

describe an urgent need for a decision making study series 

involving ethical considerations to be conducted. Barnett 

and Karson (1987) cited Fritzsche and Becker (1984) 

explaining that their research linked behavior with ethical 

philosophies but did not study the behavior of each subject 

to determine whether it was applied consistently or to 

determine predictability of an ethical philosophy across 

multiple vignettes. The Fritzsche and Becker (1984) survey 

asked marketing managers to participate as decision makers 
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by responding to five vignettes, each containing a request 

to behave in a manner of questionable ethicality. The 

subject was asked to show how likely he or she would be to 

behave as the vignette requested. This was indicated by 

marking a choice on a Likert scale that ranged from (0) 

"definitely would not" to (10) "definitely would." 

Following this decision, the subject was requested to 

explain why he or she decided as indicated. The responses 

were categorized according to the ethical theory each 

typified. The responses were nearly all classed as 

utilitarian, a theory in which acts are judged based solely 

on their outcomes. The authors question whether this 

orientation toward the utilitarian philosophy is best for 

society. The findings were based on only one observation of 

each of the ethical constructs of personal integrity 

paternalism, physical environment, conflict of interest, and 

coercion and control. If further research supports the 

finding, then we should investigate the value of this nearly 

total orientation toward the utilitarian philosophy 

(Fritzsche and Becker 1984). Forsyth and Berger (1982) 

explain that, although Ethical Position Questionnaire 

typology indicates the acceptance of an ethical position, 

and is a reasonably accurate predictor of judgments of a 

moral nature, it may not have any relationship to behavior. 

The findings of the study are presented in Chapter IV. 

The sample characteristics are also included in Chapter IV. 



CHAPTER IV 

FINDINGS 

The findings of this study are described in this 

chapter. The data yielded by a convenience sample composed 

of 230 students (134 master's of business administration 

students, 52 other master's level business student's, 27 

doctoral psychology students, and 2 students whose field of 

study was unknown are presented). Sample characteristics 

are described, including certain demographic and organiza-

tional information. A discussion of factor analysis is 

presented, and an analysis of the Ethical Position Question-

naire and the results are given. Finally, the subjects' 

intended behavior, as determined by the use of the Business 

Practice Questionnaire, is described. 

The data in this study were analyzed using Jacob 

Cohen's (1989) set correlation. The regression of the 

covariate set of demographic control variables (independent) 

on the set of ethical construct variables (dependent) are 

summarized in Tables 4 through 10. The independent variable 

set contains age, education, race, gender, and United States 

citizenship. The effect of the set of demographic variables 

(age, education, race, gender, and United States citizenship) 

86 
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Table 4.—Summary of the Regression of Independent Control 
Set of Demographic Variables on the Ethical Construct Set of 

Variables 

Rao F DF Probability R-Square Shrunk R-Square 

3.983 25.0 0.000 0.347 0.270 
818.8 

was significant at < .001. The multiple R was .347 and 

F = 3.893. 

Within-set Y correlations are shown in Table 5. The 

dependent variable set Y contains the ethical constructs 

Table 5.—Within-Set Y Correlations for the Dependent 
Variable Set of Ethical Constructs 

Coercive 
force 

Deceit 

Fraud 

Inf lucmce 
dealing 

Self-
interest 

Coercive Influence Self-
Force Deceit Fraud Dealing Interest 

1.000 

0.269 1.000 

0.351 0.337 1.000 

0.405 0.212 0.125 

0.487 0.243 0.237 

1.000 

0.448 1.000 
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(coercive force, deceit, fraud, influence dealing, and self-

interest) . The data analysis in Table 5 reveals that 

coercive force was highly correlated with influence dealing 

and self-interest. Also, influence dealing was highly 

correlated with self-interest. 

The within-set X correlations for demographic variables 

are shown in Table 6. Analysis of the data indicates that 

race and United States citizenship had high correlation, 

which reflects the ethnic and racial mix of the race 

variable. Age, education, and gender, however, were not 

correlated. 

Table 6.—Within-Set X Correlation for the Independent 
Variable Set of Demographics (Age, Education, Race, Gender, 

and United States Citizen) 

United 
States 

Age Education Race Gender Citizen 

Age 1.000 

Education -0.063 1.000 

Race -0.011 0.118 

Gender 0.108 -0.112 

United States 
citizen 0.079 0.190 

1.000 

-0.041 1.000 

0.664 -0.074 1.000 
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The semi-partial correlation coefficients between each 

of the Y (column) dependent ethical construct variables and 

X (row) independent demographic variables are shown in 

2 

Table 7. The multiple R of the independent demographic 

variable set X on each of the dependent ethical construct 

variables Y is shown in Table 8. 

Table 7.—The Semi-Partial Correlation Coefficients between 
Each Y (Column) Dependent Ethical Construct Variable and X 

(Row) Independent Demographic Variable 

Coercive 
Force Deceit Fraud 

Influence 
Dealing 

Self-
interest 

Age 0.134 0.129 0.237 0.202 0.034 

Education -0.048 0.038 0.062 -0.024 0.010 

Race -0.047 -0.049 0.218 -0.211 -0.164 

Gender 0.034 0.033 -0.021 -0.032 -0.216 

United States 
citizen -0.005 -0.019 0.286 -0.234 -0.192 

Note. See Table 9 for tests of significance. 

The test of significance for this independent demo-

graphic variable set X on each of the dependent ethical 

construct variables Y is shown in Table 9. As shown in 

Table 9, the demographic variable set is significantly 

related to fraud, influence dealing, and self-interest 

The F-ratios were 6.847, 5.719, and 4.891 respectively. 
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Table 8.—Y Intercorrelations Estimated from the X Set of 
Demographic Variables (R-Square on the Diagonal) 

Coercive 
Force Deceit Fraud 

Influence 
Dealing 

Self-
interest 

Coercive 
force 0.022 

Deceit 0.018 0.022 

Fraud 0.024 0.022 0.133 

Influence 
dealing 0.031 0.036 -0.020 0.113 

Self-
interest 0.004 0.009 -0.040 0.077 0.098 

Table 9.—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable Y (X Variable Set-

Demographic) 

Variable F-Statistic Probability 

Coercive force 1.015 0.409 

Deceit 1.023 0.405 

Fraud 6.847 0.000 

Influence dealing 5.719 0.000 

Self-interest 4.891 0.000 

The betas for each X variable on each Y variable, the 

T-statistics for the betas, and the probabilities for the 
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betas are shown in Table 10. Data analysis indicated that 

age was significantly related to fraud (T = 3.567, 

P = .000), and influence dealing (T = 3.569, P = .000). It 

appears that, generally, older persons were more ethical 

than younger persons on these scales. Gender was signifi-

cantly related to self-interest (T = -3.681, P = .000). In 

addition, females were generally less ethical than males. 

Finally, the data reveal that United States citizenship was 

significantly related to fraud (T = 2.475, P = .014), 

influence dealing (T = -2.499, P = .013), and self-interest 

(T = -2.143, P = .033). United States citizens were, 

generally, more ethical than their non-citizen counterparts. 

Tables 11 through 16 contain a summary of the regres-

sion of the independent covariate set of organization 

control variables on the dependent set of ethical construct 

variables. The organization variable set includes present 

business, government, and other organizations. Also 

included are past business, government, and other organiza-

tions. Additionally, the size of the applicable organiza-

tion is included. The independent set X is partialled by 

the variables age, education, race, gender, and United 

States citizen. Analysis of the data in Table 11 shows the 

organization set effect. 

The effect of the set of organization variables 

(present organization-business, organization-government, and 
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Table 11.—Summary of the Regression of Independent Control 
Set of Organization Variables on the Ethical Construct Set 

of Variables 

Rao F DF Probability R-Square Shrunk R-Square 

1.578 35.0 0.019 0.202 0.063 
898.4 

organization-other experience; past business, past govern-

ment, and past other organization experience? and organiza-

tion size (1,000 and above) was statistically significant at 

the < .05 level. The multiple R2 was .202. 

The within-set X correlations for organization 

variables are shown in Table 12. Analysis of the data 

reveals a strong negative correlation between past business 

organization experience and past organization experience in 

other than business or government. Present organization 

business government and other experience, past organization-

government experience, and organization size (1,000 and 

above), however, were not correlated. 

The semi-partial correlation coefficients between each 

Y (column) dependent ethical construct variable and X (row) 

independent organization variable are shown in Table 13. 

The multiple R2 of the independent organization variable set 

X on each of the dependent ethical construct variables Y are 
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Table 12.—Within-Set X Correlation for the Independent 
Variable Set of Organization-Experience (Present 
Organization-Business, Organization-Government, and 
Organization-Other Experience; Past Organization-Business, 
Organization-Government, and Organization-Other Experience; 

and Organization Size—1,000 and Above) 

Org. Org. Org. Past Past Past Size 
Bus. Gov. Other Bus. Gov. Other 1,000 

Org. bus. 1.000 

Org. gov. -0.276 1.000 

Org. other -0.711 -0.349 1.000 

Past bus. 0.302 -0.104 -0.213 1.000 

Past gov. -0.087 0.314 -0.133 -0.298 1.000 

Past other -0.195 -0.007 0.216 -0.689 -0.201 1.000 

Size 1,000 -0.014 -0.031 0.092 0.081 -0.097 -0.052 1.000 

Note: Org. = organization, bus. = business, gov. = 
government. 

shown in Table 14. X variables include present 

organi zation-business, organi zation-government, and 

organization-other experience, past organization-business, 

organization-government, and organization-other experience, 

and organization size (1,000 and above). 

The test of significance for the independent organiza-

tion experience variable set X on each of the dependent 

ethical construct variables Y is shown in Table 15. It is 

also shown in Table 15 that deceit and fraud were 
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Table 13.—The Semi-Partial Correlation Coefficients between 
Each Y. (Column) Dependent Ethical Construct Variable and X 

(Row) Independent Organization Experience Variables 

Coercive Influence Self-
Force Deceit Fraud Dealing Interest 

Organization-
business -0. 148 -0. 074 0 .049 0 .020 -0 .059 

Organization-
government -0. 046 -0. 087 -0 .153 0 .039 0 .030 

Organization-
other 0. 139 0. 084 0 .003 -0 .020 0 .064 

Past business -0. 037 0. 176 0 .118 0 .033 -0 .081 

Past govern-
ment -0. 120 -0. 187 -0 .175 -0 .024 -0 .013 

Past other 0. 047 -0. 098 -0 .039 -0 .011 0 .083 

Size 1,000 0. 010 0. 023 -0 .036 -0 .000 -0 .016 

Note: See Table 15 for tests of significance. 

statistically significant. The F-ratios and probabilities 

were 2.822 with a probability < .01, 2.338 with a probabili-

ty < .03 respectively. 

