
Australian Journal of Basic and Applied Sciences, 9(32) Special 2015, Pages: 285-291 

 

 

ISSN:1991-8178 

 

Australian Journal of Basic and Applied Sciences 
 

 

 

Journal home page: www.ajbasweb.com 

 

   

Corresponding Author: Dayang Nailul Munna Abg Abdullah, Lecturer, Faculty of Business and Management, Universiti 

Teknologi MARA (UiTM), Puncak Alam Campus, 42300 Kuala Selangor, Selangor, Malaysia. 

 

Organizational Ethical Climate and Job Satisfaction 

 
1Dayang Nailul Munna Abg Abdullah, 2Nurul Salizawatee Mahpar, 3Ting Ik Leong  
 
1Lecturer, Faculty of Business and Management, Universiti Teknologi MARA (UiTM), Puncak Alam Campus, 42300 Kuala Selangor, 

Selangor, Malaysia. 
2Lecturer, Faculty of Business and Management, Universiti Teknologi MARA (UiTM), Puncak Alam Campus, 42300 Kuala Selangor, 
Selangor, Malaysia. 
3Former Undergraduate Student, Faculty of Cognitive Sciences and Human Development, Universiti Malaysia Sarawak (UNIMAS), 94300 

Kota Samarahan, Sarawak, Malaysia. 
 

A R T I C L E  I N F O   A B S T R A C T  

Article history: 

Received 3 August 2015  
Accepted 28 October 2015  

Available online 31 October 2015 

 

Keywords: 

Organizational ethical climate, self-

interest, team interest, law and 
professional codes, job satisfaction  

 

 Objective: This study aimed at exploring the relationship between organizational 

ethical climate namely self-interest, team interest and laws and professional codes, and 
job satisfaction. Besides, this study was also carried out to find out which variable 

makes the strongest unique contribution to explain job satisfaction using multiple 

regression analysis. Method: A survey research questionnaires was used as an 
instrument for collecting important data from the respondents. A total of 103 

respondents from the Sibu Municipal Council (SMC), Sarawak, Malaysia were chosen 

to participate in this study using simple random sampling technique. Results: The 
results from Pearson correlation analysis revealed that there were significant 

relationship between organizational ethical climate and job satisfaction. Laws and 
professional codes was identified as the dominant factor that affects job satisfaction. 

Conclusion: The findings of this study would help the organizations as well as the 

employees to determine the organizational ethical climate factors that could enhance 
job satisfaction. 
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INTRODUCTION 

 

Organizational ethical climate can be defined as 

shared perceptions of what ethically correct behavior 

is and how ethical issues should be handled. Hence, 

how well the ethical climate improves the employee 

satisfaction will be depending on how well the 

organization solves the unethical climate and the 

corrupted behaviors. In general, organizational 

ethical climate include self-interest, company profit, 

efficiency, friendship, team interest, social 

responsibility, personal morality, company rules and 

procedures as well as laws and professional codes 

that could influence job satisfaction. According to 

Elci and Alpkan (2009), ethical climate refer to the 

factors that influence employees’ attitudes and it 

assists an organization to shape intra-organizational 

relationships as well as the organizational outcomes. 

Employees will think that their organization have 

treated them fairly as organization encourages ethical 

practices to increase employee satisfaction (Koh and 

Boo, 2001). 

Job satisfaction is an important outcome for the 

entire employees in an organization which reflects a 

situation of employees happily to perform the job 

and feel satisfied on the job. According to Shaffer 

and Harrison (1998), job satisfaction can be defined 

as the feeling of the person toward the job or job 

experiences. Besides, Spector (1997) stated that all of 

the emotional feelings of person and how people feel 

about their jobs can be reflected through job 

satisfaction. Thus, organizations have to ensure all 

employees are satisfied with their job to achieve 

organization’s goals, thus reduced the turnover 

intention. This is because job satisfaction is related to 

organizational behavioral factors like tendency to 

leave from organization (Sager and Johnston, 1989).     

