
 

 
 

 
 

 

 

 

 

 

International Journal of Ethics & Society (IJES) 
Journal homepage: www.ijethics.com 

Vol. 1, No. 3 (2019) 

 

 

 

 

 

 Corresponding Author: Email: Skhayatmoghadam@gmail.com 
Received: 11 Apr 2019, 

Accepted: 19 Jun 2019  
 

37   
Available at:  www.ijethics.com 

 

 

(Original Article) 

Predicting Professional Ethics Based on Organizational Culture 
 

Saeed Khayat-Moghadam 
  

Dept. of Management, Mashhad Branch, Islamic Azad University, Mashhad, Iran 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 
 

 
 
 
 
 

Introduction 
 

Attention to the ethic and principles of ethic 
which is developed in each society according to 
the type of culture of that society is one of the 

factors of the society's success (1). Observing 
ethic and preserving ethical values have become 
one of the most important phenomena that are 

Abstract 
 

Background: Nowadays, one of the aspects of power and distinction of organizations is the enjoyment of 
desirable organizational culture. The organizational culture of each complex is the full representation of the 
organization, which shows the inner and outer face of the commitment of the employees to principles of 
ethics. Professional ethic is related to values and norms and is one of the most important issues that have 
been considered in different areas of the modern world. Therefore, the purpose of this research is to predict 
professional ethics with respect to organizational culture. 
Method: The research method is descriptive-correlation. The statistical population consists of 230 people 
who are the employees of Islamic Azad University, Mashhad Branch and the sample size was determined 103 
people using Cochran formula with 95% confidence level and a Stratified Random Sampling method. Stand-
ard questionnaires were used to collect data. The obtained data were analyzed using Smart PLS and SPSS 
structural equation modeling. 
Results: Findings of the research indicate that the components of perceived organizational culture have a 
significant effect on the dimensions of professional ethic including accountability, honesty, justice, fairness, 
loyalty, respect for others, competition, sympathy, respect for values. Also, based on the multiple regression 
analysis, components of organizational culture predict all dimensions of employee ethic and finally, it can be 
concluded that the professional ethic of the employees are at a favorable level. 
Conclusion: The results of the present research illustrate that the components of organizational culture pre-
dict the dimensions of professional ethics of the employees. 
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considered in many organizations. Principles of 
ethic have become part of official politics and 
informal cultures of organizations (2). Today, the 
ever-increasing complexity of organizations and 
increase in the level of unethical and illegal be-
havior in the workplace have made it imperative 
for managers and leaders to create and maintain 
professional ethic in all organizations (3). The 
importance of professional ethics in organiza-
tions that provide professional services is of par-
amount importance (4). Professional ethics is a 
kind of moral commitment and conscientious-
ness to any kind of work, duty, and responsibility. 
Ethicalness profession is a result of knowing, 
wanting, gaining, and attitude (5). In other words, 
the purpose of professional ethics is a set of rules 
that must be followed by people voluntarily on 
the basis of their conscience and nature in the 
pursuit of professional activities without a need 
for external requirements or in case of violations 
of legal penalties (6). Professional ethic in the 
strategic approach is defined as the ethical re-
sponsibilities of the organization and the firm for 
the direct and indirect environment, which has 
been considered in the last decade. The sover-
eignty of the professional ethics benefits the or-
ganization in domestic aspect, improving rela-
tions, promoting the atmosphere of understand-
ing, reducing conflicts, increasing the commit-
ment and accountability of the employees and 
reducing the costs of control, and from the view-
point of social responsibility by increasing legiti-
macy, it affects ethic commitment considering 
the importance of the beneficiaries, increasing 
revenue, profitability and improving the competi-
tive advantage and organizational success (7). 
Professional ethic is a set of norms that are ex-
pected of the business owners, that is, they are 
expected to, in addition to complying with the 
general ethics, observe a series of values that are 
specific to their job, for example, a teacher is ex-
pected to be compassionate, an attorney to be 
trustable, a doctor to be reliable and a seller to be 
honest (8). Professional ethic is an important 
branch of applied ethics that addresses the neces-
sities of life in new societies and is the point of 
convergence between ethic and professional 

