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ABSTRACT: The purpose of this study is to investigate the relationships between organizational ethical
climate and political behavior on the basis of the faculty members’ perceptions. The sample of the study is comprised
of 440 faculty members employed at Mugla Sitki Kocman University. The data of the study were collected through
the Ethical Climate Questionnaire and the Political Behavior Questionnaire. In the analysis of the data, descriptive
statistics, t-test, ANOVA, LSD test, and multiple regression analysis were employed. The findings of the study
revealed that the faculty members have a medium level of ethical climate perception and political behavior perception,
and the faculty members’ ethical climate perception is a significant predictor of their political behavior perception.
There are no significant differences among faculty members’ organizational ethical climate and political behavior
perceptions regarding their gender and academic rank. The results of the study have provided opportunities for the
executives of higher education to develop better policies and practices regarding ethical climate and political
behaviors.

Keywords: Organizational ethical climate perception, political behavior perception, higher education, faculty
members

OZ: Bu galismanin amac1 6gretim elemanlarmnin algilarma dayali olarak drgiitsel etik iklim ile politik davranis
arasindaki iliskileri belirlemektir. Arastirmanin 6rneklemini Mugla Sitki Kogman Universitesi’nde gorevli 440
dgretim eleman1 olusmaktadir. Arastirmanin verileri Etik Iklim Olgegi ve Politik Davramis Olgegi’nin drnekleme
uygulanmasi ile elde edilmistir. Arastirmanin verileri betimsel istatistikler, t-testi, ANOVA testi, ¢oklu regresyon
analizi kullanilarak ¢6ziimlenmistir. Arastirma bulgular1 6gretim elemanlarinin orta diizeyde bir etik iklim ve politik
davranig algisina sahip olduklarmi ve etik iklim algisinin politik davranig algisinin anlamli bir yordayicist oldugunu
ortaya koymustur. Ogretim elemanlarinin etik iklim algilar1 ve politik davranis algilar1 cinsiyet ve akademik unvana
gore anlamli farklilik gostermemektedir. Aragtirma yiliksekogretim yoneticilerinin etik iklim ve politik davranig
konularinda daha iyi politika ve uygulamalar gelistirebilmelerine olanak saglayan sonuglar saglamaktadir.

Anahtar sozciikler: Orgiitsel etik iklim algisi, orgiitsel politik davranis algisi, yiiksekdgretim, 6gretim,
Ogretim elemanlari

1. INTRODUCTION

Maintenance of the voluntary efforts made by the members of organizations to improve
organizational goals and minimization of the attempts directed towards the prevention of the
accomplishment of organizational goals are closely connected with employees' having positive
or negative perceptions of some issues. One of the elements that can contribute to the
development of employees’ positive perception of their working environment is ethical climate
perception. The perceptions of employees of their working environment as a place where just
decisions are made and implemented can play an important role in the formation ethical climate
perception (Shalley et al., 2004). Positive ethical climate perception is expected to increase
organizational trust and reduce tendencies towards political behaviors that can endanger
organizational objectives and result in negative outcomes. In the following sections; a
comprehensive literature review is presented on the issues of organizational ethical climate,
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political behavior and the relationships between these two concepts to lay out the theoretical
context of the study.

1.1. Organizational Ethical Climate

Ethical climate is a popular framework for assessing the ethical characteristics of human
organizations. It emerged from the more general concept of organizational climate. Ethical
climates are conceptualized as general and pervasive characteristics of organizations, affecting a
broad range of decisions. Organizational ethical climate is viewed as the shared perception of the
members of the organization about how to deal with ethical problems and what an ethically
correct behavior should be (Akdogan and Demirtas, 2014).

Organizational ethical climate refers to a set of thoughts and principles shared by the
associates about which behaviors should be exhibited towards the staff and how to deal with
problems experienced in the ethical climate (Peterson, 2002a; Peterson, 2002b). These ideas are
converted to criteria to be used in identification, evaluation and solution of ethical problems and
give rise to a construct that can offer guidance to leaders in decision-making process (Suar and
Khuntia, 2004; Weber and Seger, 2002). Ethical climates identify the normative systems that
guide organizational decision making and the systemic responses to ethical dilemmas (Duh
Belak and Milfelner, 2010).

Ethical climate is a type of work climate that is best understood as a group of prescriptive
climates reflecting the organizational procedures, policies, and practices with moral
consequences. It is the employees’ perception of what constitutes right behavior, and thus
becomes a psychological mechanism through which ethical issues are handled. Ethical climate
influences both the decision-making and subsequent behavior in response to ethical dilemmas
(Martin and Cullen, 2006).

The first theoretical and experimental study in the field of ethical climate was conducted
by Victor and Cullen (1987, 1988). They utilized philosophical and sociological perspectives in
developing a theoretical basis for creating a measure of ethical climate. They used a two-
dimensional theoretical perspective to explain the different types of ethical climate that exist in
organizations (Figure 1). The first dimension, ethical criterion, maps on to the three major types
of ethical theory: egoism (i.e. maximizing self-interest), benevolence (i.e. maximizing joint
interests,) and principle or deontology (i.e. adhering to principles). The second dimension is
referred to locus of analysis which relates to who the referent is for one’s action. The three loci
of analysis include self (i.e. oneself), local (i.e. one’s organization or subunit), and cosmopolitan
(i.e. the environment external to the organization) (Victor and Cullen, 1987; 1988; Mayer et al.,
2009; Parboteeah et al., 2010). This three (ethical criteria) by three (loci of analysis) matrix
forms nine theoretical dimensions of ethical climate.

Figure 1: Ethical climate typology

Locus of Analysis

Ethical Criterions Self Local Cosmopolitan
Eqoism Self-Interest Company Profit Efficiency
9 (Instrumental)
Benevolence Friendship (Car|ing) Team Interest Social Responsibility
p | I Organization Rules and Laws and Professional
Principle ersonal morality Procedures Codes
(Independence) (Service) (Laws and Codes)

(Source: Victor and Cullen, 1988. The Organizational Bases of Ethical Work Climate. Administrative Science Quarterly 33:101-125.)
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Though the model indicates the existence of nine types of ethical climate, empirical
studies have revealed that in practice, mostly there are five types of ethical climate: instrumental,
caring, independence, service and laws and codes (Martin and Cullen, 2006; Peterson, 2002a).
In an instrumental ethical climate, organizational members look out for their own interests, even
to the exclusion of the interest of others who may be affected by their decisions. In caring
atmosphere, individuals perceive that decisions are and should be based on an overarching
concern for the well-being of others. They perceive that ethical concern exists for others within
the organization, as well as society at large. Independence climate indicates that individuals
believe they should act on deeply held, personal moral convictions to make ethical decisions.
The climate of law and rules is based on the perception that the organization supports principled
decision-making based on external codes such as the law or professional codes of conduct
(Martin and Cullen 2006). Service climate is based on the effects of decisions on customers;
always do what is right for customers (Wimbus et al., 1997).

Organizational ethical climate is not a construct coming into being on its own. Many
organizational and environmental antecedents such as personal interests, individual profits,
friendships, group concerns and interests, social responsibility, personal rights, rules, standards,
procedures, laws, and professional codes affect the formation of organizational ethical climate
(Mayer et al., 2009; Akdogan and Demirtas, 2014). When the functions of ethical climate are
considered, it becomes clear that it should not be allowed for these antecedents to haphazardly
affect ethical climate. This requires both regulations at the organizational level and conscious
efforts of executives of the organization.