There is a need to understand and put attention 

on the organizational ethical climate in order to 

satisfy employees. Nowadays, ethical climate are 

considered as an important issue in business and 

management fields. Ethical situations in business are 

becoming increasingly more complex, involving in 

issues such as societal expectations, fair competition, 

legal protection and right, and social responsibilities 

(Koh and Boo, 2001). This issue involved many 

parties including customers, employees, competitors 

and general public (Vitell and Davis, 1990). 
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Therefore, organizations have to cooperate with the 

employees to ensure the ethical problem can be 

solved successfully. 

Furthermore, this ethics issues are becoming 

major problem in high competitive markets and high 

technology conditions that give impact on the 

international business and management arena. 

According to Viswesvaran et al. (1998), the ethical 

problems need to be tackled immediately in new and 

different settings due to the increasing globalization 

of business in the international arena. 

In addition, there are lots of problems that may 

occur when the ethical problems are not properly 

addressed. According to Wole (1998) cited from 

Erondu, Sharland and Okpara (2004), many 

unexpected problems such as poor reputation, loss of 

customers, and reduced profits may occur if ethical 

issues were not solved. Moreover, employees will 

experience high workplace stress, low performance 

and dissatisfaction caused by unethical climate 

(Schwepker, 2001). Therefore, this study was 

conducted to investigate the relationship between 

organizational ethical climate namely self-interest, 

team interest and laws and professional codes with 

job satisfaction. 

 

Literature Review: 

Organizational Ethical Climate: 

Organizational ethical climate are the 

organization norms that exist in the structure and 

procedures to guide and monitor the employees in 

their work to achieve the organization goals. The 

organizational ethical climate are very important to 

enhance the employees’ performance in order to 

increase the productivity. According to Martin and 

Cullen (2006), they stated that organizational ethical 

climate is to understand norms of work which reflect 

the organizational procedures, policies and practices. 

In a research by Elci and Alpkan (2009), they 

proved that organizational ethical climate do affect 

work satisfaction. This research used 1174 

respondents as a sample from 62 different 

telecommunication firms in Turkey. The findings of 

this research had suggested that organization should 

implement appropriate ethical climate at the 

workplace based on the norms and organization’s 

work environment of. In addition, this research also 

proposed that ethical climate can help organization to 

monitor employee’s performance. 

In addition, Okpara and Wynn (2008) had 

examined the impact of ethical climate on job 

satisfaction and organizational commitment in 

Nigeria. The results had proved that ethical climate 

and job satisfaction were positively related. A sample 

of 409 managers was chosen using a systematic 

random sampling technique in the business 

companies in Nigeria. From the findings, it was 

suggested that maintaining encouraging ethical 

climate in an organization is an important factor to 

increase employee satisfaction and commitment 

towards the organization. 

 

Self-interest: 

Woodbine (2006) in his study found out self-

interest climate at the workplace influences job 

satisfaction. According to Victor and Cullen (1988), 

self-interest refers as the interests and benefits of 

individual resulted from the physical well-being, 

pleasure, power, happiness or others. Self-interest 

climate was indicated to have a significant positive 

impact on various facets of job satisfaction (pay, 

promotion, co-workers, supervision and work itself) 

in a research conducted by Okpara and Wynn (2008). 

Moreover, Tsai and Huang (2008) claimed that self-

interest climate significantly and negatively 

influenced overall job satisfaction in a study of 

nurses at Taiwan. The questionnaires were 

distributed to 352 nurses in hospital at Taiwan to 

measure the relationship between the ethical climate 

types and job satisfaction. The results indicated that 

self-interest climate should be minimized in the 

hospitals to increase job satisfaction. In this study, 

employees were encouraged to implement team work 

to ensure the works can be carried out in effective 

ways before workplace conflicts happened.  

Based on the research by Elci and Alpkan 

(2009), self-interest climate types appear to 

negatively influence work satisfaction. The results 

had reported that self- interest cannot exist in the 

telecommunication firm. The effective way to 

increase job satisfaction is to prevent the 

development of self-interest climate in an 

organization. Moreover, Kim and Miller (2008) had 

indicated that self-interest climate is significantly and 

negatively influenced on job satisfaction in the 

Korean tourism industry. Besides that, the results 

also proved that self-interest can lead to unethical 

behavior and actions. This situation could ruin 

organization’s image and reduce customers’ loyalty 

as well as job satisfaction.  