The betas for each X variable on each Y variable, the 

T-statistics for the betas, and the probabilities for the 

betas are shown in Table 16. Data analysis indicated that 

current business organizational experience is significantly 

negatively related to deceit (T = -2.058, P = .041). 

Current government organization experience is 
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Table 14-—Y Intercorrelations Estimated from the X Set of 
Independent Organization Experience Variables (R-Square 

on the Diagonal) 

Coercive 
Force Deceit Fraud 

Influence Self-
Dealing Interest 

Coercive 
force 0.048 

Deceit 0.042 0.082 

Fraud 0.025 0.056 0.061 

Influence 
dealing -0.006 -0.001 -0.004 0.007 

Self-interest 0.008 -0.012 -0.014 0.003 0.015 

Table 15.—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable Y (X Variable Set— 

Organization Experience) 

Variable F-Statistic Probability 

Coercive force 1.611 0.133 

Deceit 2.822 0.008 

Fraud 2.338 0.025 

Influence dealing 0.247 0.973 

Self-interest 0.537 0.806 

significantly negatively related to fraud (T = -2.345, 

P = .020). It appears that, generally, those who are 
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currently assigned to government organizations are less 

ethical, in general, than the remainder. 

Tables 17 through 22 contain a summary of the regres-

sion of the independent covariate set of management level 

control variables on the dependent set of ethical construct 

variables. The management level variable set includes high 

to middle management and lower management levels. The 

independent set X is partialled by the variables age, 

education, present organization-business, organization-

government, organization-other experience, past 

organization-business, organization-government, organiza-

tion-other experience, race, gender, organization size 

(1,000 and above), and United States citizen. Analysis of 

the data in Table 17 shows the management level effect. 

Table 17.—Summary of the Regression of Independent Control 
Set of Management Level Variables on the Ethical Construct 

Set of Variables 

Rao F DF Probability R-Square Shrunk R-Square 

0.290 10.0 0.983 0.012 0.000 
422.0 

Analysis of data in Table 17 reveals that the ethical 

behavior of the surveyed students was not significantly 
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affected by the organizational level of their assignments 

(high to middle management level and lower management 

level). The F-ratio was 0.290 and the probability was 

0.983. 

Analysis of the data in Table 18 indicates that there 

is a high correlation between lower level management and 

high to middle level management. 

Table 18.—Within-Set X Correlation for the Independent 
Variable Set of Management Level (High to Middle Management 

and lower Management Levels) 

High to Middle Low 
Management Management 

High to middle 
management 1.000 

Low management 0.915 1.000 

The semi-partial correlation coefficients between each 

Y (column) dependent ethical construct variable and X (row) 

independent management level variable are shown in Table 19. 

Analysis of the data in Table 19 does not indicate that 

there is any significant correlation between high to middle 

management levels or lower management level and any of the 

ethical construct independent variables. 
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Table 19-—The Semi-Partial Correlation Coefficients between 
Each Y (Column) Dependent Ethical Construct Variable and X 

(Row) Independent Management Level Variable Set 

Coercive Influence Self-
Force Deceit Fraud Dealing Interest 

High to 
middle 
management 0.050 0.008 0.034 0.046 0.022 

Low manage-
ment 0.067 0.001 0.018 0.032 0.021 

The multiple R2 of the independent management level 

variable set X on each of the dependent ethical construct 

variables Y is shown in Table 20. The independent X 

variables include high to middle management level and lower 

management level. 

Table 20.—Y Intercorrelations Estimated from the X Set of 
Management Level Variables (R-Square on the Diagonal) 

Coercive 
Force Deceit Fraud 

Influence Self-
Dealing Interest 

Coercive 
force 0.005 

Deceit -0.000 0.000 

Fraud 0.000 0.001 0.002 

Influence 
dealing 0.001 0.001 0.002 0.003 

Self-interest 0.001 0.000 0.001 0.001 , 0.001 
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The test of significance for the independent management 

levels variable set X on each of the dependent ethical 

construct variables Y is shown in Table 21- It is also 

shown in Table 21 that there are no significant correlations 

in the Y intercorrelations that were estimated from the 

management level variables set X. It is indicated in 

Table 21 that neither the F-ratios nor their probabilities 

were significant. 

Table 21-—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable Y (X Variable Set— 

Management Level) 

Variable F-Statistic Probability 

Coercive force 0. ,614 0. ,542 

Deceit 0, .044 0. .957 

Fraud 0. .289 0. .749 

Influence dealing 0. .335 0, .716 

Self-interest 0, .061 0, .941 

The betas for each X variable on each Y variable, the 

T-statistics for the betas, and the probabilities for the 

betas are shown in Table 22. Data analysis indicated that 

there was no significant relationship between the high to 

middle management level or the lower management level and 

any of the ethical constructs. 
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Tables 23 through 27 contain a summary of the regres-

sion of the independent control variable, psychology, on the 

set of dependent ethical construct variables. The indepen-

dent variable is psychology majors (students who are 

majoring in psychology). The independent set X is 

partiailed by these variables: age, education, high to 

middle management, low management, present organization-

busineiss, organization-government, organization-other 

experience, past organization-business, organization-

government, organization-other experience, race, gender, 

organization size (1,000 and above), and United States 

citizen. 

Analysis of data in Table 23 reveals an F-ratio of 

3.980 which was significant at the .002 level. The multiple 

R2 was .071. 

Table 23.—The Effect of the Independent Variable Psychology 
on the Dependent Set of Ethical Construct Variables 

Rao F DF Probability R-Square Shrunk R-Square 

3.890 5.0 0.002 0.071 0.049 
210.0 

The semi-partial correlation coefficients between each 

Y (column) dependent ethical construct variable and the X 
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(row) independent psychology major variable are shown in 

Table 24. 

Table 24.—The Semi-Partial Correlation Coefficients between 
Each Y (Column) Dependent Ethical Construct Variable and the 

X (Row) Independent Psychology Major Variable 

Coercive Influence Self-
Force Deceit Fraud Dealing interest 

Psychology 0.095 0.163 -0.034 0.135 0.200 

Note: See Table 26 for tests of significance. 

Table 25 contains the multiple R2 of the independent 

psychology major variable X on each of the dependent ethical 

construct variables Y. The only independent X variable is 

the psychology major variable. 

Table 26 contains the tests of significance for the 

independent psychology major variable X on each of the 

dependent ethical construct variables Y. Analysis of data 

in Table 26 reveals that deceit, influence dealing, and 

self-interest were statistically significant at the .02, 

.04, and .002 level respectively. 

Table 27 contains the betas for each X variable on each 

Y variable, the T-statistics for the betas, and the 

probabilities for the betas. Data analysis indicated that 

psychology major was significantly related to deceit, 
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Table 25.—Y Intercorrelations Estimated from the X 
Psychology Independent Variable (R-Square on the 

Diagonal) 

Coercive 
Force Deceit Fraud 

Influence 
Dealing 

Self-
interest 

Coercive 
force 0.009 

Deceit 0.015 0.027 

Fraud -0.003 -0.006 0.001 

Influence 
dealing 0.013 0.022 -0.005 0.018 

Self-interest 0.019 0.033 -0.007 0.027 0.040 

Note: See Table 26 for tests of significance. 

Table 26.—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable Y (X Variable— 

Psychology) 

Variable F-Statistic Probability 

Coercive force 2.104 0.148 

Deceit 6.560 0.011 

Fraud 0.304 0.582 

Influence dealing 4.562 0.034 

Self-interest 10.171 0.002 

influence dealing, and self-interest with probabilities for 

the betas of .011, .034, and .002, respectively. Psychology 
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majors generally expressed less ethical intent than did 

business and other majors. 

Tables 28 through 33 contain a summary of the regres-

sion of the independent covariate set of philosophy 

variables on the set of dependent ethical construct 

variables. The philosophy variable set contains idealism 

and relativism. Analysis of the data in Table 28 shows the 

philosophy set effect. The independent set X is partialled 

by the variables of age, education, high to middle manage-

ment, low management, present organization-business, 

organization-government, organization-other experience, past 

organization-business, organization-government, 

organization-other experience, race, gender, organization 

size (1,000 and above), United States citizen, and 

psychology. 

Analysis of data in Table 28 indicates that the 

independent ethical philosophies variable set of idealism 

and realism had a statistically significant effect on the 

dependent variable set of ethical constructs with F = 7.591, 

P = .000, and R2 = .239. 

Table 28.—Summary of the Regression Control Set of 
Philosophy Variables (Idealism and Relativism) on the 

Ethical Construct Set of Variables 

Rao F DF Probability R-Square Shrunk R-Sguare 

7.591 10.0 0.000 0.239 0.202 
416.0 
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Within-set X correlations for ethical philosophies are 

contained in Table 29. Analysis of the data indicates that 

there is no significant correlation between idealism and 

realism. 

Table 29.—Within-Set X Correlation for the Independent 
Variable Set of Ethical Philosophies (Idealism and 

Relativism) 

Idealism Relativism 

Idealism 1.000 

Relativism -0.085 1.000 

The semi-partial correlation coefficients between each 

Y (column) dependent ethical construct variable set and the 

X (row) independent ethical philosophy variable set are 

contained in Table 30. The ethical philosophy variables are 

idealism and relativism. 

Table 30.—The Semi-Partial Correlation Coefficients between 
Each Y (Column) Dependent Ethical Construct Variable and 
Each Y (Row) Independent Set of Ethical Philosophy Variables 

Coercive Influence Self-
Force Deceit Fraud Dealing interest 

Idealism 0.198 0.190 0.079 0.251 0.344 

Relativism -0.180 -0.102 -0.181 -0.276 -0.040 
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2 

Table 31 contains the multiple R of the independent 

set of ethical philosophy variables X on each of the 

dependent ethical construct variables Y. The independent 

variable set contains idealism and relativism. 

Table 31.—Y Intercorrelations Estimated from the X Set of 
Ethical Philosophy Variables (R-Square on the Diagonal) 

Coercive 
Force Deceit Fraud 

Influence Self-
Dealing Interest 

Coercive 
force 0.066 

Deceit 0.052 0.044 

Fraud 0.044 0.030 0.037 

Influence 
dealing 0.091 0.070 0.064 0.128 

Self-interest 0.070 0.066 0.029 0.089 0.119 

Note: See Table 32 for tests of significance. 