The research has revealed that ethical climate perception is a powerful variable affecting
whether the organizational outcomes will be positive or negative (Martin and Cullen, 2006).
Employees develop positive attitudes towards organizations having clear standards to distinguish
ethical behaviors from unethical ones (Trevino et al., 2001; Valentine and Barnett 2003). Strong
organizational ethical climate contributes to the promotion of unity and solidarity and morale in
the organization (Mathieu and Zajac, 1990; Dickson et al., 2001). Moreover, the research have
shown that ethical climate is an important variable having profound impacts on organizational
commitment, job satisfaction, job performance, organizational trust, organizational justice,
turnover intention, organizational citizenship and burnout (Elgi, et al., 2015; Mumcu and Oven,
2016, Biite, 2011; Bulut, 2012; Kaplan, Ogiit, Karayel and Ilhan, 2013; Oriicii and Ozafsarlioglu,
2013; Podsakoff et al., 1996; Schwepker et al., 1997; Vardi, 2001; Weeks et al., 2004; Okpara,
2004; Jaramillo et al., 2006; Sagnak, 2005).

1.2. Political Behaviors in Organizations

Employees in organizations put forth efforts to affect each other and direct their
colleagues to certain behaviors through different methods and techniques. Such attempts of
employees to gain and execute power constitute organizational politics. Organizational politics
can result in positive or negative outcomes and on the basis of these outcomes, political behavior
can be defined as good or bad. However, no matter what the outcomes are, political behavior is
inevitable within the organization (Islamoglu and Boru, 2007).

It is possible to define political behavior in different ways. As can be seen in the following
paragraphs, the common feature of these definitions is self-servicing; that is, helping the
individual to accomplish the desired objectives faster but not being appreciated by the
organization. For instance, Mintzberg (1983, 1985) defined political behavior as “individual or
group behavior that is informal, ostensibly parochial, typically divisive, and above all, in the
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technical sense, illegitimate — sanctioned neither by formal authority, accepted ideology, nor
certified expertise”.

Some researchers discussed political behavior within a broader framework (Bies and
Tripp, 1995; Pfeffer, 1992) and emphasized that it is a social reality. For instance, Pfeffer (1981)
defined political behavior in a very simple term as “the use of power”. According to this
definition, any efforts engaged into influence others can be put within the definition of political
behavior. Some other researchers; on the other hand, discussed political behavior in a narrow
framework (as defined by Mintzberg), and defined it as every kind of effort invested to affect
others for self-interest even if it is against organizational objectives and not appreciated within
the organization (Drory and Romm, 1990; Ferris et al., 1995; Ferris and Judge, 1991; Ferris et
al., 1989a; Kacmar and Ferris, 1993). In the current study, the latter approach was adopted. In
this regard, in general, political behaviors in organizations may be defined as those activities that
are not required as part of one's organizational role but that influence, or attempt to influence, the
distribution of advantages and disadvantages within the organization (Farrell and Peterson, 1986;
Ferris et al., 1989b). Similarly, Ferris et al. (1989) define political behavior as the maximization
of short- or long-term interests through strategic planning to seek self-interests by sacrificing
that of others (e.g. colleagues).

Ferris et al. (2007) also relate political behavior to personal attributes and define it as the
ability to effectively understand others at work and to use such knowledge to influence others to
act in ways that enhance one’s personal and/or organizational objectives. Valle and Perrewé
(2000) regard political behavior as “the exercise of upward tactical influence which is
strategically goal-directed, rational, conscious and intended to promote self-interest, either at the
expense of or in support of others’ interests”. Subordinates use upward influence tactics in their
attempts to receive desired outcomes, such as positive performance ratings, promotions or salary
increases (Wayne et al., 1997). Ringer and Boss (2000) identified six upward influence tactics
including reason, friendliness, bargaining, assertiveness, coalitions, upward appeal.

As many studies have shown, political behaviors are actually an inherent part of every
organization (Gandz and Murray, 1980; Madison et al., 1980), but there are major differences
among organizations in the level and intensity of political behaviors. These differences may
generate quite distinctive organizational outcomes such as variations in employees’ performance
appraisals, a particular atmosphere, climate, reputation, and image in the eyes of internal or
multiple stakeholders (Poon, 2003).

Forming coalitions within and outside the organization, concealing important information
from decision-makers, engaging in lobbying activities to gain the support of the top
management, disseminating news through gossips and rumors, releasing secret documents of the
organization and while helping others, making them recognize that it is reciprocal are some
examples of political behaviors (Islamoglu and Boru, 2007).

Political behaviors as power and influence can play a substantial role in shaping
relationships and behaviors among employees and other stakeholders; therefore, it is important
to know the causes of a political behavior. In general, it has been reported that political
behaviors are more commonly encountered in environments where radical changes are
introduced, resources are scarce, the objectives are unclear, technological and environmental
changes are introduced or organizational changes are introduced and in situations in which
decisions must be made through bargaining or by affecting others (Farrell and Petersen 1986;
Drory and Romm, 1990; Ferris et al., 1996; Islamoglu and Boru, 2007).
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Political perceptions are more important than political behavior as employees react not on
the basis of reality but on the basis of their perceptions of the political phenomenon
(Vredenburgh and Maurer, 1984). Perceptions of political behaviors in organizations may have
various negative outcomes which include wastage of time, damaging information sharing of
critical factors, creating communication barriers and ultimately affecting employee performance
(Eisenhardt and Bourgeois, 1988).

Organizational politics perceptions in worksites have been viewed as an empirically
evident of its negative relationship with job satisfaction (Miller, Rutherford and Kolodinsky,
2008; Kacmar et al., 1999), organizational commitment, and job performance (Miller,
Rutherford and Kolodinsky, 2008; Maslyn and Fedor 1998). In a recent study by Kane-Frieder et
al. (2014), it was established that when there is high supervisor political support, the employees
are able to survive and cope with this situation more effectively. They argued that in the
presence of politics perceptions and supervisors political support simultaneously, job
satisfaction, anxiety, work engagement and organizational citizenship behaviors are at favorable
level.

1.3. The Significance of the Study

The literature above indicates that ethical climate of an organization is linked directly to
the positive behaviors of employees and also to a range of negative work behaviors. In a similar
manner, it can be inferred that ethical climate perception and political environment and
behaviors are organizational behavior variables that can influence each other. The current study
aimed to determine the relationships between organizational ethical climate and political
behavior perceptions on the basis of the faculty members’ views. As the most prevailing reasons
behind the occurrence of deviant workplace behaviors is the conflicting perception that the
organization supports such behaviors (Appelbaum et al., 2007), determination of such
relationships is of importance for the management and performance of higher education.

In Turkey, when the studies focusing on ethics in higher education are examined, it is seen
that most of these studies are limited to scientific research and publishing ethics (Gergek et al.,
2011), there is no study addressing the issues of ethical climate and political behavior
perceptions of the faculty members at all, but there is a very limited amount of research dealing
with ethical climate at pre-university levels (e.g, Sagnak 2010; Demir and Karakus, 2015; Balyer
and Ozcan, 2014; Ugurlu and Arslan, 2015; Simsek and Altinkurt, 2009, Altinkurt and Yilmaz,
2011) and there is again limited amount of research dealing with organizational ethical climate
and political behavior simultaneously (e.g, Akdogan and Demirtas, 2014; Mohan Bursali and
Bagci, 2011; Erkmen et al., 2011). Though there is also a great deal of studies on organizational
behavior variables in literature abroad such as employee satisfaction, organizational citizenship,
organizational trust, organizational justice, ethical climate, organizational commitment, but there
is no reached study in organizational ethical climate and political behavior perceptions of the
faculty members. Within this frame, the findings of the study is important from one aspect that
there is a lack of evidence and research in Turkey considering the relationship between
employees’ perceptions of ethical climate and that of political behavior in higher education
sector. The consequences of the study are also valuable since this study may guide
administrators to realize how their employees perceive ethical climate in their workplace and
how the perceptions of ethical climate can be related to the perceptions of political behavior. In
short, the results of this study are expected to provide multiple implications for higher education
intuitions as it provides empirical data examining the perceived ethical climate and political
behavior of the employees and potential use of the data to develop policy and practice measures.
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1.4. The Purpose of the Study

The purpose of the study is to examine the relationships between the organizational ethical
climate perceptions and political behavior perceptions of the faculty members in higher
education in Turkey. To this end, answers to the following questions were sought:

1. How do the faculty members perceive organizational ethical climate?

2. Do organizational ethical climate as perceived by the faculty members differ based on

their gender and academic rank?