 

Team Interest: 

Team interest refers to employees working 

together in a team to gain benefits from the team 

works or tasks. Employee is more concerned about 

the interest within a team that can result in high 

commitment, high contribution and high motivation 

from each other in the team. Team interest refers to 

the benefits and interests of team that outcome from 

the collaboration and cooperation of team works as 

well as emphasizes consideration for the 

organizational collective (Victor and Cullen, 1988).  

According to Joseph and Deshpande (1997) 

team interest climate significantly influenced 

employees’ overall job satisfaction in an American 

large non-profit hospital. This findings were 

supported by Okpara and Wynn (2008) that stated 

team interest climate had significant positive impact 

on various facets of job satisfaction. 



287                                                       Dayang Nailul Munna Abg Abdullah et al, 2015 

Australian Journal of Basic and Applied Sciences, 9(32) Special 2015, Pages: 285-291 

From the research conducted by Kim and Miller 

(2008), they found out that there was a significant 

positive relationship between team interest climate 

and job satisfaction in the Korean tourism industry. 

Team interest was determined to have greatest 

influence on job satisfaction. Moreover, the results 

had suggested that promoting team interest in 

tourism industry can enhance employee’s level of 

commitment. 

 

Laws and Professional Codes: 

Laws and professional codes is the conception 

that had been proved to be the legal rules set by the 

professional person that must be followed by the 

employees. This climate acts as the guideline to 

monitor and guide the employees to achieve the 

organization goals. Victor and Cullen (1988) said 

that laws and professional codes refer to the legal 

system that can act as instruction to monitor people 

as well as the source of principles transcends beyond 

organization.  

Koh and Boo (2001) had conducted a research to 

review the organizational ethics and relate it to job 

satisfaction. In the research, the results had shown a 

significant relationship between the organizational 

ethics (laws and professional codes) and job 

satisfaction. This research was conducted using 

survey questionnaire with 237 respondents and the 

findings and the results had proven that the code of 

ethics is the most effective way that organizations 

can use to control ethical emotion. According to Ross 

(1988) cited in Koh and Boo (2001), the most 

efficient way to develop encouraging ethical 

behavior is through the code of ethics. Furthermore, 

the code of ethics can provide guidelines to improve 

management and employee’s behavior, increase 

corporate culture and develop responsible 

organizations. Hence, top management have to 

support the reinforced code of ethics to enhance the 

effectiveness of the organizational ethical climate 

(Cleek and Leonard, 1988.  

On the other hand, Okpara and Wynn (2008) 

also proved that there was a relationship between 

organizational ethical climate and job satisfaction in 

the study at Nigeria. The research findings showed 

that laws and professional codes were used in an 

organization to guide and monitor the employees to 

achieve the organization goals as well as to increase 

job satisfaction. This study proposed that employees 

and organization should work together with the same 

objectives and goals by encouraging employees to 

comply with the legal codes. 

In addition, Kim and Miller (2008) proved that 

laws and professional codes had strong relationship 

with job satisfaction in the Korean tourism industry. 

The findings reported that it is important for 

employees to follow the laws and professional codes 

in the travel agencies in order to increase employees’ 

commitment and job satisfaction. 

 

Research Methodology: 

This study utilized quantitative research design 

which applies the usage of questionnaire and survey. 

This research was carried out in Sibu Municipal 

Council (SMC), Sibu, Sarawak, Malaysia which 

functioned as continuous development for the Sibu 

city. 150 questionnaires were distributed to the SMC 

using simple random sampling method and 103 

completed questionnaires were returned to the 

researchers. This study used survey questionnaire 

technique to gather useful information from the 

respondents.  