practice in interact with society. Professional de-
velopment is an internal matter related to values 
and norms. In other words, professional ethic is 
the commitment of the mental, psychological, 
and physical energy of a person or a group to a 
collective idea that is aimed at gaining the power 
and inner talent of a group or individual for de-
velopment (9). It is based on this concept that 
the set of rules and ethic should be adhered to in 
any profession. Today, more than before, ethics 
and social responsibility of managers have been 
considered by management scholars. It is clear 
that any manager's decision sooner or later van 
change the fate of all the institutions of society in 
a small or large amount. It is worth noting that in 
today's world and modern societies, the creation 
of scientific advances and the provision of the 
relative welfare of human beings has been a suc-
cessful procedure, but advance human morality 
was neglected. Esoteric and ethical gaps in con-
temporary societies have also been a constant 
concern for humanity. Ethic is one of the most 
important issues that have been considered today 
to link the values of the traditional world and the 
modern world in different areas. Organizations, 
as the dominant parts of today's societies, are one 
of the most widespread areas that have recently 
witnessed the emergence and development of 
ethical approaches. The weakness of the ethical 
system leads to a reduction in communications 
and an increase in losses in the organization. 
When professional ethics prevail in the organiza-
tion, the flow of information is easily facilitated 
and the manager is informed of the incident be-
fore it occurs. One of the challenges faced by 
efficient managers at different levels is how to 
create a suitable platform for human factors 
working in all professions so that they work with 
the sense of responsibility and commitment to 
issues in their community and profession, and the 
ethical principles governing their profession and 
career (10). In other words, there must be a bal-
ance between the economic and social functions 
of the organization. It seems that the manager in 
the organization can overcome this challenge is 
through applying ethical management in the or-
ganization (11). Because organizational morality 
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is based on trust building, and weakness in the 
ethical system and tendency towards distrust 
leads to a reduction in communications and an 
increase in organizational losses, which ultimately 
lead the management to feed back control. In this 
way, the positive energy of the organization turns 
into negative. Therefore, the knowledge that can 
act as a catalyst for the rationalization of an or-
ganization based on humanistic attitudes is pro-
fessional ethic. Professional ethics is, in fact, a 
rational thinking process aimed at realizing what 
values, at what time and how, should be pre-
served and promoted in organizations (12). Or-
ganizational culture as an internal system is able 
to guarantee ethical performance in employees 
and create an acceptable ethical system without 
requiring external levers. The role of organiza-
tional culture is significant in functions, behav-
iors, decisions, choices, encounters and commu-
nications. As the organizations are more and 
more paying attention to social responsibility 
which is one of the important dimensions of pro-
fessional ethic, investigating this issue can moti-
vate organizations to focus on organizational cul-
ture. Organizational culture is an important moti-
vation to pay more attention to society as the 
main beneficiary of organizational activities. Over 
the decades, researchers have acknowledged that 
culture influences the ways in which employees 
behave. Also, under many conditions of the work 
environment, informal culture, norms, and ex-
pectations affect the employees' behavior even 
more than formal rules (13). Organizational cul-
ture has an impact on all aspects of the organiza-
tion: based on common beliefs and values, it 
gives power to organizations, affects the attitude 
of individual behavior, motivation and job satis-
faction, the level of commitment of human re-
sources, designing organizational structures and 
organizational systems, targeting, formulating and 
implementing policies and strategies (14). Organ-
izational culture is a factor that, on one hand, 
links the internal components of the organization 
and, on the other hand, is the factor separating 
the organization from other organizations (15). 
Therefore, it is only appropriate and flexible or-
ganizational culture that can gradually change the 