3. How do the faculty members perceive political behaviors?

4. Do organizational political behaviors as perceived by the faculty members differ based

on their gender and academic ranks?

5. Is the ethical climate perception of the faculty members a significant predictor of their

political behavior perception?

2. METHOD

This is a descriptive study seeking to reveal the relationships between the ethical climate
perceptions and political behavior perceptions of the faculty members in higher education.

2.1. The Population of the Study

The population of the study consists of the faculty members (professors, associate professors,
assistant professors, research assistants, instructors and lecturers) employed in academic units
located on the main campus of Mugla Sitki Kogman University (MSKU) and have already
graduated some students. The number of the faculty members meeting these criteria is nearly
900. While the sample size that could represent this population with 95% reliability was
calculated to be 270, all of the faculty members available when the data collection application
was conducted (those who were in their offices and accepted to participate in the study) were
included in the study for the random construction of the sampling. In this way, a total of 462
faculty members were reached; yet, 440 valid questionnaires were obtained for the analysis. Of
the participants, 39% are females (n=171) and 61% are males (n=269). Of all the faculty
members, 14% are professors (n=62), 15% are associate professors (n=68), 26% are assistant
professors (n=113), 25% are research assistants (n=109), 20% are instructors and lecturers
(n=88).

2.2. Instrumentation

The data of the study were collected through The Ethical Climate Questionnaire and The
Political Behavior Questionnaire. The psychometric properties of the instruments are explained
briefly below.

The Ethical Climate Questionnaire was developed by Victor and Cullen (1988). The
questionnaire was adapted to Turkish by Akdogan and Demirtas (2014). The scale is comprised
of 26 items and five factors (F1: Laws and Codes; F2: Benevolence; F3: Independence; F4:
Instrumental and F5: Efficiency). These factors explain 62.3% of the total variance and their
factors loadings vary between .38 and .81. Cronbach’s alpha coefficient calculated to determine
the reliability of the questionnaire was found to be .84 (Akdogan and Demirtas, 2014).
Cronbach’s alpha coefficient was calculated to be .92 in the current study. The items in the
guestionnaire were constructed on a Likert-type scale ranging from 1-Strongly disagree to 5-
Strongly agree. The higher scores taken from the scale are, the more positive ethical climate
perception is.
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The Political Behavior Questionnaire was developed by Islamoglu and Boru (2007). The
scale consists of 37 items and five factors (F1: Acting Two-Faced and Making Concession, F2:
Ingratiation, F3: Forming Coalitions, F4: Exchange of Favors, F5: Inspirational Appeals). The
total variance explained by these factors is 61.8% and factor loadings range from .49 to .85. As
there were 20 items in the first factor, a secondary factor analysis was conducted and it yielded
two factors named as “Making Concession (Fla) and “Acting Two-Faced (F1b)”. The total
variance explained by these two factors is 62.7% and factor loadings range from .49 to .79. For
the two factors, Cronbach’s alpha coefficient calculated to determine the reliability level was
found to be .90 and 93 respectively. Secondary factor analysis was done for the other factors but
no change occurred in factor construction.

For the whole questionnaire, Cronbach’s alpha coefficient was calculated to determine the
reliability of the scale and found to be .93. Moreover, over that data of the current study,
Cronbach’s alpha coefficient was calculated to be .95 for the whole scale. The responses to the
scale items are scored on a five-point Likert scale ranging from 1-Never to 5-Always. The higher
the scores are, the higher the political behavior perception is.

2.3. The Data Collection and the Analysis

Faculty members were visited at their offices to complete the questionnaires in the spring
term of the 2014-2015 academic year. In this way, a total of 462 faculty members were reached;
yet, only 440 of them returned questionnaires eligible for analysis.

In the data analysis, descriptive statistics, t-test for independent samples, one-way analysis
of variance (ANOVA) and LSD test were employed. In cases of significant difference in LSD
figures, n° (eta-squared) statistic was conducted to determine effect size of the difference. n?
explains the proportion of variance associated with or accounted for by each of the main effects,
interactions, and error in an ANOVA study (Thompson, 2006). 1 values regarded between .01
and .05 as a low effect size, between .06 and .13 as a moderate effect size and over .14 as a high
effect size (Biiytikoztiirk, 2014). In order to determine to what extent the faculty members’
organizational ethical climate perception predicts their political behavior perception, multiple-
regression analysis was conducted. Correlation coefficient as an absolute value is considered
from 0.70 to 1.00 as a high correlation, from 0.69 to 0.30 as moderate correlation, and from 0.29
to 0.00 as low correlation (Biiyiikoztiirk, 2014).

3. FINDINGS

In this section, findings related to the faculty members’ ethical climate perceptions,
political behavior perceptions and the relationships between their ethical climate perceptions and
political behavior perceptions are presented respectively.

3.1. Findings on Organizational Ethical Climate Perceptions

The overall ethical climate perception of the faculty members is medium (M=3.02, SD=
.72). When the faculty members’ ethical climate perceptions are examined in terms of the sub-
dimensions, the means vary between 3.38 and 2.70. While all the means for the sub-dimensions
are located at the medium level, the highest positive perception belongs to the sub-dimension of
laws and codes (M=3.38, Ss=.72); this sub-dimension is followed by independence (M= 3.11,
SD= .85), instrumental (M= 2.97, SD= .94), efficiency (M= 2.93, SD= .71) and benevolence
(M=2.70, SD= .94) sub-dimensions.
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The faculty members’ mean scores calculated for their general perception of ethical
climate and for their perceptions of the sub-dimensions were found to be not varying
significantly by gender [Overall: tusg= 1.009, p>.05; laws and codes: tuss= .869, p>.05;
benevolence: tusg= .109, p>.05; independence: tusgs= 1.938, p>.05; instrumental: tiz5= 1.415,
p>.05 and efficiency: tsg= .349, p>.05].

The faculty members’ mean scores calculated for their general perception of ethical
climate and for their perceptions of the sub-dimensions were found to be not varying
significantly by academic rank [Overall: F.435= .505, p>,05; laws and codes: F.35= .505,
p>,05; Fsa35= 2.103, p>.05; benevolence: F.435= 1.141, p>,05; independence:[F s.435= 1.428,
p>,05; instrumental: F.435= 2.276, p>.05; efficiency: F.435= .391, p>,05].

3.2. Findings on Political Behavior Perception

The faculty members’ overall political behavior perception is medium (M= 3.22, SD=
.84). When the faculty members’ political behavior perceptions are examined in terms of the
sub-dimensions, the means vary between 3.09 and 3.50. Of the sub-dimensions of political
behaviors, ingratiation has the highest mean (M= 3.50, SD= 1.021) that is over medium level.
Means for the other sub-dimensions of political behavior perception are at the medium level
(making concession: M= 3.32, SD= .94; acting two-faced; M= 3.17, SD= .91; forming
coalitions: M= 3.17, SD= .93; exchange of favors: M= 3.10, SD= .98 and inspirational appeals:
M= 3.09, SD= .98; respectively).

The faculty members’ mean scores calculated for their general perception of political
behavior and for their perceptions of the sub-dimensions were found to be not varying
significantly by gender [Overall: tuss= .254, p>.05; making concessions: tuss= .594, p>.05;
acting two-faced: tusg= .385, p>.05; ingratiation: tuss= 1.454, p>.05; forming coalitions: t(sg)=
210, p>.05; exchange of favors: tuzs= 1.596, p>.05; inspirational appeals: tss= .688, p>.05].