The questionnaire was developed in closed-

ended questions in both languages that were English 

and Malay. It was designed in a user-friendly 

structure to allow the respondents to understand and 

able to respond without difficulty. . A five-point 

Likert scales ranged from Strongly Disagree with the 

value of one to Strongly Agree with the value of five 

was used to assist respondents to choose their 

responses or opinions about the statement. In 

addition, the data collected was analyzed using 

Version 18.0 of Statistical Package for Social 

Science (SPSS) for Windows. The statistical methods 

used to analyze the data were descriptive statistic and 

inferential statistics, which included Pearson 

correlation and multiple regression analysis. 

  

Reliability and Validity Tests: 

In order to ensure the validity of the items in the 

research instruments, the factor analysis, Kaiser-

Meyer-Olkin (KMO), Bartlett’s test and the Eigen 

value were used. According to Coakes and Steed 

(2007), the KMO test was used to measure the 

sampling adequacy to determine whether it exceeds 

the acceptable standard of Kaiser-Meyer-Olkin’s 

value of 0.60 or near to 1.00 and significant value of 

p<0.05 in Bartlett’s test of sphericity. Eigen value 

must have the value larger than 1 to indicate the 

items has met the acceptable standard of validity 

analysis. 

Based on the Table 1.0 below, the results 

showed that the Kaiser-Meyer-Olkin (KMO) value 

for all the variables achieved the acceptable KMO’s 

value which were larger than 0.60. Moreover, the 

Bartlett’s tests of sphericity were significant at p= 

0.000 for all variables. All the Eigen values were 

larger than 1 and considered as valid. Thus, the 

factorability of all the components (self-interest, 

team interest, laws and professional codes and job 

satisfaction) were assumed to be valid. 

On the other hand, reliabilities less than 0.60 are 

considered to be poor, in the range of 0.70 is 

acceptable and those which exceed 0.80 are 

considered as good (Sekaran and Bougie, 2013). 

From the Table 1.0, it was clearly showed that the 

alpha values (α) for all variables studied were above 

the 0.70 and they were considered as good and 

reliable.
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Table 1.0: Results from Reliability and Validity Tests 
V I FL KMO BTS EV VE CA 

SI 7 0.509-0.726 0.756 
174.735 
P=0.000 

3.006 42.936 0.768 

TI 8 0.647-0.799 0.851 
522.522 

P=0.000 
4.793 59.908 0.903 

LPC 7 0.404-0.630 0.826 
424.872 
P=0.000 

4.366 62.372 0.894 

JS 15 0.556-0.853 0.921 
1285.214 

P=0.000 
9.074 60.494 0.950 

T 37 0.404-0.853 0.847 
3047.132 
P=0.000 

13.698 37.020 0.917 

Note: V – Variables; I – Items; FL – Factor Loading; KMO – Kaiser-Meyer-Olkin, BTS – Barlett’s Test of Sphericity; EV – Eigen Value; 

VE – Variance Explained; SI – Self-interest; TI – Team Interest; LPC – Laws and Professional Codes; JS – Job Satisfaction; T - Total. 

 

RESULTS AND DISCUSSION 

 

Demographic Characteristics of the Respondents: 

The distribution of respondents were based on 

the demographic characteristics such as gender, age, 

race, level of education and length of service that 

presented in terms of frequencies and percentages. 

There were 59 female (57.3%) and 44 male (42.7%) 

respondents. The majority respondents were from the 

“21-25 years old” group with 28 respondents 

(27.2%). However, the smallest representative age 

group was “41-45 years old” with 11 respondents 

(10.7%). Most of the respondents were Chinese 

(56.3%), followed by the Malay with 16 respondents 

(15.5%) and other races (28.2%). Furthermore, there 

were 41 respondents (39.8%) possessed SPM 

academic qualification as their highest education 

level, followed by Diploma (23.3%), Degree (18.4%) 

and others (13.6%). Meanwhile, 4.9% of them had 

STPM academic qualification.  

Majority of the respondents served the 

organization for not more than five years (45.6%), 

16.5% of the respondents served the organization for 

6-10 years, followed by 11 respondents (10.7%) in 

service length of “11-15 years” and “21-25 years”. 

There were 10 respondents (9.7%) who served the 

organization for more than 26 years, meanwhile only 

7 respondents (6.8 %) served between 16-20 years.