Table 32 contains the tests of significance for the 

independent ethical philosophy variable set X on each of the 

dependent ethical construct variables Y. Analysis of data 

in Table 32 shows that the Y variables—coercive force, 

deceit, fraud, influence dealing, and self-interest—were 

all statistically significant (coercive force, F = 8.247, 

P = .000; deceit, F = 5.595, P = .004; fraud, F = 5.093, 
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Table 32.—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable Y (X Variable Set— 

Ethical Philosophies) 

Variable F-Statistic Probability 

Coercive force 8.247 0.000 

Deceit 5.595 0.004 

Fraud 5.093 0.007 

Influence dealing 18.572 0.000 

Self-interest 17.310 0.000 

P = .007; influence dealing, F = 18.572, P = .000; and self-

interest, F = 17.310, P = .000). 

Table 33 contains the betas for each X variable on each 

Y variable, the T-statistics for the betas and the 

probabilities for the betas. Analysis of the data shows 

that idealism was significantly related to coercive force 

(T = 2.898, P = .004), deceit (T = 2.917, P = .004), 

influence dealing (T = 3.887, P = .000), and self-interest 

(T = 5.843, P = .000). Data analysis also indicates that 

relativism is significantly negatively related to coercive 

force (T = -2.587, P == .010), fraud (T = -2.911, P = .004), 

and influence dealing (T == -4.344, P = .000). 

Tables 34 through 39 contain a summary of the regres-

sion of any interaction between the two independent 
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variables of the ethical philosophy set, idealism, and 

relativism on the ethical construct dependent variable set. 

The independent set X is partialled by the variables of age, 

education, high to middle management, low management, 

present organization-business, organization-government, 

organization-other experience, past organization-business, 

organization-government, organization-other experience, 

race, gender, organization size (1,000 and above), United 

States citizen, psychology, and philosophy. Analysis of 

data in Table 34 indicates that the regression of the 

Table 34.—The Effect of the Interaction between the 
Independent Variables Idealism and Relativism on the 

Dependent Set of Ethical Construct Variables 

Rao F DF Probability R-Square Shrunk R-Square 

5.399 15.0 0.000 0.260 0.205 
571.8 

interaction between idealism and relativism had statistical-

ly significant effect on the dependent variable set of 

ethical constructs with F = 5.399, P = .000, and R2 = .260. 

Table 35 contains the within-set X correlations for 

idealism, relativism, and the interaction between them. 

Analysis of the data indicates that the interaction between 
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Table 35.—Within-Set X Correlation for the Independent 
Variables Idealism, Relativism, and the Interaction between 

Them 

Idealism Relativism 

Interaction between 
Idealism and 
Relativism 

Idealism 1.000 

Relativism -0.085 1.000 

Interaction 
between 
idealism and 
relativism 0.512 0.787 1.000 

idealism and relativism is highly correlated with both 

idealism and relativism. 

Table 36 contains the semi-partial correlation 

coefficients between each Y (column) dependent ethical 

construct variable set and the X (row) independent variable 

set which includes idealism, relativism, and the interaction 

between them. Data analysis indicates that there is no 

interaction between idealism and relativism. 

Table 37 contains the multiple R2 of the independent 

variables X idealism and relativism. Also included is the 

interaction between the independent variables X idealism and 

relativism on each of the ethical construct variables Y. 

Table 38 contains the tests of significance for the 

independent X variables of idealism, relativism, and the 
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Table 36.—The Semi-Partial Correlation Coefficients between 
Each Y (Column) Dependent Ethical Construct Variable and 
Each X (Row) Independent Variables of Idealism, Relativism, 

and the Interaction between Them 

Coercive Influence Self-
Force Deceit Fraud Dealing Interest 

Idealism 0.198 0.190 0.079 0.251 0.344 

Relativism -0.180 -0.102 -0.181 -0.276 -0.040 

Interaction 
between 
idealism and 

relativism -0.053 0.009 -0.116 -0.072 0.154 

Note: See Table 38 for tests of significance. 

Table 37.—Y Intercorrelations Estimated from the X Set of 
Variables Idealism and Relativism and the Interaction 

between Them (R-Square on the Diagonal) 

Coercive 
Force Deceit Fraud 

Influence 
Dealing 

Self-
interest 

Coercive 
force 0.074 

Deceit 0.059 0.050 

Fraud 0.049 0.034 0.039 

Influence 
dealing 0.086 0.065 0.061 0.132 

Self-interest 0.076 0.072 0.032 0.085 0.123 

Note: See Table 38 for tests of significance. 
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Table 38.—Significance Tests for Prediction of Each 
Dependent Ethical Construct Variable (X Variable Set— 
Idealism and Relativism and the Interaction between Them) 

Variable F-Statistic Probability 

Coercive force 6. .155 0. ,000 

Deceit 4. .277 0. .006 

Fraud 3. .622 0, .014 

Influence dealing 12, .747 0. .000 

Self-interest 11. .964 0, .000 

interaction between them on each of the dependent ethical 

construct variables Y. Analysis of data in Table 38 

indicates that intercorrelation estimates for coercive 

force, deceit, fraud, influence dealing, and self-interest 

were statistically significant with the F = ratios and 

probabilities of F = 6.155, P = .000; F = 4.277, P = .006; 

F = 3.622, P = .014; F = 12.747, P = .000; and F = 11.964, 

P = .000 respectively. 

Table 39 contains the betas for each X variable on each 

Y variable, the T-statistics for the betas and the probabil-

ities for the betas. Data analysis shows that idealism was 

significantly related to coercive force (T = 2.271, 

P = .024), deceit (T = 2.172, P = .031), and self-interest 

(T = 3.003, P = .003). Relativism was significantly 
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negatively related to influence dealing (T = -2.053, P = 

.041). The interaction between idealism and relativism was 

not significantly related to any of the ethical construct 

variables. 

These findings lead to conclusions which are combined 

in the next chapter. Research objectives and summary of 

findings and conclusions, implications, and recommendations 

for future research are presented in Chapter V. 

Summary 

This section deals with each hypothesis and the nature 

of support, if any, for the hypothesis that is revealed by 

the data analysis. The hypotheses are arranged in the same 

order as they were presented in Chapter II, which is 

different from the order in which the data were processed in 

Chapter IV. 

The listing in Chapter II began with the hypothesis 

concerning ethical position because that was the major 

objective from which hypotheses 2 and 3 logically were 

developed. The fourth through sixth hypotheses were 

concerned with demographic information. The seventh 

hypothesis was then added to provide a comparison between 

the psychology majors and the business/management majors 

that might give insight into the effect of training. The 

last hypothesis concerned idealism and relativism and their 

interrelatedness which is used to determine whether there 
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was a significant relationship between ethical position and 

intended behavior. 

The data analysis in Chapter IV was arranged in an 

order dictated by the logic of the research which required 

the determination of ethical position and its relationship 

with intended behavior to be placed last. This resulted in 

all the covariate sets being partialled to remove spurious 

or confounding relationships. This practice defeats the 

threats of cumulative Type I error and multicolinearity 

(Cohen and Cohen 1983). 

Hypothesis 1. There is a significant relationship 

between a person's ethical position and his or her intended 

behavior as reflected by subjects' responses to hypothetical 

management situations. 

Results indicated a significant relationship between 

relativism and idealism, the components of ethical position, 

and intended behavior; therefore, Hypothesis 1 is supported 

(see Table 39). 

Hypothesis 2. There is a significant relationship 

between a relativistic individual and his or her intended 

behavior as reflected by subjects' responses to hypothetical 

management situations. 

Data analysis indicates that relativism is significant-

ly negatively related to coercive force, fraud, and 

influence dealing. Therefore, Hypothesis 2 is supported. 
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Relativists are generally less ethical in their behavioral 

intent than are idealists (see Table 33). 

Hypothesis 3. There is a significant relationship 

between an idealistic individual and his or her intended 

behavior as reflected by subjects* responses to hypothetical 

management situations. 

Data analysis indicates that idealism was significantly 

related to coercive force, deceit, influence dealing, and 

self-interest, therefore Hypothesis is supported- Idealists 

are generally more ethical in their behavioral intent than 

are relativists (see Table 33). 

Hypothesis 4. There is a significant relationship 

between a person's demographic characteristics and his or 

her behavioral intent as reflected by subjects1 responses to 

hypothetical management situations. 

Age was significantly related to fraud and influence 

dealing, therefore Hypothesis 4 is supported. Generally, 

older persons seem to be more ethical in intent than younger 

ones. Gender was significantly related to self-interest and 

females appear to be generally less ethical than males. 

United States citizenship was significantly related to 

fraud, influence dealing, and to self-interest and United 

States citizens were, generally, more ethical than the non-

citizens (see Table 10). 

Hypothesis 5. There is a significant relationship 

between the organizational characteristics of a person's 
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workplace and his or her intended behavior as reflected by 

subjects1 responses to hypothetical management situations. 

Current business organization experience is signifi-

cantly negatively related to deceit, and current government 

organization experience is significantly related to fraud, 

therefore Hypothesis 5 is supported. Those who are assigned 

to government organizations are generally less ethical than 

the remainder (see Table 16). 

Hypothesis 6. There is a significant relationship 

between a person1s management level and his or her intended 

behavior as reflected by subjects1 responses to hypothetical 

management situations. 

Data analysis indicates that there was no significant 

relationship between the person's level of management and 

his or her behavioral intent, therefore Hypothesis 6 is not 

supported (see Table 22). 

Hypothesis 7. There is a significant relationship 

between a psychology major's ethics and his or her intended 

behavior as reflected by subjects' responses to hypothetical 

management situations. 

Data analysis indicates that there was a significant 

relationship between deceit, influence dealing, and self-

interest, therefore Hypothesis 7 is supported. Psychology 

majors generally expressed less ethical intent than did 

business majors (see Table 27). 
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Hypothesis 8. There is not a significant interaction 

between idealism and relativism. 

Data analysis indicates that idealism was significantly 

related to coercive force, deceit, and self interest. It 

also shows that relativism was significantly negatively 

related to influence dealing. There was no significant 

interaction between idealism and relativism; therefore, 

Hypothesis 8 is not supported (see Table 39). 

See Appendix for the descriptive statistics. The means 

are included in the statistics. 