While the faculty members’ both overall political behavior perception [Fs.435= 2.047, p>.05]
and their perceptions of the sub-dimensions of making concessions [F.435= 1.507, p>.05],
acting two-faced [t(.435= 1.853, p>.05], forming coalitions [F.u35= .967, p>.05], exchange of
favors [Fu.a35= 1.025, p>.05] and inspirational appeals [F.3s= 1.914, p>.05] do not vary
significantly depending on the academic rank, their perceptions of ingratiation vary significantly
by the academic rank [F.4s5= 3.992, p<.05, n’= .035]. v’ value indicates that the effect size of
rank on ingratiation is very low. The political behavior perceptions of the faculty members
having the ranks of instructor and lecturer (3.13) are lower than those of the faculty members
having the other academic ranks. The means for the perceptions of the other faculty members
range from 3.54 to 3.71.

3.3. Findings on the Relationships between Ethical Climate Perception and Political
Behavior Perception

As can be seen in Table 1, there are reverse and medium level relationships between
political behavior perception and the following sub-dimensions of ethical climate perception
(predictive variable); laws and codes (r=-.39), benevolence (r=-.44), instrumental (r=-.58) and
there are reverse and very low level relationships with the sub-dimensions of independence (r=-
.25) and efficiency (r=-.19). When the other variables are controlled, it is seen that there is a
reverse and negative significant relationship between political behavior perception and ethical
climate’s sub-dimensions of benevolence (r=-.13) and instrumental (r= -.45).
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Table 1: Results of the regression analysis regarding the prediction of political behavior perception

Variables B Standard 5 i 0 Zero- Partial

error order (r) (r)
Constant 2.355 .258 9.144 .00 - -
Laws and codes -.005 .070 -.005 .078 .94 -.39 -.00
Benevolence -.147 .054 -.163 2.715 .01 -.44 -.13
Independence -.056 .048 -.056 1.160 .25 -.25 -.06
Instrumental -.439 .042 -.488 10.442 .00 -.58 -.45
Efficiency .060 .079 .038 .758 45 -.19 .04
R=.60; R*=.36 F(s.45m = 49.47; p= .00

All the dimensions of ethical climate together are significantly correlated at a medium
level with the faculty members’ political behavior perception (R=.60, p<.01). All of these
dimensions together explain 36% of the total variance in political behavior perception.
According to the standardized regression coefficient (B), the relative order of importance of the
predictive variables in terms of influencing the faculty members’ political behavior perception is
as follows; instrumental, benevolence, independence, efficiency and laws and codes. When t-test
results related to the significance of regression coefficients are examined, it is seen that ethical
climate’s sub-dimensions of instrumental and benevolence have a significant influence on
political behavior perception; yet, the other three dimensions do not have a significant influence
onit.

4. DISCUSSION

In this section, first, the findings pertinent to the faculty members’ ethical climate
perceptions are discussed and then the findings related to their political behavior perceptions and
finally the findings related to the relationships between their ethical climate perceptions and
political behavior perceptions are discussed.

The faculty members’ overall ethical climate perception and their perceptions of the sub-
dimensions are at the medium level. These results show that the faculty members considerably
believe that not enough attention is paid the ethical codes and principles by the employees while
conducting their duties and jobs. The existence of ethical principles and adherence to these
principles can contribute to employees’ trust in their organization. Thus, the employees might
think that decisions are made and applications are conducted in a just manner in the organization
(Akdogan and Demirtas, 2014). As the ethical climate has a positive impact on organizational
trust (Biite, 2011), formation of such trust might lead to the minimization of unethical attempts
and behaviors. The faculty member’ medium level of ethical climate perception might be
interpreted as inadequate development of this feeling of trust.

The faculty members’ both overall ethical climate perceptions and their perceptions of the
sub-dimensions of ethical climate are not high enough. This result may be an indication of the
limitedness of common understandings, values and behaviors that lay the ground for social
capital that has an important impact on organizational functioning (Akdogan and Demirtas,
2014). Moreover, it can be argued that such a level of ethical climate perception is not incentive
enough for adherence to ethical principles. A great amount of research has revealed that in an
environment where employees are promoted in terms of exhibiting ethical behaviors, the number
of unethical behaviors is reduced (Trevino et al., 1998; Dogan and Kilig, 2014).

The findings regarding the sub-dimensions of ethical climate can be addressed within the
context of egoism, benevolence and principle that are considered to be the criteria of ethical
climate (Victor and Cullen, 1988). Laws and codes sub-dimension corresponding to the criterion
of principle and independence sub-dimension have higher means than the other sub-dimensions
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(3.38, 3.11, respectively). This finding might be interpreted as greater importance is attached to
the principles of the criterion of principles than the other criteria in the organization where this
study was conducted. That is, legislative and administrative rules and professional codes are
cared about more than the other sub-dimensions. This finding concurs with the literature.
Peterson (2002) stated that in organizations where ethical codes exist, the perceived ethical
climate level is higher and unethical behaviors are encountered to a lesser extent. This result
might be connected with the fact that the context of the current study is a university. At
universities, ethical framework for the activities of the faculty members is set by both laws and
professional codes. For instance, in Turkey, ethical principles to be considered by the faculty
members while conducting their activities in different areas were set by The Council of Higher
Education (Yiiksekogretim Kurulu, 2014). Furthermore, a large number of laws and regulations
established rules to be obeyed in many issues and they are reinforced with various sanctions. All
of these factors might have led to a higher perception of the sub-dimensions pertinent to the
criterion of principle. The faculty perceptions of the sub-dimensions of instrumental and
efficiency connected to the criterion of egoism are lower than that of the sub-dimensions related
to the criterion of principle. This finding might be interpreted as the employees do not much care
about the interest of the organization. The perception of the sub-dimension of benevolence
corresponding to the criterion of benevolence is at the lowest level when compared to the other
sub-dimensions and quite close to the lower limit of the medium level. This finding indicates
that the faculty members have the perception that not very much attention is paid to principles
(attaching importance, respecting and valuing, etc.) asking favors for others.

The findings obtained in relation to whether the faculty members’ ethical climate
perceptions vary significantly depending on gender and academic rank revealed that these
variables do not have significant effects on the faculty members’ perceptions. This might
indicate that their observations are common and consistent. As there is no study dealing with the
faculty members’ organizational ethical climate perceptions in the literature regarding Turkey,
no comparison can be made with other studies. But, in some studies gender was found to be
significant on ethical climate perceptions of employees (Parboteeah et al., 2008) and in some
others it was found to be insignificant (Van Sandt, 2001). There may be various reasons of these
inconsistent results originating from as social status of women, work environments, lack of
administrative policies favoring gender equality, traditional perceptions and practices in the
work setting etc.

The faculty members’ both overall political behavior perceptions and their perceptions of
its sub-dimensions are at the medium level and not low enough. The lower level of political
behavior perception in any organizations is associated with both lower use of organizationally
undesired political tactics and higher use of more ethical behaviors. High level of political
behavior perceptions is of some negative implications for the employees who do not attempt to
use such tactics. For instance, they may see political behaviors as a threat for their well-beings
(Basar et al., 2015), These results show that the faculty members have the perception that
organizational personnel resort to political behaviors to a great extent to increase their personal
interest (to accelerate their career advancement, gain more power within the organization or
maintain the possessed power and be awarded with material and non-material prizes etc.). There
might be many reasons for the faculty members to have developed such a perception. There are
some studies in the literature reporting that in organizations where means of problem solving are
not clear, job descriptions are not explicitly made, duties and responsibilities are not clearly
defined and ethical principles are not clear or not adequately heeded employees’ resorts to
political behaviors more frequently (Pfeffer, 1992). It has also been reported that political
behaviors are more commonly encountered in environments where radical changes are
introduced, resources are scarce, the objectives are unclear, technological and environmental
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changes are introduced or organizational changes are introduced and in situations in which
decisions must be made through bargaining or by affecting others (Farrell and Petersen, 1986;
Drory and Romm, 1990; Ferris et al., 1996; Islamoglu and Boru, 2007). Thus, this finding of the
current study might indicate that there are organizational conditions leading the faculty members
to perceive political behaviors. A qualitative study on the political tactics of faculty members in
an education faculty also indicates that faculty members use political behaviors as self-serving
purposes (Kaya, 2014).