 
Table 2.0: Summary of Respondents’ Demographic Characteristics 

Sample Profile Sub-Profile Frequency Percentage 

Gender Male 

Female 

44 

59 

42.7 

57.3 

Age 21-25 
26-30 

31-35 

36-40 
41-45 

46 and above 

28 
22 

16 

12 
11 

14 

27.2 
21.4 

15.5 

11.7 
10.7 

13.6 

Race Malay 

Indian 
Chinese 

Others 

16 

0 
58 

29 

15.5 

0 
56.3 

28.2 

Education SPM 
STPM 

Degree/ Bachelor 

Masters 
Others 

41 
5 

24 

19 
14 

39.8 
4.9 

23.3 

18.4 
13.6 

Length of Services 0-5 

6-10 
11-15 

16-20 

21-25 
26 and above 

47 

17 
11 

7 

11 
10 

45.6 

16.5 
10.7 

6.8 

10.7 
9.7 

Relationship between Organizational Ethical Climate (Self-interest, Team Interest and Laws and Professional Codes) and Job Satisfaction 
 

Ha1: There is a significant relationship between self-interest and job   satisfaction: 

 
Table 3.0: Result of Pearson Correlation Coefficient for Self-interest Climate and Job Satisfaction 

Variable Pearson Correlation, r Self Interest Job Satisfaction 

Self-interest 

 1 -.300(**) 

Sig. (2-tailed), p  .002 

N 103 103 

 Mean 2.9681 3.7023 

 Standard Deviation 0.62492 0.63732 

 Relation Between Variables Low Relationship (Miller, 1991) 

** Correlation is significant at the 0.01 level (2-tailed) 
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As shown in the Table 3.0 above, the result 

showed that there was a negative significant 

relationship between self-interest and job satisfaction 

(r= -0.300**, p= 0.002). The negative relationship 

means that employees with high self-interest will 

cause low level of job satisfaction. Thus, the 

alternative hypothesis (Ha1) that stated there was a 

significant relationship between self-interest climate 

and job satisfaction was accepted but the relationship 

was negative. This finding was parallel to the 

research conducted by Woodbine (2006), Tsai and 

Huang (2008), and Kim and Miller (2008) that stated 

self-interest climate had significant but negative 

relationship with job satisfaction. According to Kim 

and Miller (2008), self-interest can lead to unethical 

behavior that could affect the organization’s image 

and reduce the customers’ satisfaction. Therefore, 

organizations should make employees aware of the 

effects of self-interest climate on their job 

satisfaction. Too much focus on self-interest could 

lead to low job satisfaction  

 

Ha2: There is a significant relationship 

between team interest and job satisfaction:

 
Table 4.0: Result of Pearson Correlation Coefficient for Team Interest Climate and Job Satisfaction 

Variable Pearson Correlation, r Self Interest Job Satisfaction 

Team Interest 

 1 .504(**) 

Sig. (2-tailed), p  .000 

N 103 103 

 Mean 3.8823 3.7023 

 Standard Deviation 0.74628 0.63732 

 Relation Between Variables Moderate Relationship 
(Miller, 1991) 

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

 

The findings from Table 4.0 clearly showed that 

there was a significant but moderate relationship 

between team interest and job satisfaction (r= 

0.504**, p= 0.000). Hence, a positive relationship 

means that employees with high team interest would 

give high influences on job satisfaction. Thus, the 

alternative hypothesis (Ha2) that stated there was a 

significant relationship between team interest climate 

and job satisfaction was accepted. This finding was 

supported by Okpara and Wynn (2008) and Elci and 

Alpkan (2009) in which they proved that team 

interest climate had significant and positive impact 

on various facets of job satisfaction.     

There was a positive relationship between team 

interest climate and job satisfaction in a study of 

nurses in Taiwan (Tsai and Huang, 2008). This study 

suggested that the level of job satisfaction can be 

increased by emphasizing on team works, and ensure 

employees give their full cooperation in solving 

organization’s problems.  Therefore, organization 

should encourage employees to work efficiently in 

order to maximize the services provided and enhance 

customers’ satisfaction.  

