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Abstract
Integrity violations are actions that can cause harm to the economy and society at
large. These violations would cost the organisation losses or devalue their reputation.
Many initiatives were taken to mitigate integrity violations at the organisation level.
Creating a positive ethical culture was argued as a crucial approach to minimise
the incident of integrity violations. However, to date, little research was done to
provide empirical support on whether ethical culture contributes significant effect to
integrity violation. This paper aims to investigate whether ethical culture can impact
integrity violations. Data were collected using questionnaires distributed to 459 state
government departments. There are a total of 343 out of 459 (75%) questionnaires
distributed to Malaysian state government departments were received. The findings
indicate that integrity climate mediates the relationship between ethical culture and
integrity violations. The practicality of the research provides a further understanding
of public sector organisations and their behaviours. The viewpoint of whether having
ethical culture as a social norm in an organisation provides insight towards the
occurrence of integrity violations.

Keywords: ethical culture, integrity climate, integrity violation, Malaysia, and public
sector.

1. Introduction

Integrity is achieved through honest moral behaviours and related to the following key
definitions of wholeness, professional, incorruptible, and with strong moral principles
(Huberts, 2018). The public sector which relates to government organisations plays a
vital role in maintaining actions of integrity. The people within government organisations
are required to practice specific amounts of restraint towards integrity violations. This
is in order for people within government organisations able to execute their work
descriptions for the benefits of the stakeholders which are the people. The actions
of integrity violations often cause harm than good that impacts the people within
and around the organisation itself (Graaf, Huberts, & Strüwer, 2017). Integrity violations
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are the acts of unethical, misdemeanour, procrastination, fraud, corruption and other
related negative actions that are conducted by the employees within the organisation
(Huberts, Kaptein, & Lasthuizen, 2007). These violations would often cause adverse
effects within the organisation itself. The common effect includes the loss of revenue
or productivity towards the organisation when the person commits integrity violations
such as procrastinating their work (Graaf et al., 2017) The organisations are susceptible
to losses when there are substantial integrity violations such as fraud and corruption
taking place. Governments such as in the United Kingdom suffer losses of up to billions
of dollars due to these actions of fraud and corruption (Button, 2016). These actions are
costing the government financially that these funds could have been put to better use
for other activities that would have benefited the population.

Government organisations are vulnerable to integrity violations as they employed
a large number of employees. The control systems of these organisations are still
controlled by human actions and behaviours. The people within the organisations
themselves are the ones employing the control system and choosing their level of
compliance with the rules and regulation ( Jokipii, 2009). The Malaysian government is
susceptible to these actions of integrity violations as the government employs a rather
large amount of public sector employees (Kannan, 2017). The size of the government
when there are a large number of workers will increase the chances of corruption
occurring (Goel & Nelson, 1998). This would also be due to the chances that inefficiency
within the government organisation itself due to large amounts of bureaucracy and
systems check that are still controlled by government employees. Though current
trends of research are currently observing the trends and impact of e-government
towards reducing the acts of corruption and preventing these actions (Santhanamery &
Ramayah, 2012).

Cultural studies demonstrated by Geert Hofstede are focused towards cultural dimen-
sions of individualism, power distance, masculinity, uncertainty avoidance, orientation
and indulgence (Hofstede, 1980). This study involves observations towards ethical cul-
ture studies that are more focused on levels of ethics maintained within the organisation
itself. The cultural values of ethical culture were evaluated through the dimension of
clarity, supportability, transparency, discussability, and sanctionability (Kaptein, 2008).
The problems within a culture are whether these values are the reason people are
acting towards integrity violations. Past studies in China had shown that cultural values
of supporting unethical activities such as corruption are allowed through the normative
ethical values (Hwang, 1987; Steidlmeier, 1999). Cultural studies in Malaysia had also
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shown that gifts and favours as a social norm within the society (Ahmed, Ismail, Amin,
& Nawaz, 2013).