When the faculty members’ political behavior perceptions are examined in terms of its
sub-dimensions, it is seen that the means for the perceptions of the sub-dimensions are at the
medium level and the perceptions of the sub-dimensions of ingratiation and making concessions
are at a higher level than the others. These two dimensions are related to attempts made to
influence others by being approved and accepted rather than to influence others by using power.

The results obtained in relation to whether the faculty members’ political behavior
perceptions vary by gender revealed that this variable does not have significant effects on the
faculty members’ both overall perception and perceptions of the sub-dimensions. In this regard,
both groups of participants seem to have similar perceptions.

The results obtained from the comparison of the faculty members’ political behavior
perceptions on the basis of their academic rank revealed that there is a significant difference
between the faculty members having the titles of instructor and lecturer and the faculty members
with the other academic ranks only in terms of the sub-dimension of ingratiation. While the
mean of the instructors and lecturers for this dimension is 3.13, the means for the others range
from 3.54 to 3.71. Thus, it can be argued that the instructors and lecturers’ perceptions of the
sub-dimension of ingratiation are lower than the other faculty members’ perceptions, which may
mean that they observe political behaviors in this sub-dimension to a lesser extent. The
instructors and lecturers are not probably in search of political tactics that much as mostly they
work in less hierarchically organized units such as foreign language schools, vocational schools
and their expectations for the career advancement are low and limited.

The third objective of the current research is to determine the relationships between the
faculty members’ ethical climate and political behavior perceptions. For this purpose, multiple-
regression analysis was conducted. The results of this regression analysis showed that of the sub-
dimensions of ethical climate perception, benevolence and instrumental sub-dimensions are
significant predictors of political behavior perception. These two sub-dimensions can be claimed
to be related to personal, organizational or more comprehensive interests. Accordingly,
perceived inadequacies in regulations related to individual and organizational rewarding and
interests naturally affect tendencies to exhibit political behaviors. There are reverse relationships
at a medium level between the faculty members’ ethical climate perceptions and the three sub-
dimensions of political behavior perception (instrumental, laws and codes, benevolence) and at a
low level between the faculty members’ ethical climate perception and the two sub-dimensions
(independence and efficiency). All the dimensions of ethical climate perception together explain
more than one-third of political behavior perception. When all these results are considered
together, it can be claimed that political behavior perceptions of the faculty are closely
associated with ethical climate perception. Thus, it seems to be possible to decrease undesired
political behaviors by adopting regulations and applications that could positively affect ethical
climate perceptions. Though no study specifically focusing on faculty members is found in the
literature, there are some opinions stated in the literature in favor of this finding of the current
study. Trevino et al. (1998) reported that in a working place where employees are encouraged to
demonstrate ethical behaviors unethical behaviors are reduced and Peterson (2002) stated that in
organizations where ethical rules are clear, the level of organizational ethical climate is higher
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and unethical behaviors are encountered to a lesser extent. Ki et al. (2012) stressed that the
support of the top management and ethical rules have the potential of affecting workers’ ethical
practices and behaviors to a great extent. Ethical leadership behaviors positively affect ethical
climate and negatively affect organizational political behavior perceptions (Akdogan and
Demirtas, 2014; Demirdag and Ekmekg¢iogu, 2015); therefore, the attitudes of directors towards
their ethical responsibilities in higher education intuitions are of vital importance. Though
instructional and research activities in higher education institutions are carried out to a great
extent on the basis of individual decisions and evaluations, the functioning of the structure
framing these activities may be influential on individual tendencies. Therefore, administrators’
overseeing ethical principles in higher education institutions and making others feel this are of
great importance for the formation and maintenance of ethical climate.

5. CONCLUSION and RECOMMENDATIONS

The results of the study indicate that faculty members do not have a desired level of
ethical climate perception as the faculty members’ ethical climate perceptions are not high
enough. The existence of such perceptions seems to be one of the sources of considerable
amount of political behaviors observed by faculty members. In this respect, the findings provide
evidence that ethical climate perception is a significant predictor of the political behavior
perception.

Based on the major conclusion of the study, two recommendations can be made: (1) The
relationships indicated with the study should encourage administrators in higher education
institutions to take some actions such as having clear standards to distinguish ethical behaviors
from unethical ones, observing the ethical procedures strictly, trying to make transparency and
accountability as an organizational value, having polices and procedures not allowing self-
serving behaviors, exhibiting ethical leadership behaviors to increase ethical climate perception
and to decrease political behavior perceptions of the faculty members. (2) This study focused on
the perceptions of the faculty members and their perceptions were determined through a survey
type study. As this sort of studies allow for overall assessments, which can be accepted as a
limitation of the present study, further in-depth studies designed in qualitative research
methodology are needed to see the actual case and reasons behind the above mentioned
perceptions.

6. REFERENCES

Akdogan, A, ve Demirtas, O. (2014). Etik liderlik davramslarmin etik iklim iizerindeki etkisi: Orgiitsel politik
algilamalarin araci rolii. AKU IIBF Dergisi, 16(1), 107-123.

Altinkurt, Y. ve Yilmaz, K. (2011). Ogretmen adaylarmin &gretmenlerin mesleki etik disi davranslar ile ilgili
gorisleri. Mehmet Akif Ersoy Universitesi Egitim Fakiiltesi Dergisi,1(22), 113-128.

Appelbaum. S. H., laconi, G. D. & Matousek. A. (2007). Positive and negative deviant workplace behaviors: Causes,
impacts, and solutions. Corporate Governance, 7, 586-598.

Basar, U., Alan, H"., Topgu, M. K. ve Aksoy, S. (2015). Orgiitsel politika al.glsmm ardl!l.arl lizerine gorgiil bir
aragtirma. 3. Orgiitsel Davranis Kongresi Bildiriler Kitabi, Gaziosmanpasa Universitesi I[IBF, Tokat, Tiirkiye. 6-
7 Kasim: 650-655

Bies, R. J. & Tripp, T. M. (1995). The use and abuse of power: Justice as social control. Organizational politics,
justice, and support: Managing social climate at work, 131-145.

Biite, M. (2011). Etik iklim, orgiitsel giiven ve bireysel performans arasindaki iliski. Atatiirk Universitesi Iktisadi ve
Idari Bilimler Dergisi, 25(1), 171-191.

Bulut, H. (2012). Etik liderligin ve etik iklimin ¢alisanlarin orgiitsel baghligina ve is performanslarina etkileri.
Yayimlanmamus yiiksek lisans tezi. Gebze Teknik Universitesi, Gebze Yiiksek Teknoloji Enstitiisii, Kocaeli.

Biiyiikoztiirk, S. (2014). Sosyal bilimler i¢in veri analizi el kitabi. Ankara: Pegem Akademi Yayincilik.

ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/



The Relationships between Organizational Ethical Climate and Political Behavior Perceptions of the Faculty 13

Demir, S. ve Karakus, M. (2015). Etik iklim ile 6gretmen ve 6grencilerin giiven ve motivasyon diizeyleri arasindaki
iliski. Kuram ve Uygulamada Egitim Yonetimi, 21(2),183-212.

Demirdag, G.E. ve Ekmekgioglu, E. B. (2015) Etik iklim ve etik liderligin 6rgiitsel baglilik tizerine etkisi: Gorgiil bir
arastirma. Gazi Universitesi Iktisadi ve Idari Bilinler Fakiiltesi Dergisi, 17(1), 197-216.

Dickson, M. W., George, E. & Erhart, M. (2001). An organizational climate regarding ethics: The outcome of leader
values and practices that reflect them. Leadership Quarterly, 12, 197-217.