Chapter V includes objectives, a summary of findings, 

and conclusions drawn from the results. Also included are 

implications of the research findings, limitations of the 

study, and suggestions for further research. 



CHAPTER V 

DISCUSSION 

In this chapter the major study objectives are 

restated, validity is discussed, a table of findings by 

hypothesis is presented, the findings and conclusions are 

summarized, and implications of the findings are discussed. 

Limitations are reviewed, suggestions for future research in 

ethics are made, and the dissertation is summarized. 

Research Objectives 

The major objectives of this study were (1) to 

determine the relationship between a person's ethical 

position and his or her intended behavior, (2) to determine 

the relationship between a relativistic individual and his 

or her intended behavior, (3) to determine the relationship 

between an idealistic person and his or her intended 

behavior, (4) to determine the relationship between a 

person's demographic characteristics and his or her intended 

behavior, (5) to determine the relationship between the 

organizational characteristics of a person's workplace and 

his or her intended behavior, (6) to determine the 

relationship between a person's management level and his or 

her intended behavior, (7) to determine the relationship 

122 
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between a psychology major and his or her intended behavior, 

and (8) to determine any interaction between idealism and 

relativism. These objectives were important because of the 

obvious need for ethics improvement in all sectors of 

society. Business is no exception. This study contributes 

to the understanding of ethics and the relationship of 

ethics to behavior. This information is essential in order 

to develop more effective codes of ethics, training 

programs, and ethics audits for managers. 

Validity 

Validity is the concept that is concerned with the best 

approximation that is available regarding whether proposi-

tions are true. Included are propositions with reference to 

cause. Conversely, invalidity is the concept with regard to 

falsity. Validity should always be modified with the term 

"approximate" because the truth can never be known. The 

most we can expect to know is what has not been determined 

to be false and has been eliminated (Cooke and Campbell 

1979). 

Internal Validity 

Internal validity has reference to the approximate 

validity of an inference made that there is a causal 

relationship between two variables or that there is implied 

an absence of cause due to the lack of a relationship. 
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Internal validity is used in reference to a statement's 

validity regarding whether a causal relationship exists 

between variables in the manner of measurement or manipula-

tion of the variables (Cooke and Campbell 1979). 

Statistical Conclusion Validity 

Statistical conclusion validity has reference to 

inferences regarding the reasonableness of a presumption of 

covariance granted a specified level of probability and the 

variances obtained. This being the case, statistical 

conclusion validity, as the name implies, is seemingly tied 

to statistical significance tests more so than to estimates 

of magnitude. It is logical to make decisions regarding the 

covariance of a cause and effect before deciding the 

strength of that covariance (Cooke and Campbell 1979). 

An example of a statement of statistical significance 

and an estimate of magnitude could look like this: "Income 

tax reductions caused a statistically significant increase 

in disposable income for single males between the ages of 25 

and 30. Tests similar to the one just finished indicated 

the effect in 99% of those affected would be an increase in 

disposable income of between $300 and $1200 annually" (Cooke 

and Campbell 1979). 
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Construct Validity 

Construct validity refers to the extent that a 

construct is developed so that operations designed to 

represent a specific cause, or a specific effect construct, 

might be interpreted in terms of constructs other than that 

intended. This is known as confounding. Confounding is 

characterized by a researcher seeing a causal relationship 

existing between two constructs while another researcher 

sees a causal relationship between one of the constructs 

identified by the first researcher and another construct 

different from that identified by the first researcher. 

Further, this can also occur between two constructs, both of 

which are different from what the first researcher identi-

fied (Cooke and Campbell 1979). 

An example is the observation that an increase in 

grades is due to the teaching abilities of a new instructor 

when, in reality, it is due to the new instructor's positive 

attitude toward the students. Another example is the so-

called Hawthorne effect which was the concern of the company 

as indicated by management1s interest in the workers' 

welfare through lighting adjustments. The actual treatment 

(lighting adjustment) was initiated to determine if lighting 

influenced productivity. Productivity increased but the 

true cause was determined to be the company's apparent 
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concern for worker welfare rather than the improved lighting 

(Cooke and Campbell 1979). 

External Validity 

External validity refers to the ability to accurately 

generalize from a sample to the population from which the 

sample was taken. External validity can be examined from 

the stand point of general!zability in two specific cases: 

generalizing to specific target populations and generalizing 

across populations (Cooke and Campbell 1979). 

Generalizing can be viewed as it relates to specific 

populations of persons, or specific settings, or generaliz-

ing to specific times. In order to enhance the capability 

to generalize from a sample to a target population, the 

sample would ideally be drawn from that population. This 

type of generalization is important for the determination of 

the level of research goal achievement in specific popula-

tions. Generalizing across populations refers to the 

capability to generalize from a sample across the population 

or across subpopulations to determine which different 

subpopulation or populations were affected by the treatment 

(Cooke and Campbell 1979). 
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Table 40.—Listing of Findings by Hypothesis 

Hypothesis Number 

#1 hypothesized a 
significant relationship 
between ethical position and 
intended behavior 

Finding 

Hypothesis 1 is supported. 
Results indicated a 
significant relationship 
between relativism and 
idealism, the components of 
ethical position, and 
intended behavior. 

#2 hypothesized a 
significant relationship 
between a relativistic 
individual and his or her 
behavior 

Hypothesis 2 is supported as 
there is a significant 
negative relationship 
between relativism and 
coercive force, fraud, and 
influence dealing. 
Relativists are generally 
less ethical in their 
behavioral intent than are 
idealists. 

#3 hypothesized a 
significant relationship 
between an idealistic 
individual and his or her 
intended behavior. 

Hypothesis 3 is supported as 
idealism was significantly 
related to coercive force, 
deceit, influence dealing, 
and self-interest. 
Idealists are generally more 
ethical in their behavioral 
intent than relativists. 

#4 hypothesized a 
significant relationship 
between a person's 
demographic characteristics 
and his or her intended 
behavior. 

Hypothesis 4 is supported as 
age was significantly 
related to fraud and 
influence dealing. 
Generally, older people seem 
to be more ethical in intent 
than younger ones. Gender 
was significantly related to 
self-interest and females 
appear to be generally less 
ethical than males. United 
States citizenship was 
significantly related to 
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Hypothesis Number Finding 

fraud, influence dealing, 
and to self-interest, said 
United States citizens were, 
generally, more ethical than 
the non-citizens. 

#5 hypothesized a 
significant relationship 
between the organizational 
characteristics of a 
person's workplace and his 
or her intended behavior. 

Hypothesis 5 is supported as 
current business 
organization experience is 
significantly negatively 
related to deceit, and 
current government 
organization experience is 
significantly related to 
fraud. Those who are 
assigned to government 
organizations are generally 
less ethical than the 
remainder. 

#6 hypothesized a 
significant relationship 
between a person's 
management level and his or 
her intended behavior. 

Hypothesis 6 is not 
supported as there was no 
significant relationship 
between a person's 
management level and his or 
her intended behavior. 

#7 hypothesized a 
significant relationship 
between a psychology major's 
ethics and his or her 
intended behavior. 

Hypothesis 7 is supported as 
there was a significant 
relationship between 
psychology majors' ethics 
and deceit, influence 
dealing, and self-interest. 
Psychology majors generally 
expressed less ethical 
intent than did business 
majors. 

#8 hypothesized that there 
is not a significant 
interaction effect between 
relativism and idealism. 

Hypothesis 8 is supported. 
There was no significant 
interaction effect between 
idealism and relativism. 
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Summary of Research Findings and Conclusions 

Of the 460 questionnaire packets distributed to the 

graduate student sample, 230 useable questionnaire packets 

were returned. The results of this study indicate that 

certain demographic variables affected the intended behavior 

of the sampled students as managers or future managers. For 

example, age was significantly related to ethical constructs 

such as coercive force, fraud, and influence dealing. The 

results also indicate that older persons expressed more 

ethical intent than did younger individuals, and that males 

expressed more ethical intent than did females. Gender also 

was significantly related to self-interest. United States 

citizens in the study also expressed more ethical intent 

than did non-citizens, based on the ethical construct 

scores. United States citizenship was also significantly 

related to fraud, influence dealing, and self-interest. No 

significant relationship was found, however, between the 

demographic variables of race and education and any of the 

ethical constructs. A plausible reason that race was not 

significantly related to any of the ethical constructs is 

because the subjects in the sample had more in common than 

they had differences. The effect of socialization 

eliminated any differences. The selection process has the 

effect of homogenizing the sample. Education really does 
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not emphasize values, and consequently education was not 

significantly related to the ethical constructs. 

Other organizational variables were shown by the study 

results to have significant relationships with the ethical 

constructs. For example, current business organization 

assignment was significantly related to coercive force, 

deceit, and fraud. Another significant relationship was 

evident between current government organizational assign-

ments and fraud. A third significant relationship was found 

between current other organization assignments and fraud. 

Finally, a significant relationship was found between past 

government organization assignments and the ethical 

constructs coercive force, deceit, and fraud. 

No relationship was found, however, between past-

business and other past organization assignments and the 

ethical constructs. Additionally, organization size was not 

significantly related to the ethical constructs. A possible 

explanation for this is that the subjects were not still 

affected by the past organizations due to time lapse and 

fading memory. Organization size may have no significant 

relationship with the ethical constructs because in the 

smaller organizations behavior is more obvious and more care 

was exercised whereas in large organizations unethical 

behavior might be more likely to go unnoticed but for the 

tighter controls in place for that purpose. 
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The study results indicate that a significant relation-

ship exists between psychology majors and deceit, influence 

dealing, and self-interest. Significant relationships were 

evident between the ethical ideologies of idealism and 

relativism and the ethical constructs. Specifically, 

idealism was related to coercive power, deceit, influence 

dealing, and self-interest, but was not significantly 

related to fraud. The relativism ideology, however, was 

related to coercive force, fraud, and influence dealing, but 

was not significantly related to deceit and self-interest. 

The two ethical ideologies of idealism and relativism were 

highly correlated, but were not interrelated, according to 

the results. 

Implications of the Research Findings 

The study findings present some interesting implica-

tions. These implications concern the whole sample. The 

implications of this study were that ethical beliefs 

influence judgments and are the origins of and the guiding 

influence on individuals' actions. 

The study finding that older individuals express more 

ethical intent than do younger individuals implies that 

persons may be inclined to behave more ethically as they 

age. On the other hand, the finding may be the manifesta-

tion of the fact that older persons grew up in a period when 
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more emphasis was placed on such basic ethical issues as 

honesty and "fair dealing." 