The study attempts to investigate the effect of ethical culture behaviours within the
organisations towards integrity violations. Subsequently, this study examines the role
of integrity climate as a mediator between ethical culture and integrity violations. Prior
studies had observed the impact of ethical leadership towards unethical behaviour that
had shown that the leadership values as an underlying factor of explanation (Mayer,
Kuenzi, & Greenbaum, 2010).

2. Literature Review

2.1. Theory

The studies of ethics and behaviour are a common approach towards understanding
the principles of integrity. The meaning of integrity from the perspective of an individual
or organisations would vary as the approach will have differentiating perspectives. The
individual would define integrity as having honest values, ethical values and acceptable
moral reasoning to which they practice in the society (Huberts, 2018). The organisational
levels of integrity would involve a broader impact to the employees that involves the
principle and adherence to their rules (Kolthoff, Erakovich, & Lasthuizen, 2010). Achieving
organisational integrity would prove to be beneficial as the impact would be through
not just the employees but to the people surrounding the organisation itself such as
the stakeholders or customers.

The social theory dictates that it is an analysis of systems, surroundings, framework
and phenomena that are used to explain the social environment (Coleman, 1990). The
social theory explains the reason for the actions people would make in order to choose
between a rational choice or a norm-orientated decision (Reckwitz, 2007). This is to
observe whether the employees within the organisation aremaking the decisions based
on their levels of integrity or based on the social norms of the society. This is where
there is a significant difference between ethics and integrity as conducting a decision
which is ethical does not necessarily mean that the person is acting with integrity. The
person could act with ethical values as they are following the rules and regulations
although that decision would be without integrity. An example would be an employee
that is following the rules of their superior although it does impact their integrity. Such
actions would not be accepted towards a person that practices high levels of integrity
within their persona and character.
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The acts of why people commit to unethical behaviour or integrity violations could
be explained through the perspective of the fraud triangle. When there are pressure,
opportunity and rationalisation the person will commit towards the act of fraud and
corruption (Cressey, 1953). These values are applicable to the employees in the organi-
sation when they have a large amount of negative cultural values. These values can be
in the form of accepting the normalisation of corruption of where it is a social norm that
is accepted in society (Ashforth & Anand, 2003). The rationalisation factor here is that
people will think that it is acceptable to behave towards integrity violation as it would
be a social norm within their society.

2.2. Ethical Culture

The aspects of ethical culture involve the experience and expectation the individ-
ual practice that would impact the organisation (Kaptein, 2009). Kaptein (2007) had
conceptualised the ethical-cultural values as the dimensions of clarity, supportability,
transparency, discussability, and sanctionability. The values in ethical culture enable
the organisation to positively impact its overall structure through projected behaviours
of leaders and employees. Studies related to ethical culture had shown different stages
of the approach. Past studies of ethical culture had integrated values of ethical climate
that is then separated from culture (Key, 1999). Ethical culture is the shared belief within
the organisation that is shared with the employees. The ethical culture studies had also
shown that some values do not have a significant impact towards unethical behaviour
(Kaptein, 2011). Studies of Croatian firms had shown that ethical culture would have a
positive impact towards organisational climate (Silvija & Ksenija, 2012)

The basis is whether the cultural values in terms of ethics would impact the
employee’s behaviour within the organisation. The practice of ethical culture is said
to impact the ethical orientation of the employee that could impact their judgement
(Douglas, Davidson, & Schwartz, 2001). Through having strong leadership values in the
organisation, the levels of ethical culture could be reinforced in order to have more
positive values in the organisation (Toor & Ofori, 2009). These studies had shown
that cultural values in terms of ethics have a number of impacts to the organisation
whether in terms of judgement, decision making and overall attitudes. This inquiry of
past studies would indicate that ethical culture would have an impact towards integrity
violations.
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2.3. Integrity Climate

Climate studies are related to the intended data collected within the organisation (D.
Denison et al., 2003). The studies of climate in terms of ethical climate had been
observed through various researchers that are interested in observing the effect of
climate towards the organisation (Demirtas & Akdogan, 2015; Ma’amor, Ann, Munir,
& Hashim, 2012; Peterson, 2002) These studies include the observation of the level
of ethical climate towards affecting employees behaviour such as conducting deviant
actions (Peterson, 2002). The climate within the organisation enables the person to
conduct such integrity violations within their workplace. The organisation’s climate
is also able to change the employees level of commitment to work (Ma’amor et al.,
2012). Their commitment to work is dependent on the level of climate portrayed in the
organisation itself.