Dogan, S. ve Kilig, S. (2014). Algilanan &rgiitsel etik iklim ve iiretkenlik karsiti is davramslart arasindaki iliksilerin
incelenmesi. C.U. Iktisadi ve Idari Bilimler Dergisi, 15(1), 269-292.

Drory, A. & Romm, T. (1990). The definition of organizational politics: A review. Human Relations,43(11), 1133-
1154,

Duh, D., Belak, B. & Milfelner, M. (2010). Core values, culture and ethical climate as constitutional elements of
ethical behavior: Exploring differences between family and non-family enterprises. Journal of Business Ethics,
97, 473-489.

Eisenhardt, K. M. & Bourgeois, L. J. (1988). Politics of strategic decision making in high-velocity environments:
Toward a midrange theory. Academy of management journal, 31(4), 737-770.

El¢i, M., Karabay, E. M., & Akyiiz, B. (2015). Investigating the mediating effect of ethical climate on organizational
justice and burnout: A study on financial sector. Procedia-Social and Behavioral Sciences, 207, 587-597.

Erkmen, T., Bozkurt, S. & Esen, E. (2011). A study about the relationship between political behavior and ethical
chimate in banking sector. 3nd International Conference on Governance, Fraud, Ethics and Social Responsibility,
June.

Farrell, D. & Petersen, J. C. (1986). Patterns of political behavior in organizations. The Academy of Management
Review, 7(3), 403-412.

Ferris, G. R., Fedor, D. B., Chachere, J. G. & Pondy, L. R. (1989a). Myths and politics in organizational context.
Group and Organization Studies, 14, 83-103.

Ferris, G. R. & Judge, T. A. (1991). Personnel/human resources management: A political influence perspective.
Journal of Management, 17, 447-488.

Ferris, G. R. & Kacmar, K. M. (1992). Perceptions of organizational politics. Journal of Management, 18(1), 93- 116.

Ferris, G. R., Frink, D. D., Beehr, T. A. & Gilmore, D. C. (1995). Political fairness and fair politics: The conceptual
integration of divergent constructs. In R. S. Cropanzano & K. M. Kacmar (Eds.), Organizational politics, justice,
and support: managing the social climate of the workplace (pp. 21-36). Wesport, CT: Quorum.

Ferris, G. R., Treadway, D. C., Perrewé, P. L., Brouer, R. L., Douglas, C. & Lux, S. (2007). Political skill in
organizations. Journal of Management, 33(3), 290-320.

Ferris, G. R., Russ, G. S. & Fandt, P. M. (1989). Politics in organizations. In R. A. Giacalone & P. Rosenfeld (Eds.),
Impression management in the organization (pp. 143-170). Hillsdale, NJ: Lawrence Erlbaum.

Gandz, J. & Murray, V. V. (1980). The experience of workplace politics. Academy of Management Journal, 23, 237-
251.

Gergek, H., Giiven, M. H., Ozdamar, G. O., Yanpar-Yelken, T. ve Korkmaz, T. (2011). Yiiksekogretim kurumlarinda
etik ilkeler, sorumluluklar ve davranis kurallari. Yiiksekogretim ve Bilim Dergisi, 1(2), 80-88.

Islamoglu, G. & Boru, D. (2007). Politik davranis boyutlari: Bir élgek gelistirme ¢alismasi. Akdeniz IIB.F. Dergisi,
14, 135-153.

Jaramillo, F., Mulki, J. P. & Solomon, P. (2006). The role of ethical climate on salesperson’s role stress, job attitudes,
turnover intention, and job performance. Journal of Personal Selling & Sales Management, 26 (3), 271-282.

Kacmar, K. M. & Ferris, G. R. 1993. Politics at work: Sharpening the focus of political behavior in organizations.
Business Horizons, 36, 70-74.

Kacmar, K. M., Bozeman, D. P., Carlson, D. S. & Anthony, W. P. (1999). An examination of the perceptions of
organizational politics model: Replication and extension. Human Relations, 52(3), 383-416.

Kane-Frieder, R., Hochwarter, A. W., Hampton, L. H. & Ferris, R. G. (2014). Supervisor political support as a buffer
to subordinates' reactions to politics perceptions: A three-sample investigation. Career Development
International, 19(1), 27-48.

ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/



14 C. Ergin EKINCI

Kaplan, M., Ogiit, A., Karayel, S., & Ilhan, 1. (2013). The effects of ethical climate types on job satisfaction: The case
of tourism industry. H.U. Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 31(2), 117-133.

Kaya, C. (2014). Egitim Fakiiltesi Ogretim Elemanlarinmn Is Ortamlarinda Kullandiklar1 Politik Taktiklerin
Incelenmesi: Mugla Sitki Kogman Universitesi Ornegi. Yayimlanmamus yiiksek lisans tezi. Mugla Sitk1 Kogman
Universitesi, Egitim Bilimleri Enstitiisii, Mugla.

Ki E-J, Lee, J & Choi, H.-L. (2012). Factors affecting ethical practice of public relations professionals within public
relations firms. Asian Journal of Business Ethics,1 (2), 123-141.

Madison, D. L., Allen, R. W., Porter, L. W., Renwick, P. A. & Mayes, B. T. (1980). Organizational politics: An
exploration of managers' perceptions. Human Relations, 33(2), 79-100.

Martin, K. D. & Cullen, J. B. (2006). Continuities and extensions of ethical climate theory: A Meta-analytic review.
Journal of Business Ethics, 69, 175-194.

Maslyn, J. M. & Fedor, D. B. (1998). Perceptions of politics: Does measuring different foci matter? Journal of
Applied Psychology, 83(4), 645-653.

Mathieu, J. E. & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, correlates, and consequences of
organizational commitment. Psychological Bulletin, 108 (2), 171-194.

Mayer, D. M, Kuenzi M & Greenbaum, R. L. (2009). Making ethical climate a mainstream management topic: A
review, critique, and prescription for the empirical research on ethical climate. In Cremer D D (Ed.),
Psychological perspectives on ethical behavior and decision making (pp.181-213). Greenwich, CT: Information
Age.

Miller, B. K., Rutherford, M.A. & Kolodinsky, R. W. (2008). Perceptions of organizational politics: a meta-analysis
of outcomes. J Bus Psychol 22, 209-222.

Mintzberg, H. (1983). Power in and around organizations, Englewood Cliffs.

Mohan Bursali, Y. ve Bagci, Z. (%Oll). Calisanlarin orgiitsel politika algilar ile politik davraniglar1 arasindaki
karsilikli iligkiler. Pamukkale Universitesi Sosyal Bilimler Enstitiisii Dergisi, 9, 23-41.

Mumcu, A. ve Doven, M. S. (2016). Etik iklim ve algilanan 6rgiitsel adalet iliskisi: Tokat ili bankacilik sektoriinde bir
arastirma. Is Ahlaki Dergisi, 9(1), 113-152,

Okpara, J. O. (2004). Personal characteristics as predictors of job satisfaction: An exploratory study of it managers in
a developing country. Information Technology and People, 17(3), 327-338.

Oriicii, E. ve Ozafsarlioglu, S. (2013). Orgiitsel adaletin calisanin isten ayrnlma niyetine etkisi: Giiney Afrika
Cumhuriyetinde bir uygulama. Mustafa Kemal Universitesi Sosyal Bilimler Enstitiisii Dergisi, 10(23), 335-358.

Ozcan, K. & Balyer, A. (2014). Adaptation of the elementary school ethical climate index (ESECI) into Turkish and
determining students and teachers’ perceptions about school ethical climate. Route Educational and Social
Science Journal, 1(1), 104-124.

Parboteeah, K. P., Chen, H. C., Lin, Y. Chen I, Lee A and Chung, A. (2010). Establishing organizational ethical
climates: How do managerial practices work? Journal of Business Ethics, 97, 599-611.