The finding that females express less ethical intent 

than do males could be a reflection of a shift in women's 

ethics due to the attitude that is promoted by the women's 

movement. Some of the more aggressive women's groups 

perceive that women have been suppressed for so long that a 

shift in women's ethics is not only acceptable, but in some 

cases, desirable. This shift is seen as necessary if women 

are to achieve success in the business world which, until 

recently, was considered a man's world. 

The finding that United States citizens express greater 

ethical intent than do non-citizens may be a result of 

cultural differences (i.e., payoffs in the Orient are a 

common business practice). It appears that many immigrants 

are confused about American culture. Perhaps most of what 

they know about American culture is learned from American 

television programs which are aired in their home countries. 

Education was not significantly related to ethical 

behavior. This may be a reflection of a lack of emphasis on 

ethics in education. This indicates the need to include 

training in values and ethics in the education process. 

Race was not related to ethical behavior. This may 

reflect the elimination of differences through socialization 

which increases similarities and reduces differences. This 
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is a reflection of the success this country has had in 

combining diverse groups from different cultures. 

Regarding organizational variables, the present 

business organizational assignment, present government 

organizational assignments and past government organization-

al assignments were related to intended behavior. It may be 

that the state of flux in the business world leaves many 

workers exposed to changes in their organizations and 

changes in their work rules which directly affect their 

ethics and intended behavior. 

The finding that organizational size was not related to 

behavior may indicate that organizational size really has 

minimal effect on the ethics of individuals. In a large 

organization, bureaucratic rules force a standardized 

ethical code while behavior of individuals in smaller 

organizations is more directly evident both to peers and to 

managers monitoring ethics. Either situation could make it 

easy to be aware of what is expected and to comply with the 

rules. 

In a similar manner, the lack of correlation between 

organizational level and the ethical constructs is likely 

for the same reason stated for organization size and the 

ethical constructs. The current dynamic nature of business 

has resulted in an awareness of the rules. 
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The findings that psychology majors were more tolerant 

of unethical behavior may be a reflection of psychology 

majors* unfamiliarity with the management and business 

environment. Perhaps they have not had the opportunity or 

requirement to relate to business management in an ethical 

context. Their training may not contain any business or 

management courses. These could be helpful as many of these 

persons will go on to manage their own counselling or 

psychotherapy practices and others will go into large 

business organizations where management skills are required. 

Idealism was significantly related to coercive force, 

deceit, influence dealing, and self-interest. Idealism 

refers to the ideology that there are universal moral rules 

that can be applied to any situation. It is not surprising 

that there were the significant relationships which 

indicated disapproval of the unethical acts depicted in the 

scenarios. 

Relativism was significantly negatively related to 

coercive force, fraud, and influence dealing. This may be a 

reflection of the relativists' belief that there can be 

justification for actions that an idealist could only see as 

unethical because of their belief in universally applicable 

rules. This reverse relationship between the idealism and 

realism does seem likely as they are philosophical oppo-

sites. 
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The finding that idealism was interrelated with self-

interest may be an indication that idealistic individuals 

may impose rules on others that they unknowingly do not 

apply to themselves. The findings that relativism was 

interrelated with influence dealing reflects relativists1 

willingness to do what others might feel is unethical, 

particularly when the relativists are the benefactors. 

While idealism and relativism were related to some of 

the ethical constructs, there was no interaction between 

idealism and relativism. Although there was no relationship 

between ethical position and behavioral intent, there were 

significant relationships between the components of ethical 

position, idealism and relativism, and behavioral intent. 

Therefore, the results of this study indicate that indi-

viduals1 ethics influence their intended behavior. 

The following section reviews the limitations of the 

study. Suggestions for future research are also reviewed. 

Limitations of the Study and Suggestions 
for Future Research 

There are some validity concerns regarding this 

research effort. Those concerns and suggestions for further 

research are presented in this section. 

Cooke and Campbell (1979) believe that in order for 

covariates to really be effective they must be perfectly 

reliable and valid, but no such covariantes exist. The 
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covariates are not perfect but are highly reliable and 

accurate and the degree to which they fall short of perfect 

is the degree to which covariate effects cannot be 

partialled from the hypothesized effects. The authors refer 

to this type of study as a passive-observational study to 

distinguish it from experimental studies. The phrase 

"observational studies" is not used without including 

"passive" to avoid confusion as there is a like distinction 

between observation and experimental studies wherein quasi-

experiments and all other non-randomized experiments can be 

classified as observational. The "passive-observational" 

wording reflects the nature of the study in that we are 

drawing causal relationships from passive data. 

In comments concerning the value set's predictive 

capability, Barnett and Karson (1987) suggest that what 

subjects claim they would do differs from what their actual 

actions would be. They warn that researchers must accept 

the problem and live with it. According to the authors, no 

research at that time had studied the value set' s predictive 

capability. This study, like all studies of this kind, is 

dependent upon the accuracy of the participants* responses. 

Bommer et al. (1987) emphasize the limitation created 

by inaccurate responses in survey studies that cover 

decisions related to areas such as safety design decisions 

and product development. They explain that such studies 
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usually contain only an indication of how respondents say 

they would act in a certain situation, and do not determine 

what actual ethical and unethical behaviors would take place 

in such a situation. 

Podsakoff and Organ (1986) point out the problems with 

self-reports when conducting organizational research. They 

emphasize that problems surface when researchers attempt to 

measure more than one variable in certain data gathering. 

Three such cases are personality data, behavior, and the 

psychological state of respondents. Although there are 

others, these are the ones that are most important to this 

research. This problem is known as common method variance. 

Another problem, the most general, called the consistency 

motif, is characterized by respondents who try to be 

consistent in their answers or what they believe is 

consistent. 

The use of the same-source self-reports method of 

obtaining data, although common, is not the most desirable 

method of gathering data. The data is "soft" due to the 

possibility of common method variance which could indicate a 

false relationship. When there is a defect in the source 

from which both measures are taken, that defect contaminates 

them both, presumably in the same manner and direction. 

This is true in spite of validity evidence as a self-

reported measure of a job characteristic may correlate, to 
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some extent, with the actual job characteristic and, to some 

extent, with a self-reported job satisfaction measure which, 

in turn, correlates, to some extent, with "true" job 

satisfaction. The two "real" areas of actual job 

characteristic and "true" job satisfaction may not be 

interrelated substantially. This problem, however, may have 

been reduced since the dependent variable questionnaire 

followed the independent variable questionnaire which is 

what the authors call scale reordering (Podsakoff and Organ 

1986). 

Corrective measures for problems related to self-

reports include Harman's one-factor test, in which all 

important variables are factor analyzed (unrotated). This 

method is an attempt to show that all variance is 

attributable to one factor or that most of it is 

attributable to a single general factor (Podsakoff and Organ 

1986). 

Another method, the partial correlation procedure, is 

something of an extension of the just described single 

factor test. This approach starts with the factor analysis 

of every variable, and then the first factor (unrotated) is 

partial led out. If this factor is a general factor with all 

factors loading on it, the assumption is made that this 

factor contains the most accurate approximation of the 

common method variance. An examination is then made to 
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determine relationships between the independent variables 

and the dependent variables to ascertain whether any 

important correlation remains (Podsakoff and Organ 1986). 

The ideal solution to the problems of the common method 

is to take multiple measures of the variables contained in 

multiple sources (Kemery and Dunlap 1986). This solution is 

simply not practical, however, when time and resources are 

limited. Kemery and Dunlap (1986) explain that research has 

revealed that the partial correlation procedure does not 

control the method variance, therefore, the partialling 

procedure was not used in this study. It has been shown to 

be not only ineffective, but threatening to further 

analysis. 

Another validity concern stems from the effect of the 

classroom as the place of measurement and the undetermined 

extent to which that might affect the response. Those who 

were provided the survey packets to be worked on at their 

discretion may have done so at home or at work or any number 

of unknown places. How differently would the respondent 

react to the questionnaire if it was taken in his or her job 

environment as managers or in other capacities? 

Another limitation is that a convenience sample suffers 

from two confounders. First, the generalizability of the 

findings is limited to a hypothetical population with the 

same characteristics as the sample. This situation should 
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be treated the same as a random sample from a hypothetical 

population with the same characteristics (Luker 1984). 

Second, truncation can occur in the regression increasing 

the probability of a Type II error. A random sample would 

have defeated both of these confounders (Cohen and Cohen 

1983). 

This study should be replicated by collecting data 

using multiple sources employing multiple methods. This 

approach is a means of avoiding the problems that accompany 

same-source methods. Future research should include the 

management workplace as the setting for the study. Whenever 

possible, actual work situations should be used to increase 

authenticity of the decision making environment. 

If there is no relationship between ethics and 

behavior, then what is the value of ethics? There should be 

a relationship between ethics and behaviors. Ideally, this 

relationship would be a predictive one. Predictions, then, 

would provide the potential for using ethical training and 

education to produce more productive behavior. 

While the findings indicate there was no significant 

relationship between ethical position and intended behavior, 

there was a significant relationship between idealism and 

intended behavior and between relativism and intended 

behavior. These two ethical concepts are, by definition, 

the determinants of ethical position as indicated by the 
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degree of acceptance or rejection of each of the concepts by 

the individual. Both idealism and relativism were 

significantly related to intended behavior. Although 

neither of these concepts individually is defined as an 

ethical position (it is rare not to find at least some 

degree of both in an individuals ethical makeup), they are 

definable and measurable constructs which are the components 

of the ethical position of an individual. This establishes 

that there is a significant relationship between an 

individual's ethical position and his or her intended 

behavior. 

Dissertation Summary 

The main purpose of this study was to determine the 

relationship between a manager's ethics and his or her 

intended behavior. Ethical position is an ethics construct 

based on the degree to which a person rejects universal 

moral precepts in favor of a relativistic approach. It also 

depends upon the degree to which someone holds idealistic 

beliefs or rejects them, admitting that the consequences may 

be a mixture of good and bad. Idealism and relativism are 

themselves ethical constructs or, in this case, 

subconstructs. Most people fall somewhere in between the 

extremes on both scales, and that is defined as their 
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ethical position. Ethical position was determined by the 

Ethical Position Questionnaire (Forsyth 1980). 

Intended behavior was measured by the Business Practice 

Questionnaire (Harris 1989). This instrument is made up of 

management scenarios depicting unethical behavior. The 

respondent is scored on the degree to which he or she agrees 

or disagrees with the actions depicted. The Demographic 

Information Survey (Watson 1992) was used to collect 

demographic data about the respondent. 