Integrity climate is the study of climate under the principals of integrity. Integrity values
are strongly related to honesty, conscientiousness and principle (Zahari, Said, & Arshad,
2019). They are related to the meaning, moral norms and rules and regulation in order
to project integrity climate within the organisation itself.

Culture and climate are fundamentally not the same constructs, these two are dif-
ferent areas of research altogether. Climate is the experience within the organisation
based on what the person see and report what is occurring to them within their direct
contact (D. Denison et al., 2003). The climate structure involves what the employees
perceived perception of the organisation in terms of their practices, procedures, policies,
rewards, routines and other factors (Rentsch, 1990). Culture leans towards explaining on
why these things occur (Schneider, 2000). Culture relates to fundamental ideologies,
assumptions, and organisational events (Trice & Beyer, 1993). Culture is an evolved
concept within the organisation’s system, and it is much more stable than climate and
not susceptible to change (D. R. Denison, 1996).

2.4. Integrity Violation

The acts of negative behaviour such as procrastination, bullying, discrimination, bribery,
corruption and unethical attitudes are associated with integrity violations (Huberts
et al., 2007). The literature on integrity violation provides insight towards further under-
standing of the reasoning of human behaviour. The acts of these violations such
as corruption are harmful towards the organisation and should always be kept in
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check whenever possible. Integrating preventive measures such as control systems
and improving positive values will help reduce such actions of integrity violation.

Studies had shown that the acts of integrity violation are influential towards the
societies environment as people are the ones viewing whether these actions are
acceptable within the society (Gillanders & Neselevska, 2018). The levels of morality
within the society are indirectly affected when people in the organisation practice
acts of integrity violation. For instance, government officers who are in charge of lorry
transport regulations are accepting bribes in order to not take action on these errant
lorry operators who had abused the law. This can be seen in the recent case with the
local Road Transportation Department in Penang that had been protecting lorry drivers
who had committed road offences in Penang (Anis, 2019). This is when the social norms
show an impact towards the overall society as stated in prior studies of normalisation
within the societal values (Ashforth & Anand, 2003).

3. Methodology

3.1. Research Model

The Cultural Ethical Values Model (CEVM) was used to evaluate ethical culture within an
organisation (Kaptein, 2008, 2009). Integrity violations are based on past studies that
relate to acts of unethical behaviour conducted in the organisation (Huberts et al., 2007;
Kaptein, 2011).The five virtues of ethical culture are clarity, supportability, transparency,
“discussability”, and “sanctionability” (Kaptein, 2008). Each of these virtues represents
the ethical-cultural values that are practised in the organisation. The components of
integrity climate involve values constructed from honesty, conscientiousness and prin-
ciple (Zahari et al., 2019). The climate observed here in this study will serve as the
mediator.

Figure 1: Conceptual Model.

DOI 10.18502/kss.v3i22.5053 Page 230



FGIC2019

Through practising, sustainable levels of ethical culture would lead to improved moral
behaviour within the organisation. Past studies indicate that ethical culture as an impact
towards moral behaviour (Kaptein, 2011). The employees will behave properly when
the culture within the culture projects ethical values (Key, 1999). This is where the
development of the first hypothesis states that:

H1: Ethical culture will be positively related to integrity climate

Integrity climate would be able to influence the organisations proportionately when
the organisation practices healthy levels of integrity climate, the employees will also
have good values integrated within them. The practice of honest behaviours in the
organisation would positively affect other people within the organisation (Murphy, 1993).
The reflection in this attitude will have an impact towards the climate of the organisation
which would then reduce the amounts of integrity violation. This leads us to the next
hypothesis:

H2: Integrity climate will be negatively related to integrity violation

The observation of mediation in this context is the role of integrity climate would have
between ethical culture and integrity violations. This is to observe whether integrity
climate serves as a source of mediation. Studies on leadership had found that ethical
climate serves as a mediator between ethical leadership and employee’s misconduct
(Mayer et al., 2010). The last hypothesis is:

H2: Integrity climate will mediate the relationship between ethical culture and integrity
violations

3.2. Sample and Data Collection

The population of the study states that there are a total of 459 state government
departments in Malaysia. A seven-point interval scale was employed ranging from
1 (strongly disagree) to 7 (strongly agree). The participants were assured that their
responses are confidential and that they would not be identified individually.