pattern of interaction between individuals in the 
organization (16). According to research, profes-
sional ethic can be considered as one of the most 
important organizational needs that has increased 
in recent years with the increase of ethical prob-
lems; the promotion of professional ethics 
among employees of organizations has become 
important and there is no doubt that there is a 
need for a suitable platform for the growth of 
ethical qualifications. Therefore, based on this 
fact and given the importance of leading the soci-
ety towards getting progressive and advanced, 
this important issue has to be addressed and ethi-
cal standards in the organizations should be ob-
served. The elaboration of the ethical code of the 
employees, which includes the cultural values of 
the society and the interests of the organization, 
is one of the important areas in which the mem-
bers of the organization follow a general ethical 
and value orientation and create a cohesive cul-
ture in the organization (17). Formulating the 
Principles of Professional Ethics of the employ-
ees, which includes Cultural Values of the society 
and the ethic of the organization are one of the 
important areas based on which the organization 
members follow a general moral and value guide-
line and model and an integrated culture is 
formed in the organization (17). Organizational 
culture can also be used as a powerful leverage to 
strengthen organizational behavior. A weak or-
ganizational culture prevents individuals from 
trying to keep their personal strength and effi-
ciency in sharing their knowledge. Organizational 
culture can be considered as a model of shared 
values and beliefs that helps members of the or-
ganization gain understanding of organizational 
performance and provide norms for employee 
behavior in the organization (18). In fact, organi-
zational culture is a social concept that induces a 
common sense to a given group at a given time 
(19). Addressing professional ethic in the com-
munity's major programs is a priority, and the 
university, as a research and educational center, 
must be ethical in interacting with students, pro-
fessors, employees and the outside world. Fur-
thermore, paying attention to the strategic role of 
the university in promoting professional ethic in 
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businesses and organizations, illustrates the ethics 
of the organization of the university. In order to 
institutionalize ethics, the university needs a con-
tinuous and effective promotion of ethics in its 
organizational culture in all its components (20). 
Due to the importance of higher education and 
Educational Ethic in the development of the 
country, it is essential that some studies be con-
ducted in this regard and examined, but unfortu-
nately, little research has been carried out on eth-
ics in higher education in Iran and this is especial-
ly true given the impact of organizational culture 
on work ethic. Based on research, professional 
ethic education is one of the most important ed-
ucational needs in the academic field which has 
become more important in recent years due to 
increasing moral hazard issues, promoting pro-
fessional ethic among faculty members and stu-

dents. Obviously, there is an increasing need for 
ethical education in the growth of ethical qualifi-
cations of faculty members and the university 
staff. Therefore, on the basis of this fact and giv-
en the importance of educating students and 
leading the society towards becoming progressive 
and advanced by the future students of this coun-
try, this important issue has been taken into con-
sideration and also it is necessary to make sure 
that all the university staff observe professional 
ethic.  
Therefore, the purpose of this study is to predict 
professional ethic with regard to the components 
of perceived organizational by the Islamic Azad 
University, Mashhad Branch staff. Accordingly, 
after studying and reviewing the research litera-
ture, the conceptual model of the research was 
designed and presented in Fig. 1. 

 
 

 

 

 

 

 

 
 
                 
 
 
 
 
 
 
 
 
 
 
 

Fig. 1: Conceptual model of the research 
 

Materials & Methods 
 
This research is applied in terms of purpose, and 
is descriptive-correlational in terms of type and 
analysis. The statistical population in this research 

is all employees of Islamic Azad University, 
Mashhad Branch with 230 people and Strati-
fied Random Sampling Method is suitable. The 
Cochran formula was used to sample the research 
population. According to Cochran formula and at 
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5% error level, the sample size was 103. Demo-
graphic characteristics: Descriptive statistics are 
used for demographic data as frequency tables 
and bar graphs using Excel software. Gender-
related data showed that 13% of the employees 
were women and 86% of the men were men. The 
data collected in relation to the age of the re-
spondent indicate that 1% of the audience is un-
der the age of 30 (young), 33% of the audience is 
between the ages under 31-40 (middle aged), 49% 
of the audience are between the ages of 40-50 
years old, and 16% of the audience are more than 
50 years old. The data related to the educational 
level of the research audience showed that 22% 
of the audience hold an associate degree and 
lower, 38% of the audience hold a bachelor's de-
gree, and 39% of audiences hold a Master’s de-
gree or higher. 

The data collection instrument is a questionnaire. 
Organizational culture questionnaire is used to 
measure organizational culture variable. This 
questionnaire consists of 26 questions and in-
cludes four subscales of engagement in work, 
adaptability, adaptability, mission, in which each 
subscale consists of 5 items.  
To measure the variable of professional ethics a 
professional ethic questionnaire in the organiza-
tion has been used that includes 16 grades and 8 
subscales (accountability, honesty, justice and 
fairness, loyalty, supremacy, competitiveness, re-
spect for others, sympathy with others, and ob-
servance and respect for social values and 
norms). The type of scale used in them has been 
graded in the Likert spectrum. The reliability of 
the questionnaire is shown in Table 1. 