The data was collected from a student sample at a large 

university in the Southwest. Survey packets were 

distributed to the business/management students in class or, 

in some cases, in their office if they were graduate student 

instructors. Most of the survey forms were filled out in 

class, but some were distributed for turn-in at their 

leisure. The psychology students were issued their packets 

through their departmental mail system, with a reguest for 

them to deposit the completed forms in the departmental 

office by a given date. 

A total of 460 survey packets were distributed and 230 

useable packets were returned. The data was coded and was 

subjected to data analysis using set correlation (Cohen and 

Cohen 1983). 

The demographic variables of age, gender, and United 

States citizenship were significantly related to three of 
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the ethical constructs while there was none found between 

race and education and any of the ethical constructs. 

Current business organization assignment, current government 

organization assignment, and other organization assignments 

were significantly related to various ethical construct 

variables while none was found between other past 

organization assignments or organization size and any of the 

ethical constructs. A significant relationship was found 

between psychology majors and two of the ethical construct 

variables. 

The two components of ethical position, idealism and 

relativism, were significantly related to various of the 

ethical constructs. There was no interaction between 

idealism and relativism. There is, however, a significant 

relationship between each of the two components of ethical 

position, idealism and relativism, and intended behavior. 

Therefore, there is a significant relationship between 

ethical position and intended behavior. Although the 

dependent variable construct was not behavior per se, but 

intended behavior, the finding of this relationship is a 

step in the right direction. 

It is also important to note that there was a positive 

relationship between idealism and four of the ethical 

constructs and a negative relationship between relativism 

and three of the ethical constructs. This may be an 
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indication that, using this scale, relativists are more 

tolerant of unethical behavior than are idealists, or they 

are less apt to perceive issues as only black and white. 
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Notice to Participants 

This collection effort is being conducted by Jan R. 

Moore to gather data to be used in the dissertation phase 

required in the doctoral program in Management (Organization 

Theory and Policy). The purpose of the study is to 

determine whether an individuals ethical position is 

related to their behavior. 

Your assistance is strictly voluntary, and you may 

withdraw from participation at any time. Your decision will 

in no way affect your grade. 

If you decide to participate, it will be greatly 

appreciated. The directions are included in the packet. 

Please answer all the questions to the best of your ability. 

Your name is not required, and all responses are 

confidential. Thank you for your consideration. 

Jan R. Moore 
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Information Form (Watson 1992) 

1 . Male Female (Please check) 

2 . Age 

3. Please select the category below which you feel most 
closely identifies you: 

a. American Indian or Alaskan Native 
_b. White (Not Hispanic) 
_c. Black (Not Hispanic) 
_d. Asian or Pacific Islander 
_e. Hispanic 

4. Permanent VISA/US Citizen Other 

5. My full-time work experience is years. 

6. I have been working for the employer I am presently 
employed with for years. 

7. The organization I presently work for is (or most 
recently worked for): (circle one) 

a. manuf acturing f. communications systems 
b. f inance/accounting g- medicine 
c. retailing h. business service (except 

data processing) 
d. government i. law 
e. wholesale/retai1 j- other 

8. Current employment position (or the most recent if 
you're not working full-time): (circle one) 

a. non-managerial c. lower level manager 
b. middle level manager d. upper level manager 

9. The organization I work for (or most recently worked 
for) is: (circle one) 

a. less than 10 employees c. 10-100 employees 
b. 101-1,000 employees d. over 1,000 employees 
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10. Past work experience (prior to that listed above) was 
in: 

a. manuf acturing f. communications systems 
b. f inance/accounting g- medicine 
c. retailing h. business service (except 

data processing) 
d. government i. law 
e. wholesale/retail j- other 

11. Education background: (circle one) 

a. engineering/phys ical e. business 
science f. legal 

b. finance g. other 
d. humanities 
d. social sciences 

12. Years of formal education . (For example: high 
school = 12 years; associate degree = 14 years; 
bachelor's = 16 years; master's =18; etc.) 

13. What is your current classification? 

Undergraduate student 
MBA student 
Graduate student in another program (specify): 

14. What is your status as a student? 
Full-time 
Part-time 

15. When do you take most of your classes? 

Daytime 
Evening and/or weekends 

16. Have you taken a course in ethics? Yes No 

17. If yes, was this course specifically on business 
ethics? Yes No 

Thank you for your time and effort 
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Graduate Psychology Students 

May I have your attention, please? 

I am si doctoral student in the dissertation phase of the 
Management Program, majoring in Organization Theory and 
Policy and minoring in Psychology. As a part of my data 
gathering effort, I would like to enlist your help in the 
form of participation in answering the attached survey 
questionnaires. This takes approximately 25 minutes, and I 
truly think most people will find it interesting. The 
purpose of the study is to determine if there is a 
relationship between a person's ethical position as 
determined by the Ethical Position Questionnaire (EPQ), and 
their behavior, which is to be determined by the Business 
Practice Questionnaire (BPQ). I have hypothesized that 
there is a relationship. 

Dr. Ernest H. Harrell, Psychology Department Chair, is aware 
of and supportive of this effort. 

Your participation is, of course, voluntary and will in no 
way affect your grade. All respondents are confidential as 
no name is required. However, I will be glad to share data 
and findings with those who are interested. I appreciate 
your time and participation in this effort. 

Pleas€i place your responses in the EPQ project box located 
in the Psychology Department Office, third floor of Terr ill 
Hall, Room #351, by Tuesday, October 20. 

Thanks again, 

Jan Moore 
x-3166 on campus 
B.A. Building, Room #314 
214-780-7169 residence 
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The Ethics Position Questionnaire (Forsyth 1980, p. 178) 

Instructions. You will find a series of general statements 
listed below. Each represents a commonly help opinion, and 
there are no right and wrong answers. You will probably 
disagree with some items and agree with others. We are 
interested in the extent to which you agree or disagree with 
such matters of opinion. 

Please read each statement carefully. Then indicate the 
extent to which you agree or disagree by placing in front of 
the statement the number corresponding to your feelings, 
where: 

1 = Completely disagree 6 = Slightly agree 
2 = Largely disagree 7 = Moderately agree 
3 = Moderately disagree 8 = Largely agree 
4 = Slightly disagree 9 = Completely agree 
5 = Neither agree nor disagree 

1. A person should make certain that their actions 
never intentionally harm another even to a small 
degree. 

2. Risks to another should never be tolerated 
irrespective of how small the risks might be. 

3. The existence of potential harm to others is 
always wrong, irrespective of the benefits to be 
gained. 

4. One should never psychologically or physically 
harm another person. 

5. One should not perform an action which might in 
any way threaten the dignity and welfare of 
another individual. 

6. If an action could harm an innocent other, then it 
should not be done. 

7. Deciding whether or not to perform an act by 
balancing the positive consequences of the act 
against the negative consequences of the act is 
immoral. 

8. The dignity and welfare of people should be the 
most important concern in any society. 
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9. It is never necessary to sacrifice the welfare of 
others. 

10. Moral actions are those which closely match ideals 
of the most "perfect" action. 

11. There are no ethical principles that are so 
important that they should be a part of any code 
of ethics. 

12. What is ethical varies from one situation and 
society to smother. 

13. Moral standards should be seen as being 
individualistic; what one person considers to be 
moral may be judged to be immoral by another 
person. 

14. Different types of moralities cannot be compared 
as to "rightness." 

15. Questions of what is ethical for everyone can 
never be resolved since what is moral or immoral 
is up to the individual. 

16. Moral standards are simply personal rules which 
indicate how a person would behave, and are not to 
be applied in making judgments of others. 

17. Ethical considerations in interpersonal relations 
are so complex that individuals should be allowed 
to formulate their own individual codes. 

18. Rigidly codifying an ethical position that 
prevents certain types of actions could stand in 
the way of better human relations and adjustment. 

19. No rule concerning lying can be formulated; 
whether a lie is permissible or not permissible 
totally depends upon the situation. 

20. Whether a lie is judged to be moral or immoral 
depends upon the circumstances surrounding the 
action. 
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Business Practice Questionnaire (Harris 1990, 748-749) 

BUSINESS PRACTICE QUESTXOHHAIRE 

The following situations describe some aspect of business practice. You 
are asked to evaluate each scenario and respond with your degree of 
approval or disapproval of the described action. After each situation, 
there will be a scale such as the following: 

Approve Disapprove 

Please indicate your response by placing an "X" in the space that best 
describes your feelings regarding the situation as explained. 

A. Daily, Inc. is a leading manufacturer of breakfast cereals. 
Conscious of the market shift toward more healthful foods, it 
recently added a line of all fiber cereals to capitalize on this 
trend and directed its advertising agency to prepared ad copy which 
stresses that this cereal helps prevent intestinal cancer among 
regular users, even though there is no scientific evidence to prove 
or disprove this fact. 

Approve Disapprove 

B. State Electric, a publicly held electrical generating company, is 
faced with rapidly escalating costs of its low sulfur coal dbich it 
purchases from midwestera suppliers. Reliable estimates show this 
price trend to continue over the next five years necessitating an 
across-the-board price increase to customers. Lower cost, high 
sulfur coal is readily available, however its use will increase 
State's overall pollution emissions by 252. Management opts for the 
high sulfur coal rather than raising the cost per KWH to customers. 

Approve Disapprove 

C. Doug Watson is a salesman for Delta Drug Company and is responsible 
for calling on both physicians and pharmacists in a two state area. 
With commission and bonuses, his annual salary averages about 
$32,000. Doug has made it a practice of supplementing his salary by 
at least $1,200 by padding his expense account. He rationalizes this 
behavior by saying that everyone else in the business is doing it. 

Approve Disapprove 

D. Frank Pollard, Executive Vice President of United Industries calls 
the personnel director of one of their major suppliers and asks in a 
non-threatening way that his nephew be interviewed for a job in 
their organization. The personnel director complies with Pollard's 
request and arranges for the interview. Pollard's nephew fails 
miserably on the aptitude test which is required of all applicants, 
but is hired anyway because United is one of their biggest accounts. 

Approve Disapprove 

E. One of America's largest automobile manufacturers is the corporate 
sponsor of the popular TV series ANYT0WN VICE. The sponsor nas been 
approached by a national coalition of concerned citizens as to the 
impact of this program on the morals of today's youth. The 
coalition demands that the sponsor exert its influence on the show's 
producer to tone down the sex and violence on the program. The 
sponsor's reply to the coalition is, in essence, that "our job is to 
sell cars not censor what the public wants to watch on TV." 