Table 1: Demographic Profile.

Type of position

Category Qualification Highest Qualification Position

Senior Management JUSA C and above Degree and above CEO’s

Management Grade 41 to 54 Degree or Professional Managers

Support group A Grade 27 to 40 Diploma or STPM Staff or Personnel

Support group B Grade 17 to 26 SPM Staff or Personnel
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Gender

Frequency Percent Valid Percent Cumulative
Percent

Male 150 43.7 43.7 44.9

Female 189 43.7 43.7 100.0

Total 343 100.0 100.0

Education Qualification

Frequency Percent Valid Percent Cumulative
Percent

SPM 33 9.6 9.6 15.7

STPM 9 2.6 2.6 18.3

Diploma 88 25.7 25.7 44

Degree 146 42.6 42.6 86.6

Masters 42 12.2 12.2 98.8

PhD 4 1.2 1.2 100.0

Total 343 100.0 100.0

Age

Frequency Percent Valid Percent Cumulative
Percent

20-30 Years 44 12.8 12.8 14.0

31-40 Years 180 52.5 52.5 66.5

41-50 Years 80 23.3 23.3 89.8

51 and above 35 10.2 10.2 100.0

Total 343 100.0 100.0

Position

Frequency Percent Valid Percent Cumulative
Percent

Grade 17 to Grade 26 74 21.6 21.6 30.0

Grade 27 to Grade 40 82 23.9 23.9 53.9

Grade 41 to Grade 54 153 44.6 44.6 98.5

JUSA C and above 5 1.5 1.5 100

Total 343 100 100

Years of Service

Frequency Percent Valid Percent Cumulative
Percent

Less than 5 years 49 14.3 14.3 14.9

6 to 10 years 83 24.2 24.2 39.1

11 to 15 years 105 30.6 30.6 69.7

More than 15 years 104 30.3 30.3 100.0

Total 343 100.0 100.0

DOI 10.18502/kss.v3i22.5053 Page 232



FGIC2019

Table 1 shows the overall profile of the respondents. The senior management com-
prises of officers who have the responsibilities of a Chief Executive Officer (CEO) in
their organisation. They normally hold positions such as the head of directors, state
secretaries or head of departments. Management is people who hold positions such as
directors, assistant directors, and or head of units. The support group are mostly officers
who are holding executive equivalent positions. The state department’s demographic
distribution table shows that female respondents exceed by 39 male respondents.
The highest number of people holds degree certifications while philosophical degree
holders are only four people in the mixture. The second highest amount of qualification
goes to diploma holders with 88 people. The majority of the respondents are between
the ages of 31 to 40 years old. Those people aged 51 above are the smallest portion with
35 respondents. The majority of the respondents are also people who held positions
of grades from 41 to 54. Only 5 people are holding positions of JUSA and above. The
large portions of the respondents have also served the government for more than five
years.

There are a total of 459 state government departments in Malaysia. These state
departments are the government departments that report directly to the state secretary.
The constructs of the state department comprise of departments, offices, corporations
(“perbadanan”), council, foundation and commissions that are under the state depart-
ment leadership (Department of Information Malaysia, 2017). There are two sets of
questionnaires per department that were delivered to each of the state departments.
This is where one is to be returned and one to be kept for their departmental records.
There are a total of 343 people who represented these state government departments
that had answered the survey questionnaire.

4. Results and Analysis

4.1. Descriptive statistics

The means, standard deviations and inter-correlations among the key variables are
presented in the following table

4.2. Convergent Validity

The use of convergent validity is the assessment to measure the level of correlation of
multiple indicators of the same construct that are in agreement. In order to evaluate
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Table 2: Descriptive Statistics and Correlations Among Variables.