 

Ha3: There is a significant relationship between 

laws and professional codes and job satisfaction:

 
Table 5.0: Result of Pearson Correlation Coefficient for Laws and Professional Codes Climate and Job Satisfaction 

Variable Pearson Correlation, r Self Interest Job Satisfaction 

Team Interest 

 1 .564(**) 

Sig. (2-tailed), p  .000 

N 103 103 

 Mean 3.6782 3.7023 

 Standard Deviation 0.66788 0.63732 

 Relation Between Variables Moderate Relationship 
(Miller, 1991) 

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

 

As can be seen from Table 5.0, the findings 

revealed that there was a significant but moderate 

relationship between laws and professional codes and 

job satisfaction (r= 0.564**, p= 0.000). This positive 

relationship means that employees with high laws 

and professional codes climate would give greater 

effects on job satisfaction. Therefore, the alternative 

hypothesis (Ha3) that stated there was a significant 

relationship between laws and professional codes and 

job satisfaction was accepted. This finding was 

parallel to the study by Okpara and Wynn (2008) in 

which they stated that laws and professional codes 

climate had significant and positive impact on 

various facets of job satisfaction.  

According to Koh and Boo (2001), there was a 

significant relationship between organizational ethics 

(laws and professional codes) and job satisfaction. 

The findings had proven that by introducing code of 

ethics in the workplace, employee’s behavior can be 

controlled, thus improved organization’s 

performance. Furthermore, Kim and Miller (2008) in 

their study discovered that laws and professional 

codes had strong relationship with job satisfaction in 

the Korean tourism industry. As mentioned by 

Stevens (1997) cited in Kim and Miller (2008), an 

ethical code is one means of communicating 

organizational cultural ideals and offers value in 

attempting to codify abstract ethical thoughts. Thus, 
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organization should pay attention and focus on the 

development of laws and professional codes in order 

to increase job satisfaction. 

Ha4: There is a dominant factor that affects job 

satisfaction:

 
Table 6.0: Results from Multiple Regression Analysis 

M R R² Adjusted R² 
Std. Error of the 

Estimate 
F Sig 

1 .650(a) .422 .405 .49165 24.133 .000(a) 

a. Predictors: (Constant), Self Interest, Team Interest, Laws and Professional Codes 

b. Dependent Variable: Job Satisfaction 

 

M 
Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta B Std. Error 

1 (C) 2.258 .396  5.703 .000 

 SI -.255 .079 -.250 -3.236 .002 

 TI .184 .082 .215 2.234 .028 

 LPC .404 .091 .424 4.440 .000 

  a. Dependent Variable: Job Satisfaction 
Note: M – Model; C – Constant; SI – Self-interest; TI – Team Interest; LPC – Laws and Professional Codes. 

 

As shown in Table 6.0 above, the R square
 
value 

was 0.422 indicated the contribution of the 

independent variables to the dependent variable. 

Therefore, organizational ethical climate factors 

(self-interest, team interest and laws and professional 

codes) had contributed approximately 42.2% of the 

variance in job satisfaction. It was clearly revealed 

that the result reached the statistical significance, 

p=0.000. In this study, the largest beta coefficient 

was 0.424 and the significant value, p= 0.000, which 

was for laws and professional codes. This means that 

laws and professional codes made the strongest 

unique contribution to explaining the dependent 

variable, job satisfaction. Therefore, the hypothesis 

Ha4 that stated there is a dominant factor that affects 

job satisfaction was accepted.  

As stated by Victor and Cullen (1988), laws and 

professional codes refer to the legal system that can 

act as instruction to monitor people as well as the 

source of principles transcends beyond organization. 

The laws and professional codes act as the guideline 

to monitor on the employees’ behavior in an 

organization in order to achieve the organization’s 

goals.  

 

Conclusion: 

This study would lead to better understanding of 

organizations towards the effects of organizational 

ethical climate on job satisfaction. Therefore, 

organization should focus on developing appropriate 

organizational ethical climate to reduce the turnover 

intention and sustain job satisfaction. 
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