Approve Disapprove 
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F. Kiddie Textiles, Inc., a manufacturer of childrens* sleepwear, 
responded to the appeal by the National Safety Council and treated 
its entire fall line with the flame retardant agent, TRIS. Research 
found this to be a carcinogenic agent and TRIS treated textiles were 
subsequently banned from sale in the U.S. Left with more than one 
million dollars in inventory of the banned product, Kiddie sold the 
entire lot at cost to an export agent •whom it was sure would sell 
the TRIS treated sleepwear to markets in underdeveloped countries 
which had no such ban. 

Approve Disapprove 

G. Thes U.S. Patent Office recently issued an exclusive patent to Tiger 
Automotive for a fuel efficient device which has been proven to 
increase the average car's mileage by 45%. Given that Tiger is 
protected from direct competition by its patent, it has decided to 
price its new product at $45 to auto parts dealers even though it 
costs less than $1 to produce and distribute. 

Approve Disapprove 

H. A major supermarket chain, Big Save, has been approached by a group 
of community leaders requesting that the firm open a store in the 
inner-city. They desire that low income families, who have little 
access to the better priced supermarkets in the suburbs, be given an 
alternative over the higher priced, small grocers who serve the 
inner-city market. Citing higher costs of facilities and greater 
potential losses due to pilferage and vandalism, Big Save decides 
not to comply with the group's request. 

Approve Disapprove 

I. National Corporation is a primary contractor for military hardware. 
Because its revenues are tied directly to government defense 
spending, management monitors the voting records of members of 
Congress relative to defense spending issues. As a result, the 
employees of National have formed a political action committee (PAC) 
to provide campaign funds to support candidates who favor their 
interests. 

Approve Disapprove 

J. Johnny Jones is the sales manager for a local automobile dealership. 
One of his responsibilities is to train new salespersons as they 
come into the organization. Experience has shown that one of the 
most difficult tasks in selling automobiles, as in selling other 

foods, is closing the sale. Jones feels that some customers need to 
e helped into the decision to buy a particular car, so he teaches 

his new salespersons several high pressure techniques proven to be 
successful in closing the sale. 

Approve Disapprove 

K. First Department Stores, with six suburban locations throughout the 
metropolitan area, is the largest advertiser in The Planet Daily 
News. The newspaper has been running a series of articles to 
educate consumers how to better protect their interests in the 
marketplace. Steve Adams, President of First Department Stores, 
hears by the grapevine that next Monday an article highly critical 
of First's credit policies will be featured in the newspaper. The 
preceding Friday he contacts the editor of the Planet and threatens 
the withdrawal of all advertising if the feature is run. 

Approve Disapprove 
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L. Management of Durable Copy Machines, Inc. has -word from reliable 
sources that its chief competitor is about to unveil a new model 
which, in all likelihood, will sweep the market and make substantial 
inroads into Durable's market share and profitability. Sam Samuels, 
head of engineering for Durable, plays golf regularly with a member 
of the competitor's design department and is aware of his 
dissatisfaction with the amount of his recent raise. Being made 
aware of this fact, top management at Durable has instructed 
personnel to "hire that employee at any cost." 

Approve Disapprove 

M. The Borden Company is a supplier in the highly competitive building 
supply industry. In the past, it has experienced difficulty in 
maintaining customer loyalty among builders and contractors. To 
address this problem, Borden has developed a plan whereby customers 
are given points for every $500 worth of merchandise they buy 
throughout the year. At the end of the year customers are awarded 
an all-expense vacation for two to various resort areas depending on 
the number of points accumulated. Prices are, of course, increased 
to cover this expense. 

Approve Disapprove 

N. Todd Jackson is the purchasing agent for Wyler Industries and has 
final say on which of numerous suppliers his firm will buy from. 
Conscious of the magnitude of the purchasing dollars he controls, 
Jackson has let it be known that in those situations where price and 
other things are equal, his decision to purchase from a particular 
vendor can be swayed by the receipt of an "appropriate" gift. 

Approve Disapprove 

0. John Smith has been recently employed by General Supply, Inc. as a 
sales rep and has taken over the territory which includes among its 
potential customers Wyler Industries (mentioned above). General has 
been unsuccessful in selling to Wyler in the past because it has a 
strict policy against using company funds to provide gifts to any 
customer or prospective customer. As a novice in the selling 
profession, Smith is determined to make a sale to Wyler Industries 
even if he has to pay for a gift for Todd Jackson out of his 
commission on the sale. 

Approve Disapprove 

How that you have responded to the various business situations posed 
above, you are asked to reflect on the decision process which you uti-
lized to arrive at your given response. Which one of the following best 
describes the way in which you evaluated the acceptability /unaccept-
ability of the business scenarios outlined above? (Please check one) 

A person (or business) should act in a manner which will maximize 
his/her long term interests even if it means suffering in the 
short run. 

One should "do unto others as you would have them do unto you." 

A person (or business) should act in such a way that maximizes 
good for the greatest number of people. 

One should act in such a way that their behavior reflects a 
universal law or principle, applicable in all situations. 
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STATISTIX 4.0 

Descriptive Statistics 

DISJAN1, 08/30/93, 16:12 

ACDCLASS AGE BUSETH COER DATNITE 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 607 6892.8 95.172 2653.1 46.608 
L0 95% CI 2.5150 29.060 0.3744 11.228 0.1506 
MEAN 2.6391 29.969 0.4138 11.535 0.2026 
UP 95% CI 2.7633 30.878 0.4532 11.842 0.2546 
SD 0.9554 6.9962 0.3036 2.3612 0.4002 
C.V. 36.203 23.345 73.363 20.470 197.49 
MINIMUM 0.0000 21.000 0.0000 4.0000 0.0000 
MEDIAN 2.0000 28.000 0.4138 12.000 0.0000 
MAXIMUM 5.0000 57.000 1.0000 15.000 1.0000 
BIASED VAR 0.9089 48.734 0.0918 5.5510 0.1595 
SKEW 0.9841 0.9481 0.5692 -0.5327 1.4892 
KURTOSIS 0.5729 0.3761 -0.0323 -0.0617 0.2311 

DEC EDUC EMPLOYYR ETHICS FRAUD 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 3009.1 938 600.57 66.288 3042.5 
LO 95% CI 12.876 3.8513 2.0721 0.2294 12.975 
MEAN 13.083 4.0783 2.6112 0.2882 13.228 
UP 95% CI 13.290 4.3052 3.1502 0.3471 13.482 
SD 1.5934 1.7466 4.1491 0.4529 1.9515 
C.V. 12.179 42.827 158.90 157.15 14.753 
MINIMUM 7.0000 0.0000 0.0000 0.0000 6.0000 
MEDIAN 13.000 5.0000 1.0000 0.0000 14.000 
MAXIMUM 16.000 8.0000 35.000 1.0000 15.000 
BIASED VAR 2.5279 3.0374 17.140 0.2043 3.7919 
SKEW -1.0578 -0.3270 3.9516 0.9372 -1.0961 
KURTOSIS 1.1281 -0.4744 21.965 -1.1172 0.5612 

FULLPART HIMDMANG IDEAL INF L10SIZ 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 132.15 64.818 1418.1 1927.4 24 
LO 95% CI 0.5105 0.2245 5.9881 8.0291 0.0645 
MEAN 0.5746 0.2818 6.1657 8.3799 0.1043 
UP 95% CI 0.6387 0.3391 6.3432 8.7308 0.1442 
SD 0.4933 0.4410 1.3665 2.7004 0.3064 
C.V. 85.862 156.47 22.163 32.225 293.61 
MINIMUM 0.0000 0.0000 1.4000 3.0000 0.0000 
MEDIAN 1.0000 0.0000 6.4000 8.0000 0.0000 
MAXIMUM 1.0000 1.0000 8.8000 15.000 1.0000 
BIASED VAR 0.2423 0.1936 1.8591 7.2606 0.0935 
SKEW -0.3029 0.9917 -0.6370 0.0936 2.5884 
KURTOSIS -1.8995 -0.9710 0.0239 -0.5528 4.6998 
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LOWMANG NONMANG ORG ORGANSIZ ORGANTYP 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 56.455 129.64 481.00 682.88 375 
LO 95% CI 0.1907 0.5005 1.9723 2.8325 1.4953 
ME AN 0.2455 0.5636 2.0913 2.9690 1.6304 
UP 95% CI 0.3003 0.6268 2.2103 3.1055 1.7655 
SD 0.4218 0.4861 0.9161 1.0506 1.0398 
C.V. 171.85 86.242 43.803 35.387 63.774 
MINIMUM 0.0000 0.0000 1.0000 1.0000 0.0000 
MEDIAN 0.0000 1.0000 2.0913 3.0000 1.0000 
MAXIMUM 1.0000 1.0000 3.0000 4.0000 3.0000 
BIASED VAR 0.1772 0.2353 0.8355 1.0991 1.0765 
SKEW 1.2095 -0.2624 -0.1868 -0.4811 0.2457 
KURTOSIS -0.4916 -1.8857 -1.7771 -1.1148 -1.3449 

ORGBUS ORGGOV ORGOTH PASTBUS PASTGOV 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 87 25 107 113 20 
LO 95% CI 0.3151 0.0682 0.4003 0.4262 0.0503 
MEAN 0.3783 0.1087 0.4652 0.4913 0.0870 
UP 95% CI 0.4414 0.1492 0.5302 0.5564 0.1236 
SD 0.4860 0.3119 0.4999 0.5010 0.2824 
C.V. 128.49 286.98 107.45 101.98 324.74 
MINIMUM 0.0000 0.0000 0.0000 0.0000 0.0000 
MEDIAN 0.0000 0.0000 0.0000 0.0000 0.0000 
MAXIMUM 1.0000 1.0000 1.0000 1.0000 1.0000 
BIASED VAR 0.2352 0.0969 0.2488 0.2499 0.0794 
SKEW 0.5021 2.5143 0.1395 0.0348 2.9318 
KURTOSIS -1.7479 4.3220 -1.9805 -1.9988 6.5952 