Parboteeah, K. P., Hoegl, M. & Cullen J. B. (2008). Ethics and religion: An empirical test of a multidimensional
model. Journal of Business Ethics, 80, 38-398.

Peterson, D. K. (2002a). Deviant workplace behavior and the organization's ethical climate. Journal of Business and
Psychology, 17(1), 47-61.

Peterson, D. K. (2002b). The relationship between unethical behavior and the dimensions of the ethical climate
questionnaire. Journal of Business Ethics, 41(4), 313-326.

Pfeffer, J. (1981). Power in organizations. Marshfield, MA: Pitman.
Pfeffer, J. (1992). Managing with power: Politics and influence in organizations. Harvard Business Press

Podsakoff, P. M., Mackenzie, S. B. & Bummer, W. H. (1996). Transformational leader behaviors and substitutes for
leadership as determinants of employee satisfaction, commitment, trust, and organizational citizenship
behaviors. Journal of Management, 22(2), 259-298.

Poon, J. M. L. (2003). Situational antecedents and outcomes of organizational politics perceptions. Journal of
Managerial Psychology, 18,138-55.

ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/



The Relationships between Organizational Ethical Climate and Political Behavior Perceptions of the Faculty 15

Ringer, R. C. & Boss, R. W. (2000). Hospital professionals’ use of upward influence tactics. Journal of Managerial
Issues, 7, 92-108.

Sagnak, M. (2005). The primary schools principals' and teachers' perception and satisfaction levels related to ethical
climate types. Eurasian Journal of Educational Research, 203-211.

Schwepker, C. H., Ferrell, O. C. & Ingram, T. N. (1997). The influence of ethical climate and ethical conflict on role
stress in the sales force. Journal of The Academy of Marketing Science, 25(2), 99-108.

Shalley, C., Gibson, L. & Blum, T. (2004). Matching creativity requirements and the work environment: effects on
satisfaction and imtentions to leave. Academy of Management Journal, 43(2), 215-223.

Simsek, Y. ve Altinkurt, Y. (2009). Okul miidiirlerinin etik liderlik uygulamalarina iliksin 6gretmen goriisleri.
.Uluslararas: Tiirkiye Egitim Arastirmalar: Kongresi, 1-3.

Suar, D. & Khuntia, R. 2004). Does ethical climate influence unethical practices and work behaviour. Journal of
Human Values, 10(1), 11-21.

Thompson, B. (2006). Foundations of behavioral statistics: An insight-based approach. New York: Guilford.

Trevifio, L. K & Weaver, G. R, (2001). Organizational justice and ethics program follow-through: Influences on
employees harmful and helpful behavior. Business Ethics Quarterly, 11(04), 651-671.

Trevino, L. K., Butterfield, K. D. & McCabe, D. L. (1998). The ethical context in organizations: Influences on
employee attitudes and behaviors. Business Ethics Quarterly, 8(3), 447-476.

Ugurlu, C. T. & Arslan, C. (2015). An examination of teachers’ organizational identity and their level of trust on
school by means of some variables. Elementary Education Online, 14(1), 72-85.

Unal, M, Toprak, M. ve Baspinar, V. (2012). Bilim etigine aykir1 davranislar ve yaptirimlar: Sosyal ve beseri bilimler
igin bir cergeve onerisi. Amme Idaresi Dergisi, 45(3), 1-27.

Valentine, S. & Barnett, T. (2003). Ethics code awareness, perceived ethical values and organizational commitment.
Journal of Personal Selling & Sales Management, 23(4), 359-367.

Valle, M. & Perrewe, P. L. (2000). Do politics perceptions relate to political behaviors? Tests of an implicit
assumption and expanded model. Human Relations, 53(3), 359-386.

Van Sandt, C. (2001). An examination of the relationship between ethical work climate and moral awareness.
Blacksburg: Virginia Polytechnic Institute and State University.

Vardi, Y. (2001). The effects of organizational and ethical climates on misconduct at work. Journal of Business
Ethics, 29(4), 325-337.

Victor, B. & Cullen, J. B. (1987). A theory and measure of ethical climate in organizations. Research in Corporate
Social Performance and Policy, 9(1), 51-71.

Victor, B. & Cullen, J. B. (1988). The Organizational bases of ethical work climates. Administrative Science
Quarterly, 33, 101-125.

Vredenburgh, D. J. & Maurer, J. G. (1984). A process framework of organizational politics. Human Relations, 37(1),
47-65.

Wayne, S. J., Liden, R. C., Graf, I. K. & Ferris, G. R. (1997). The role of upward influence tactics in human resource
decisions. Personnel Psychology, 50(4), 975-1006.

Weber, J. & Seger, J. E. (2002). Influences upon organizational ethical climate subclimates: A Replication study of a
single firm at two points in time. Journal of Business Ethics, 41, 69-84.

Weeks, W. A., Loe, T. W., Chonko, L. B. & Wakefield, K. (2004). The effect of perceived ethical climate on the
search for sales force excellence. Journal of Personal Selling & Sales Management, 24(3), 199-214.

Wimbush, J. C., Shepard, J. M. & Markham, S. E. (1997). An empirical examination of the multi-dimensionality of
ethical climate in organizations. Journal of Business Ethics, 16(1), 67-77.

YOK (2014). Ethical rules for higher education institutions. Official annoucement of Higher Education Council to
higher educations with the number 79009489- 339 and the date 22.10.2014.

ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/



16 C. Ergin EKINCI

Uzun Ozet

Bir orgiitiin calisanlarinin orgiitsel amaglarin gergeklestirilmesine yonelik goniillii ¢abalarinin
stirekliliginin saglanmasi, ayni zamanda Orgiitsel amaclarin gerceklesmesini engellemeye yonelik
cabalarinin azaltilmasi ¢alisanlarin bazi konulardaki algilarinin olumlu ya da olumsuz olmasiyla yakindan
iligkilidir. Calisanlarin etik iklim algis1 bu etkenlerden birisi olarak goériilmektedir. Olumlu etik iklim
algisinin oOrgiitsel giiveni artirarak ¢alisanlarin 6rgilit amaglarina zarar verecek ve olumsuz sonuglara yol
acabilecek politik davraniglara olan yonelimlerini azaltmasi beklenebilir. Etik iklim orgiitlerin etik
ozelliklerini degerlendirmede kullanilan yaygim bir cercevedir. Orgiitsel etik iklim, etik sorunlarla nasil
basa cikilacagi ve etik agidan dogru davranisin ne oldugu konusunda o6rgiit iiyelerinin ortak algilamalari
olarak goriilmektedir. Orgiitsel etik iklim, orgiitlerde calisanlara yonelik hangi davramslarin dogru
olacagini ve ahlaki ikilemlerde sorunlarin nasil ele alinmasi ve ¢oziilmesi gerektigine iligkin paylagilmig
diistinceleri ifade etmektedir. Bu distinceler etik sorunlarin tamimlanmasi, degerlendirilmesi ve
¢oziilmesinde kullanilacak 6lgiitlere doniiserek karar alma siirecinde yoneticilere rehberlik eden bir yap1
(construct) olusturmaktadirlar. Bu c¢ergevede etik iklim etik ikilemlere karsi olusmus sistematik tepkileri
ve karar verme siirecine rehberlik eden deger sistemini ifade etmektedir. Ancak, orgiitsel etik iklim
kendiliginden olugan bir yap1t degildir. Kisisel ¢ikarlar, bireysel arkadasliklar, grup ¢ikarlar1 ve ilgileri,
sosyal sorumluluk, kisisel ahlak, kurallar, standartlar, prosediirler, kanunlar, profesyonel kodlar gibi bircok
bireysel, orgiitsel ve ¢evresel etken orgiitsel etik iklimin olusmasima etki eder. Yapilan arastirmalar etik
iklim algisinin orgiitsel sonuglarin olumlu ya da olumsuz olarak sekillenmesini saglayan giiclii bir
degisken oldugunu gostermektedir. Calisanlar, etik ve etik olmayan davramglarin ayirt edilmesini
saglayacak tarzda agik standartlara sahip orgiitlere karst olumlu tutum gelistirmektedir. Orgiitsel etik
ikliminin gii¢lii olmasi, orgiitiin birlik ve beraberliginin ve moral giicliniin artmasina etki etmektedir.
Aragtirmanin ikinci temel kavrami orgiitsel politik davramslardir. Orgiitlerde galisanlar bazi amagclar
gergeklestirmek igin ¢esitli yol ve yoOntemlerle birbirlerini etkilemek ve belirli yonde davranisa
yonlendirmek igin ¢aba gosterebilirler. Caliganlarin gii¢ kazanma veya gii¢ kullanma yo6niindeki bu
cabalar1 orgiit ici politikay1 olusturmaktadir. Orgiit ici politika kurum icin yararh veya zararli sonuglar
dogurabilir ve bu sonuglara gore politik davranigin iyi veya kotii oldugu sdylenebilir. Ancak, sonuglart ne
olursa olsun, kurum i¢inde politik davranis kaginilmaz oldugu soylenebilir. Politik davranig tanimlarinda
one c¢ikan ortak Ozellik politik davramisin kisinin ¢ikarlarina hizmet etmesi (self-servicing), istenilen
sonuglara daha c¢abuk ulasabilmesi i¢in kigiye yardimcit olmasi, ancak kurum tarafindan hos
goriilmemesidir. Baz1 aragtirmacilar politik davranisi ¢ok genis ¢ercevede ele almis ve sosyal bir gercek
oldugunu vurgulamiglardir. Basit anlamda politik davranis “gii¢ kullanim1” olarak ele alinmaktadir. Buna
gore kurum iginde kullanilan her tiirlii etkileme siireci politik davranig tanimi igine girmektedir. Bazi
aragtirmacilar ise, politik davranisi daha dar bir ¢ergevede ele alip, kurumun hedeflerine ters diigse bile,
kiginin kendi ¢ikarlarma hizmet eden ve kurum iginde hos gériilmeyen her tiirlii etkileme ¢abasi olarak
tammlamuglardir. Bu ¢alismada da bu yaklasim tercih edilmistir. Bu kapsamda, kurum i¢i ve disinda
birlikler ve iligkiler (koalisyon) kurmak, karar verenlerden 6nemli bilgileri saklamak, {ist yonetimin
destegini almak ic¢in lobi faaliyetlerinde bulunmak, ispiyonculuk, dedikodu yaparak haber dagitmak,
kurumla ilgili gizli bilgileri medyaya sizdirmak, bagkalarina yardim ederek onlardan aym karsiligi
bekledigini hissettirmek politik davranislara 6rnek olarak verilebilir. Politik davranislar gii¢ ve etki olarak
calisanlar ve paydaslar arasindaki iliskileri sekillendirmede 6nemli bir rol oynadigindan politik davranigin
nedenlerinin bilinmesi énemli goriilmektedir. Orgiitlerde calisanlar gerceklerden daha cok algilara gore
hareket ettiklerinden, c¢aliganlarin etik iklim algilarinin ve politik davranig algilarinin bilinmesi 6nemli
goriilmektedir. Alanyazin bir 6rgiitiin etik ikliminin ¢aliganlarin olumlu davranislar1 ve birgok olumsuz
davramis1 dogrudan ilgili oldugunu gostermektedir. Benzer sekilde etik iklim algist ile politik ortam ve
davranislarin  birbirlerini  etkileyebilecek orgiitsel davranis degiskenleri olabilecegi ¢ikariminda
bulunulabilir. Bu ¢alisma bir iiniversite 6zelinde 6gretim elemanlariin algilarina dayali olarak orgiitsel
etik iklim ve politik davrams algilar1 arasindaki iliskileri belirlemeye yoneliktir. Bir igyerinde istenmeyen
davraniglarin olusmasinin gerisinde catisan algilar en ¢ok bilinen nedenlerdir. Bu nedenle bu iligkilerin
belirlenmesi yiiksekdgretim yonetimi ve performansi agisindan 6nemlidir. Tiirkiye’de yiliksekogretimde
etik ile ilgili caligmalara bakildiginda, ¢aligmalarin ¢gogunlukla bilimsel arastirma ve yayin etigi ile sinirlig
kaldig1 orgiitsel etik iklim konusunun yiiksekdgretim oncesi egitim kurumlari diizeyinde ¢ok sinirli dlglide
de olsa caligilmis oldugu, yiiksekdgretim diizeyinde ise orgiitsel etik iklim konusunu ele alan bir
caligmanin olmadig1 belirlenmistir. Arastirma bu eksikligi gidermeye katki getirmeyi amacglamasi
bakimindan 6nemli goriilebilir.
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Bu aragtirmanin temel amaci 6gretim elemanlarinin etik iklim algilart ile orgiitsel politik davranig
algilar1 arasindaki iligkileri belirlemektir. Arastirma tarama modelinde betimsel bir caligmadir.
Arastirmanin drneklemini Mugla Sitki Kogman Universitesi’nde calisan 440 dgretim elemani (profesor,
dogent, yardimc1 dogent, arastirma gorevlisi, 6gretim gorevlisi ve okutman) olusturmaktadir. Bu 6gretim
elemanlarinin %39’u kadin, %61’ erkeklerden olusmaktadir. Arastirmanin verileri Etik Tklim Olcegi ve
Politik Davrams Olgegi’nin 2014-2015 bahar yariyilinda rnekleme uygulanmasi ile elde edilmistir.
Aragtirma verileri betimsel istatistikler, t-testi, ANOVA testi, ¢coklu regresyon analizi kullamilarak
coziimlenmistir. Arastirma bulgular1 sdyle 6zetlenebilir: (1) Ogretim elemanlarinin etik iklim algilar1 hem
genel olarak hem de alt boyutlar temelinde orta diizeydedir ve yeterince yiiksek degildir. (2) Ogretim
elemanlarinin etik iklim algilari, 6gretim elemanlarinin cinsiyet ve akademik unvanlarina gore anlaml
farklilik gostermemektedir. (3) Ogretim elemanlarinin drgiitsel politik davranis algilart hem genel olarak
hem de alt boyutlar bazinda goze girmeye ¢alismak alt boyutu diginda orta diizeydedir ve yeterince diisiik
degildir. Goze girmeye ¢alismak boyutuna iliskin politik davranis algis1 yiiksek diizeydedir. (5) Ogretim
elemanlarinin politik davranig algilart hem genel olarak hem de alt boyutlar temelinde cinsiyete gore
anlamli farklilik gostermemektedir. (6) Okutman ve 6gretim gorevlileri diger unvan gruplarma gére daha
diisik diizeyde politik davranis algisia sahiptirler. (7) Etik iklimin boyutlar1 tiimii birlikte, 6gretim
elemanlarinin politik davranig algilari ile orta diizeyde ve anlamli bir iligki vermektedir (R=.60, p<.01).
Etik iklim boyutlarinin timii birlikte politik davranis algisinin iigte birinden fazlasini agiklamaktadir. Bu
sonuglar topluca degerlendirildiginde politik davranig algisinin énemli 6lgiide etik iklim algist ile iligkili
oldugu goriilmektedir. Dolayistyla galisanlarin etik iklim algilarint olumlu etkileyecek diizenlemeler ve
uygulamalar yaparak etik iklim algisini olumlu yonde etkilemek ve bunun sonucu olarak istenmeyen
politik davraniglara yonelimi azaltmak olanakli goriinmektedir. Sonug¢ olarak, arastirma kapsamindaki
Ogretim elemanlarinin orgiitsel etik iklim algilarinin yeterince yiiksek olmadig, politik davranig algilarinin
yeterince diisiik olmadigi ve etik iklim algisinin politik davranis algisini dnemli Olgiide etkiledigi
sOylenebilir.
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