 
Table 1: The reliability of the questionnaires of the research 

 
Cronbach's Alpha Coefficients No. Of 

Questions 
Questionnaire  

0/809 16 Professional Ethic 

0/824 26 Organizational Ethic 

 
 
The data analysis method is quantitative, and for 
analyzing the collected data, SPSS and PLS were 
used. 
 

Results 
 
Inferential statistics with the help of software are 
used to analyze the data collected from the statis-
tical sample for each of the questions. To exam-
ine the hypothesis of the research, considering 
the assumption of normalization, Pearson corre-
lation coefficient and SPSS and PLS software are 
used. 
To use the appropriate statistical techniques, 
firstly, it is necessary to determine whether the 
collected data is normal or abnormal in distribu-
tion, at this stage, we examine the results of the 

Kolmogorov Smirnov test for each of the varia-
bles, and we will take appropriate tests to investi-
gate the accuracy of the research questions based 
on the results. 
 
 H 0:  Data does not have normal distribution. 

 H 1: Data is normally distributed. 

 

 

The results of the above table show that the ob-
servations related to the research questionnaire 
are normal. In other words, the significance level 
of the above mentioned test is more than 0.05. 
Therefore, the hypothesis is not rejected in the 
Kolmogorov-Smirnov test and the hypothesis of 
the normalization of the observations is accepted 
with 95.0 confidence.  
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Table 2: The results of normal data 
 

  Organizational 
Culture 

Professional 
Ethic 

N 104 104 

Normal Parametersa,b Mean 2.965 3.894 

Std. Deviation 0.489 0.466 

Most Extreme Differences Absolute 0.062 0.097 

Positive 0.049 0.097 

Negative -0.062 -0.084 

Test Statistic 0.062 0.097 

Asymp. Sig. (2-tailed) 0.200 0.217 
 

Regarding the fitted structural model, the coeffi-
cient of model determination is 0.595, which in-
dicates that 59 percent of the changes in the de-
pendent variable of professional ethic are ex-
plained by the independent variable of organiza-
tional culture. For fitting the model, two conver-
gence and differential credentials are used. In or-

der to obtain convergent validity, values greater 
than 0.5 represent the integrity or internal validity 
of the measurement models. The value of the 
extracted variance of the AVE is related to the 
structures. Since the numbers in Table (3) are 
more than 0.5, the validity of the measuring in-
strument is acceptable. 

 

Table 3: The rate of goodness-of-fit of the model 
 

The amount of 
variance extracted 

Component 

0.574 Adaptability 

0.568 Engagement 

0.558 Mission 

0.571 Compatibility 

0.580 Respect 

0.690 Superiority 

0.757 Observing Values 

0.772 Honesty 

0.567 Justice 

0.737 Responsibility 

0.577 Sympathy 

0.710 Loyalty 

0.654 Organizational Culture 

 
According to Table (4), which shows the correla-
tion between the dimensions of the research vari-
ables, to obtain divergent validity, the correlation 
between the two of the items is less than 0.9, 
based on which the overlap between the dimen-

sions of the variables of the research in form of 
differential validity are confirmed, as a result of 
which the validity of the structure of the model is 
confirmed. 
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Table 4: Differential validity of factor analysis 
 

  Adapta-
bility 

Engage-
ment 

Mission Compati-
bility 

     

Adaptability 1.000         

Engagement  0.517 1.000        

Mission 0.661 0.570 1.000       

Compatibility 0.626 0.607 0.545 1.000      

  Socialization Exterioriza-
tion 

Combina-
tion 

Internaliza-
tion 

Organizational 
Culture 

    