Variables Mean SD Ethical
Culture

Integrity
Climate

Integrity
Violations

Ethical Culture 5.37 1.26 1 0.82 -0.083

Integrity Climate 5.38 1.24 1 -0.232

Integrity Violations 2.72 1.46 1

Note: N = 343. All correlations are significant at p<0.001 (2-tailed)

establish convergent validity, the factor loading of the indicator, composite reliability
(CR) and the average variance extracted (AVE) have to be evaluated and assessed. The
value range of CR should be between 0 and 1 and AVE should exceed 0.50 to have an
adequate convergence (Hair, Anderson, Tatham, & Black, 2010)

Table 3: Convergent Test.

Cronbach’s Alpha Composite
Reliability

Average Variance
Extracted (AVE)

Ethical Culture 0.987 0.988 0.762

Integrity Climate 0.974 0.977 0.828

Integrity Violations 0.978 0.98 0.66

The values of each of the latent variable indicated that each is within the acceptable
threshold. The convergent validity is then confirmed.

4.3. Discriminant Validity

Discriminant validity is the measurement to show that the construct and variables are
not related to each other (O’Donohoe & Neijens, 2012). The purpose is to show that each
of the constructs is distinct from each other throughout the model. The variables used
within the study should have their validity in order to be evaluated with one another, if
the item has the same construct or similar, then the variable should be removed within
the general model. The assessment of discriminant validity in the variable through the
structural equation modeling was through the use of heterotrait-monotrait ratio (HTMT).
The HTMT is a recent assessment technique that was introduced within the SmartPLS
version 3 software which enables such evaluation as compared to the traditional Fornell
and Larcker criterions. Studies had observed that the use of HTMT was more strict
towards its evaluation as compared to the other method (Abdul Hamid, Sami, & Sidek,
2017).

The HTMT criterion states that the threshold of value is 1 (Alarcón & Sánchez, 2015).
When the values within the results are less than 1, then this indicates that these are
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different factors. The lower the amount or value is, the more distinct the items are with
each other.

Table 4: Discriminant Validity.

Ethical Culture Integrity Climate Integrity Violations

Ethical Culture

Integrity Climate 0.819

Integrity Violations 0.258 0.285

The variables within the data of federal respondents indicate that each of the con-
structs is different from each other. The smaller values than 1 within the results shows
that the true correlation between the constructs should differ.

4.4. Model Fit

The software used for data analysis is the SmartPLS version in order to test the hypoth-
esis. Prior to the testing of the hypothesized model, the model was tested in terms
of model fit (Hooper, Coughlan, & Mullen, 2008). The model was tested through the
three latent factors (i.e. ethical culture, integrity climate and integrity violations) and 59
indicators (25 items for ethical culture, 9 items for integrity climate and 25 items for
integrity violations). The measurement model had an acceptable model fit.

Table 5: Goodness of Fit Indices for the Model.

Goodness of fit measure Recommended value Estimated Model

SRMR <0.08 0.047

NFI Closer to 1 is better 0.715

4.5. Hypothesis Test

Table 6: Hypothesis Testing.

Hypothesis Path coefficient T-statistics1 P2 Result3

Ethical Culture -> Integrity Violations 0.785 0.432

H1 Ethical Culture -> Integrity Climate 27.879 ** Accept

H2 Integrity Climate -> Integrity Violations 2.292 ** Accept

Total indirect effects T-statistics1 P2 Result3

H3 Ethical Culture -> Integrity Violations 2.222 ** Accept

T-statistics1 Size of the difference relative to the variation

P2 **Significant at (p<0.05)
Result3 Results on hypothesis test
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The partial mediated model was compared to a fully mediated model. The partial
mediated model was through using a direct path between ethical culture and integrity
violations. Through the results as stated in the previous table (Table 6), there was no
significant direct effect of ethical culture on integrity violations when testing the partially
mediated model. The rules of parsimony state that a fully mediated model is a better
fitting model for examining these data ( James, Mulaik, & Brett, 2016).