PASTOTH POS RACE REAL SELF 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 74 403.55 197 1138.3 1967.2 
LO 95% CI 0.2609 1.6341 0.8109 4.7511 8.1709 
MEAN 0.3217 1.7545 0.8565 4.9491 8.5531 
UP 95% CI 0.3826 1.8750 0.9022 5.1471 8.9353 
SD 0.4682 0.9269 0.3513 1.5240 2.9418 
C.V. 145.51 52.829 41.018 30.793 34.395 
MINIMUM 0.0000 1.0000 0.0000 1.0000 3.0000 
MEDIAN 0.0000 1.0000 1.0000 5.0500 9.0000 
MAXIMUM 1.0000 4.0000 1.0000 7.9000 15.000 
BIASED VAR 0.2182 0.8554 0.1229 2.3124 8.6168 
SKEW 0.7632 0.7811 -2.0340 -0.3524 0.0334 
KURTOSIS -1.4175 -0.7800 2.1372 -0.3766 -0.6726 



157 

SEX SIZ10 SIZ1000 SIZ101 USCIT 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 121 45 99 58 209.65 
LO 95% CI 0.4611 0.1440 0.3660 0.1956 0.8748 
MEAN 0.5261 0.1957 0.4304 0.2522 0.9115 
UP 95% CI 0.5911 0.2473 0.4949 0.3087 0.9482 
SD 0.5004 0.3976 0.4962 0.4352 0.2821 
C.V. 95.119 203.20 115.28 172.58 30.954 
MINIMUM! 0.0000 0.0000 0.0000 0.0000 0.0000 
MEDIAN 1.0000 0.0000 0.0000 0.0000 1.0000 
MAXIMUM 1.0000 1.0000 1.0000 1.0000 1.0000 
BIASED VAR 0.2493 0.1574 0.2452 0.1886 0.0793 
SKEW -0.1045 1.5344 0.2810 1.1414 -2.9233 
KURTOSIS -1.9891 0.3544 -1.9210 -0.6973 6.5634 

WORKEXP X18 X19 X20 X21 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 2040.1 1645 1366 1364 1697 
LO 95% CI 7.9944 6.8910 5.6456 5.6229 7.1145 
MEAN 8.8701 7.1522 5.9391 5.9304 7.3783 
UP 95% CI 9.7458 7.4134 6.2327 6.2379 7.6421 
SD 6.7398 2.0105 2.2595 2.3669 2.0304 
C.V. 75.984 28.111 38.045 39.911 27.519 
MINIMUM 0.1700 1.0000 0.0000 1.0000 1.0000 
MEDIAN 8.0000 8.0000 7.0000 7.0000 8.0000 
MAXIMUM 43.000 9.0000 9.0000 9.0000 9.0000 
BIASED VAR 45.228 4.0247 5.0833 5.5778 4.1047 
SKEW 1.5173 -1.5080 -0.5662 -0.5031 -1.5908 
KURTOSIS 3.2714 1.5639 -0.8172 -0.9733 1.7258 

X22 X23 X24 X25 X26 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 1643 1679 820 1601 1072 
LO 95% CI 6.8946 7.0751 3.2619 6.7272 4.3571 
MEAN 7.1435 7.3000 3.5652 6.9609 4.6609 
UP 95% CI 7.3924 7.5249 3.8686 7.1945 4.9646 
SD 1.9155 1.7312 2.3350 1.7984 2.3378 
C.V. 26.815 23.715 65.493 25.836 50.158 
MINIMUM 1.0000 1.0000 1.0000 1.0000 1.0000 
MEDIAN 8.0000 8.0000 3.0000 7.0000 4.0000 
MAXIMUM 9.0000 9.0000 9.0000 9.0000 9.0000 
BIASED VAR 3.6533 2.9839 5.4284 3.2202 5.4415 
SKEW -1.3744 -1.5106 0.7258 -1.1693 0.1412 
KURTOSIS 1.3560 2.1505 -0.6469 0.9291 -1.2399 
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X27 X28 X29 X30 X31 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 1294 634.52 1555.8 1302.7 1317 
LO 95% CI 5.3362 2.5136 6.4772 5.3327 5.4190 
MEAN 5.6261 2.7588 6.7642 5.6638 5.7261 
UP 95% CI 5.9159 3.0040 7.0512 5.9948 6.0332 
SD 2.2310 1.8874 2.2088 2.5483 2.3640 
C.V. 39.655 68.413 32.655 44.993 41.284 
MINIMUM 1.0000 1.0000 1.0000 1.0000 1.0000 
MEDIAN 6.0000 2.0000 7.0000 6.0000 6.0000 
MAXIMUM! 9.0000 9.0000 9.0000 9.0000 9.0000 
BIASED VAR 4.9558 3.5467 4.8577 6.4657 5.5641 
SKEW -0.3387 1.2215 -1.2323 -0.4417 -0.4203 
KURTOSIS -0.8194 0.9370 0.5366 -1.0911 -0.8612 

X32 X33 X34 X35 X36 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 1081 974.24 1024 1259 1017.4 
LO 95% CI 4.3550 3.9365 4.1652 5.1958 4.1037 
MEAN 4.7000 4.2358 4.4522 5.4739 4.4236 
UP 95% CI 5.0450 4.5351 4.7391 5.7520 4.7434 
SD 2.6551 2.3037 2.2085 2.1406 2.4619 
C.V. 56.491 54.385 49.606 39.106 55.653 
MINIMUM 1.0000 1.0000 1.0000 1.0000 1.0000 
MEDIAN 4.0000 4.0000 4.0000 6.0000 4.0000 
MAXIMUM 9.0000 9.0000 9.0000 9.0000 9.0000 
BIASED VAR 7.0187 5.2838 4.8564 4.5624 6.0344 
SKEW 0.1076 0.3828 0.2761 -0.4914 0.1466 
KURTOSIS -1.3939 -0.8893 -0.8728 -0.6490 -1.2729 

X37 X38 X39 X40 X41 
N 230 230 230 230 230 
MISSING 0 0 0 0 0 
SUM 1239 1048.6 944.10 1072.7 1054.6 
LO 95% CI 5.0600 4.4609 3.9898 4.5766 4.4859 
MEAN 5.3870 4.5590 4.1048 4.6638 4.5852 
UP 95% CI 5.7139 4.6570 4.2198 4.7509 4.6844 
SD 2.5168 0.7548 0.8853 0.6710 0.7638 
C.V. 46.720 16.556 21.568 14.388 16.658 
MINIMUM 1.0000 1.0000 1.0000 2.0000 1.0000 
MEDIAN 6.0000 5.0000 4.0000 5.0000 5.0000 
MAXIMUM 9.0000 5.0000 5.0000 5.0000 5.0000 
BIASED VAR 6.3068 0.5672 0.7804 0.4483 0.5808 
SKEW -0.4217 -2.0636 -1.0009 -2.1769 -2.0861 
KURTOSIS -1.1284 4.5196 1.0030 4.4853 4.5759 
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X42 X43 X44 X45 X46 

N 230 230 230 230 230 

MISSING 0 0 0 0 0 

SUM 682.97 1016.4 652 573.49 670.92 

LO 95% CI 2.7835 4.2973 2.6511 2.3377 2.7310 

MEAN 2.9694 4.4192 2.8348 2.4934 2.9170 

UP 95% CI 3.1553 4.5412 3.0185 2.6492 3.1030 

SD 1.4308 0.9386 1.4138 1.1991 1.4317 

C.V. 48.183 21.240 49.873 48.088 49.082 

MINIMUM 1.0000 1.0000 0.0000 1.0000 1.0000 

MEDIAN 3.0000 5.0000 3.0000 2.0000 3.0000 

MAXIMUM 5.0000 6.0000 5.0000 5.0000 5.0000 

BIASED VAR 2.0382 0.8772 1.9901 1.4315 2.0410 

SKEW -0.0179 -1.8766 0.1826 0.4115 0.1014 

KURTOSIS -1.3580 3.4686 -1.2492 -0.8051 -1.3152 

X47 X48 X49 X50 X51 

N 230 230 230 230 230 

MISSING 0 0 0 0 0 

SUM 763.32 835.26 701.19 609.65 1049 

LO 95% CI 3.1454 3.4726 2.8808 2.4776 4.4481 

MEAN 3.3188 3.6316 3.0487 2.6507 4.5609 

UP 95% CI 3.4921 3.7906 3.2166 2.8237 4.6737 

SD 1.3343 1.2239 1.2923 1.3316 0.8683 

C.V. 40.206 33.703 42.390 50.237 19.038 

MINIMUM 1.0000 1.0000 1.0000 1.0000 0.0000 

MEDIAN 4.0000 4.0000 3.0000 2.0000 5.0000 

MAXIMUM 5.0000 5.0000 5.0000 5.0000 5.0000 

BIASED VAR 1.7727 1.4915 1.6629 1.7654 0.7506 

SKEW -0.2438 -0.4856 -5.825E-03 0.3027 -2.4741 

KURTOSIS -1.1893 -0.8529 -1.1036 -1.1231 6.6811 

X52 X53 YRSEDUC SELINCO DECFRAUD 

N 230 230 230 230 230 

MISSING 0 0 0 0 0 

SUM 915.96 575.51 3978.8 6505.2 6084.9 

LO 95% CI 3.8299 2.3673 17.101 27.441 26.088 

MEAN 3.9825 2.5022 17.299 28.284 26.456 

UP 95% CI 4.1351 2.6371 17.497 29.126 26.824 

SD 1.1746 1.0380 1.5231 6.4863 2.8316 

C.V. 29.494 41.485 8.8046 22.933 10.703 

MINIMUM 1.0000 1.0000 15.000 10.000 13.000 

MEDIAN 4.0000 2.0000 17.000 28.000 27.000 

MAXIMUM 5.0000 4.0000 24.000 45.000 30.000 

BIASED VAR 1.3736 1.0728 2.3098 41.890 7.9830 

SKEW -0.9706 0.0293 1.3933 0.1002 -1.2024 

KURTOSIS -0.0638 -1.1523 2.0921 -0.0597 1.8824 
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INRELIDE PSYCHO 
N 230 230 
MISSING 0 0 
SUM 6988.1 27 
LO 95% CI 28.893 0.0755 
MEAN 30.383 0.1174 
UP 95% CI 31.874 0.1593 
SD 11.471 0.3226 
C.V. 37.755 274.80 
MINIMUM 2.5200 0.0000 
MEDIAN 29.915 0.0000 
MAXIMUM 63.200 1.0000 
BIASED VAR 131.02 0.1036 
SKEW 0.1809 2.3773 
KURTOSIS -0.2901 3.6515 
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