Respect 1.000         

Superiority  0.277 1.000        

Observing Values 0.386 0.330 1.000       

Honesty 0.256 0.216 0.622 1.000      

Justice 0.304 0.120 -0.055 -0.012 1.000     

Responsibility 0.424 0.297 0.485 0.755 0.089 0.336 1.000   

Sympathy  0.513 0.249 0.435 0.300 0.115 0.684 0.417 1.000  

Loyalty 0.326 0.281 0.322 0.501 -0.001 0.293 0.493 0.248 1.000 

 
Investigating the effect of organizational culture 
on the professional ethics in Table 5 shows that 
this path coefficient is estimated at 0.733. Con-
sidering the value of the partial index (p-value), 
which is equal to 0.000, as well as the significance 
number (t-value) of 20.851, which is less than 
0.05 and more than 1.96, respectively, it can be 
concluded that this path coefficient is significant 
at the error level of 0.05; that is, organizational 
culture has a positive and significant effect on 
professional ethics. The value of the Pearson cor-

relation coefficient between the two variables 
mentioned (organizational culture and profes-
sional ethic) is 0.730, and given the significance 
level of 0, 000 it can be concluded that there is a 
significant correlation, in other words, the zero 
hypothesis that there is no relation between the 
two variables of organizational culture and pro-
fessional ethic is rejected. Therefore, hypothesis 1 
based on the relation between the organizational 
culture of professional ethics is accepted. 

 

Table 5: Results of analysis of research variables 
 

Direct Path Path 

Coefficient 

Level of 

Significance 

No. of 

Significance 

(Test statistic) 

The 

correlation 

coefficient 

Result 

Organizational Culture 

→ Professional Ethic 

0/733 0/000 20/851 0/730 confirmation 

 

Discussion 
 

The findings indicate that organizational culture 
has a positive and significant effect on profes-
sional ethic. In order to know the organization 
and to evaluate the behavior and function of the 
members of an organization, an understanding of 
organizational culture is considered to be a fun-
damental step since, using leverage of culture, it 

is easy to make changes in performance and new 
perspectives can be sustained.  
The researchers concluded that organizational 
culture has more to do with individual culture 
and managers need to pay more attention to the 
characteristics of organizational culture to create 
perceptions of justice (21). Therefore, paying at-
tention to a strong organizational culture seems 
necessary for the organization and appropriate 
utilization of that is a critical and vital issue for 
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the organization. Professional ethic in the strate-
gic attitude is the organization's responsibility for 
the rights of all environmental elements, both 
internal and external, which plays a strategic role 
in the success of the organization.  
Non-strategic attitude is an imperfect, deficient, 
and minimalist perception of professional ethic 
that reduces its comprehensiveness and lowers it 
to the level of ethical responsibility of the indi-
vidual (22). In an article named "Work ethic, a 
necessity for the organization" the researchers 
conclude that observance of work ethics in the 
organization is necessary so that the organization 
does not conflict with society and guarantee long-
term interests by making reasonable and wise de-
cisions. What must be considered in the context 
of the concept of work ethics is that firstly, work 
ethics embraces individual morality and career 
ethics, but goes beyond both and observes the 
organization as a legal entity. For this reason, 
corporate responsibility is given to strategic exec-
utives; Thirdly, what distorts organizational ethic 
issues is an issue-centered approach (23). The 
results of the researchers show that psychological 
capital can predict professional ethics, which is a 
kind of moral commitment and conscientious-
ness to any kind of work, duty, and responsibility 
(5). Other researchers in a study named "Investi-
gating the Consequences of Organizational Ethi-
cal Values" conclude that the ethical values of the 
organization positively affects procedural justice 
and distributive justice. Procedural justice and 
distributive justice have a positive effect on or-
ganizational commitment of employees. Organi-
zational commitment positively affects employ-
ees' ethical behavior. Also, ethical behavior posi-
tively affects the aspect of adolescence and altru-
ism of organizational citizenship behaviors (24). 
In other studies, explanation of the relationship 
and the impact of organizational culture on or-
ganizational trust has been done. The results 
show that the constructive norms of behavior are 
both a predictor of trust and an impact on organ-
izational trust, and the organizations that want to 
create a culture of trust should gradually inject 
the norms of cultural success, self-flourishing, 

humanistic motivations, and engagement behav-
iors into their organization (25).  
Professional ethics is a process of rational think-
ing that is a set of accepted ethical actions and 
reactions that are set by professional organiza-
tions and assemblies to provide the most desira-
ble social relations for their members in perform-
ing professional tasks. Accordingly, the present 
study aimed to examine the coefficient of the ef-
fect of organizational culture on professional eth-
ic. 
Practical suggestions: 

- Encouraging the units and employees to coor-
dinate and integrate with each other in solving 
problems and achieving goals. 