Figure 2: Fully Mediated Structural Equation Model Results (Note: Standardized path coefficients provided.
All path coefficients significant at p≤0.001).

The first hypothesis (H1) shows that the path coefficient between ethical culture
and integrity climate (p≤0.05) was positive and significant. The second supported
hypothesis (H2) predicted that integrity climate is negatively related to integrity vio-
lations (p≤0.05). The third hypothesis (H3) predicted that integrity climate mediates
the relationship between ethical culture and integrity violations. In order to test for
the mediation, there must first be a statistically significant relationship between the
predictor and mediator ( James et al., 2016). The second rule also states that there must
be a significant relationship between the mediator and the outcome. The model fit must
also be tested to investigate whether the path from the predictor exists only through
the mediator. The results provided the support that integrity climate acts as a mediator
for the relationship between ethical culture and integrity violations.

4.6. PLS Model

5. Discussion

The issues of integrity violation within organisations are often considered a thorn
and management and governmental organisations are always evolving in order to
mitigate these problems. Studies on the effectiveness of control systems to control
the environment had shown some effectiveness towards handling unethical behaviours
and efficiency (Yurniwati & Rizaldi, 2015). The findings based on the hypothesis clearly
states that ethical culture was positively related to integrity climate, integrity climate
was then negatively related to integrity violations, and integrity climate mediated the
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Figure 3: Hypothesized PLS Path Model.

relationship between ethical culture and integrity climate. The following section provides
the impact towards the theoretical and practical impact of this study.

The study shows us some of the theoretical implications concerning the studies of
culture within organisations. The result states that there is no significant relationship
between ethical culture and integrity violations. The levels of ethical culture within
employees would not have an impact on their action to commit an act of integrity
violation. The findings suggest that the climate such as having an environment of
integrity not only reduces the acts of integrity violation but alsomediates the relationship
between ethical culture and integrity violation. The statement here suggests that it would
be best to promote immediate positive values in the organisation such as honesty and
truthfulness in order to improve organisational levels of integrity.
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Through the knowledge that ethical culture does not reduce integrity violations, it
does however positive correlates with integrity climate. The management or leaders
in the organisation should set a tone for more ethical culture behaviour within the
organisation. Promoting actions such as through transparency and ethical supportability
would improve the overall levels of integrity climate. The motivations to create an
environment full of integrity should be implemented amongst the employees in order
to reduce the rates of integrity violation. The organisation should further implement
methods on how to improve the levels of integrity climate through the promotion of
ethical culture amongst the employees.

The impact of integrity violations as stated in the earlier section of this paper shows
a significant amount of losses for the organisation (Button, 2016). There is a need for
observing effective methods of reducing integrity violations amongst organisational
employees. The method should cover the overall effect and not just only focus on
individual improvements. Improving the overall ethical culture will indirectly reduce the
rate of integrity violations in an organisation. The result of this study suggests the areas
of improvement in ethical culture that can be utilised to create a climate of integrity in
the organisation.

The integrity climate will be able to be positively influenced when there is a positive
ethical culture maintained within the organisation. The leaders can show positive ethical
culture through becoming a mentor or role model themselves. This is shown in a
previous study that directions of culture in an organisation depend on the tone of the
leadership at the topmanagement (Staicu, Tatomir, & Lincă, 2013). Through the influence
of positive ethical culture, the overall climate will be improved that has an impact on
the whole organisation (Shafer & Simmons, 2011). Maintaining a positive ethical culture
in an organisation will bring forwards direct benefits where integrity violations can be
controlled.

5.1. Limitations and Recommendation for Future Research

The drawback of this study is that the sample was only using government department
employees. Though the limited sample was only towards government employees, there
are further opportunities of including other sectors of industries such as the private
sector or through specific areas of industry. Future research should focus on the effect
of culture on positive behaviours as this study analysed the impact towards negative
actions such as integrity violations. The difference is sample target may provide different
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results as there are different motivations between private and public sector employees
(Frank & Lewis, 2004).
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