- Organizing in-service training programs to in-
crease staffing skills and abilities, and place val-
ues, ideologies and culture as a permanent part of 
education. 

- The ethical charter of the organization should 
be clearly and explicitly explained to all employ-
ees. 
 

Conclusion 
 
The findings of the present study revealed that 
professional ethic and paying attention to ethic in 
the organization can lead to increased social re-
sponsibility and organizational accountability, 
which points to the importance of paying atten-
tion to ethical issues in the organization. Consid-
ering the key role of organizational culture in the 
promotion and development of professional eth-
ics, it seems that managers and authorities should 
pay particular attention to these variables and, by 
removing barriers, provide the necessary frame-
work for institutionalizing ethic and promoting 
organizational culture. Organizational culture is 
one of the main factors that assesses the identi-
ties and values of individuals inside the organiza-
tion within the organization environment (26). 
Organizational culture can be considered as a 
model of shared values and ideas that helps the 
members of the organization to gain organiza-
tional understanding of organizational operations 
and Provides norms for employee behavior in the 
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organization (27). The roots of many of the be-
haviors and activities of managers and employees 
must be sought in ethics and ethical values. Giv-
en the vital role of organizations in today's socie-
ties, the expectations of societies, especially socie-
ties which are committed to ethical values have 
also increased. Failure to pay attention to these 
values in the management of organizations can 
lead to huge challenges for organizations (28). In 
fact, organizations' neglect of these issues and the 
failure to observe principles of ethic by them can 
question the legitimacy of the organization and 
its activities, as a result, affect the income and 
success of an organization. 
 

Ethical considerations 
 
In order to observe the principles of ethic as well 
as confidentiality of information and to ensure 
the confidence of respondents, the principle of 
confidentiality was adopted and the respondents 
were asked not to insert their names on distribut-
ed questionnaires in order to ensure their answers 
remain confidential. 

 

Acknowledgement 
 
We would like to thank all the staff of Islamic 
Azad University, Mashhad Branch and appreciate 
their help in answering the distributed question-
naires. 

 

References  
 

1. Farmahini Farahani M, Maleki M, FazelAlaf A 
(2014). Identify and codify the components 
student code of ethics. Ethics in Science & Tech-
nology, 9(3): 1. (In Persian). 

2. Bogt T, Raaijmakers Q, Wel F (2014). Socialization 
and development of the work ethic among ad-
olescents and young adults. Journal of Vocational 
Behavior, 6(6): 420- 437. 

3. Ghasemzadeh A, Zavvar T, Mahdiuon R, Rezaee 
A (2014). Relation between professional ethics 
with social responsibility and individual ac-
countability: mediating role of serving culture. 

Ethics in Sciences & Technology, 9 (2): 69-76. (In 
Persian). 

4. Ahmadi F (2014). Evaluation of effective factors 
on professional ethics of service organizations. 
Ethics in Sciences & Technology, 8(3): 1-10 (In Per-
sian). 

5. Ameli M  (2010). The theoretical approach to 
knowledge of professional ethics. Journal of Eth-
ics Research, 1 (4): 113-148. (In Persian). 

6. Moberg DJ, Seabright MA (2000). The develop-
ment of moral imagination. Business Ethics Quar-
terly, 10 (4): 845-851. 

7. Beikzade J, Sadeghi M, Ebrahimpour D (2012). A 
survey on effective organizational factors on 
employees' professional ethic development. 
Ethics in science and Technology, 7 (2):57-66. (In 
Persian). 

8. Azizi SH (2014).Intermediary, moderator, and in-
tervening variables in marketing research: the 
concept of differences, tests and statistical pro-
cedures. Quarterly Journal of Research in New Mar-
keting Research, (9):151-174. 

9. Cadozier V(2002). The moral profession: A study 
of moral development and professional ethics 
of faculty. Available at: www.proquest.com. 
Accessed: May 12, 2013. 

10. Ahmadi F (2013). Evolution factors impact on 
professional ethics in service organization. Eth-
ics in Science & Technology, 8(3): 35-42.(In Per-
sian). 

11. Sadeghi A, Khamrnia M (2013). Professional eth-
ics in the management of the underlying health 
of the patient’s rights. Journal of Medical Ethics, 
7(24): 163-175. (In Persian). 

12. Sadeghi A, Shalbaf M.(2007). Professional ethics in 
health management. Ethics in Science & Technolo-
gy, 2(3, 4): 99.( In Persian). 

13. Hall AT, Ferris GR (2010). Accountability and ex-
tra-role behavior. Employ Response Rights Journal, 
23: 131-144. 

14. Chamdan P (2013). Influence analysis of organiza-
tional culture organizational commitment job 
and satisfaction organizational citizenship be-
havior (OCB) toward improved organizational 
performance. International Journal of Business, 
Humanities and Technology, 3(5): 86-100. 

15. Weiling Ke, KwokKee W (2008).Organizational 
culture and leadership in ERP implementation. 
Available at: www.sciencedirect.com. Accessed: 
20 Feb 2007.  

 [
 D

ow
nl

oa
de

d 
fr

om
 m

ai
l.i

je
th

ic
s.

co
m

 o
n 

20
26

-0
2-

16
 ]

 

                             9 / 10

http://pirweb.org/pir07c_ethics.htm.%20Accessed:
https://mail.ijethics.com/article-1-23-en.html


 Khayat-Moghadam S.  

International Journal of Ethics & Society (IJES), (2019) Vol. 1, No. 3 

46 
Available at:  www.ijethics.com 

16. Bhatt GD (2002). Management strategies for indi-
vidual knowledge and organizational 
knowledge. Journal of Knowledge Management, 6 
(1): 31. 

17. Baharifar E, JavaheriKamel M (2010). The conse-
quences of ethical values. Police Human Develop-
ment Journal, 7(28): 25- 108. (In Persian). 

18. Dwye S, Richard O, Chadwick K. (2003). Gender 
diversity in organizational culture. Journal of 
Business Research, 56(12): 1009-1019. 

19. Agbenyiga D (2011). Organizational culture influ-
ence on service delivery: A mixed methods de-
sign in a child welfare setting. Available 
at:www.sciencedirect.com.Accessed: 10 Octo-
ber, 2011.  

20. Salajegheh A,Safari S. (2016).Relationship between 
professional ethics and function of professors. 
Ethics in Science and Technology, 10 (3). (In Per-
sian). 

21. Azar A, Alipourdarvishi Z (2011). Designing a pat-
tern of relationship between organizations cul-
ture and individual culture with employees per-
ception of justice. Ethics in Science and Technology, 

3(4):5-15. (In Persian). 

22. Salavati A, Rostami Norozabadi S  (2013). Profes-
sional ethics & social responsibility in Hotel in-
dustry. Tourism Studies, 8(21): 107-143. (In Per-
sian). 

23. Amiri A, Mobini W. (2010). Work ethic, necessary 
for the organization. Journal of Moral Knowledge, 
1(4): 137-159. (In Persian). 

24. Schwarzwald J, Koslowsky M, Shalit B (1992). A 
field study of employees ‘attitudes and behav-
iors after promotion decisions. Journal of Applied 
Psychology, 77(4): 511-514. 

25. Made D (2013). The influence of personality and 
organizational culture on employee perfor-
mance through organizational citizenship be-
havior. International Journal of Management, 2(4): 
136-148. 

26. Amiri A, Mobini W (2010). Work ethic, necessary 
for the organization. Journal of Moral Knowledge, 
1(4): 137-159. (In Persian). 

27. Dwye S, Richard O, Chadwick K (2003). Gender 
diversity in organizational culture. Journal of 
Business Research, 56(12): 1009-1019. 

28. Rahmanseresht H, Rafiee M, Kosha M. (2007). 
Social responsibility, meta organizational ethics. 
Tadbir Journal, (204): 22-26. (In Persian). 

 

 
 

 
 

 

 

 

 [
 D

ow
nl

oa
de

d 
fr

om
 m

ai
l.i

je
th

ic
s.

co
m

 o
n 

20
26

-0
2-

16
 ]

 

Powered by TCPDF (www.tcpdf.org)

                            10 / 10

https://www.sciencedirect.com/science/journal/01907409/33/10
https://mail.ijethics.com/article-1-23-en.html
http://www.tcpdf.org

