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ACCOUNTING, CORPORATE GOVERNANCE & BUSINESS ETHICS | 
RESEARCH ARTICLE

The dynamics of ethical climate: mediating 
effects of ethical leadership and workplace 
pressures on organisational citizenship behaviour
O Sookdawoor1* and A Grobler1

Abstract:  The world has been facing unprecedented challenges with various ethical 
issues within organisations, which is related to ethical leadership and decision 
making amongst other things. Subsequently, this paper is focused on the interre-
lationships between organisational culture, ethical organisational climate, ethical 
leadership, decision making and workplace pressures. The effect of these ethical 
related constructs on organisational citizenship behaviour, employee ethical beha-
viour, conduct, and perceived employee performance is further studied, from 
a macro-meso-micro perspective. This quantitative study used a cross-sectional 
design and survey strategy. The sample consisted of 526 participants of varying 
backgrounds working in “large” enterprises across diverse industries in Mauritius. 
The results of this study show that organisational culture and ethical organisation 
climate (as macro independent variables) jointly influence the dependent variables 
(organisational citizenship behaviour, employee ethical behaviour and conduct, and 
perceived employee performance) both directly and indirectly to varying degrees. It 
was also found that ethical leadership and decision making, and internal and 
external workplace pressures (as meso variables) have statistically significant 
mediating effects on organisational citizenship behaviour and perceived employee 
performance. The model proved to have a good fit and can be adopted as a guiding 
model for the business and research communities in fostering organisational citi-
zenship behaviour. Lastly, recommendations were made to enhance the ethical and 
organisational citizenship behaviour within the corporate environment of Mauritius.
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1. Introduction
Over the past century and more so in the recent decades, organisations have been facing 
numerous kinds of socio-economic challenges. With the ever-growing pressures from share-
holders to maximise profits and keep value-creation high on the agenda, business leaders have 
had to strike the right balance between attaining shareholder’s goals and fulfilling their deon-
tological duties (Ford, 2006; Knights & O’Leary, 2006). Over time, this phenomenon has even led 
executives to relegate critical duties of leadership at the expense of financial rewards. In 
a study conducted by the Institute of Leadership and Management and Management Today, it 
was found that 50% of respondents believed their organisations prioritised financial goals over 
ethics (The Institute of Leadership and Management, 2011). In another survey undertaken by 
the National Business Ethics Survey of Fortune 500 Employees, it was noted that job security 
came out as the top source of internal pressure, and meeting targets as the top source of 
external pressure influencing employees to compromise ethical standards (Ethics Resource 
Centre, 2012a). This trend has even been exacerbated in recent years on the global front with 
employees experiencing an increased level of pressure to compromise standards as well as 
witnessing growing misconduct in the workplace, and facing increased retaliation when they 
report wrongdoings (Ethics & Compliance Initiative, 2018).

The financial crisis of 2008, which was to a large extent caused by unethical behaviour brought 
down the U.S economy and economies around the world (Ciro, 2012). This was not the first or last 
occurrence of unethical behaviour within the corporate environment. Well document instances of 
unethical behaviour and corporate scandals include the Citigroup’s role in the collapse of 
WorldCom in 2002 (Wilmarth, 2013), Alibaba.com’s fraud by sellers in 2011 (Lee & Chao, 2011), 
Toshiba’s accounting and FIFA scandals (Boudreaux et al., 2016; Caplan et al., 2019), and more 
recently ethical issues in the wake of the COVID-19 pandemic (Ernst & Young, 2020; Gaspar et al., 
2020). All of these have put the spotlight on organisational ethics, ethical organisational culture 
and behaviour, and ethical organisational climate.

While researchers have established the linkages between ethics and leadership, there are never-
theless gaps that need to be bridged through further research (Black & Morrison, 2014; Toor & 
Ofori, 2009; Victor & Cullen, 1998). Examples would be exploring the dynamics of ethical climate in 
respect of various ethical climate types and possible influence in business (Sibiya et al., 2016). 
Further instances would include evaluating interrelationships and effects between ethics-related 
components within a conceptual macro-meso-micro framework (Li, 2012; Engelbrecht, Newman 
et al., 2017; Engelbrecht et al., 2017; Grobler & Joubert, 2020; Grobler & Grobler, 2021).

The purpose of this study was to determine the interrelationship and mediating effect of a set of 
organisational ethics variables, conceptualised in accordance with the macro-meso-micro frame-
work, in a multi-cultural, multi-industry and “large” organisation context in Mauritius. The context 
is related to the unique economic, cultural, social and political characteristics which were not 
studied before. This paper aims to bridge the gap in assessing and presenting how ethical 
organisational culture and climate influence employees’ ethical behaviour and the mediating 
effects of ethical leadership and workplace pressure on organisational citizenship behaviour, 
using a macro-meso-micro framework within the corporate environment of Mauritius.

This research enabled to uncover key findings that will enlighten and empower organisations 
and practitioners in understanding the dynamics of ethical organisation climate and how the 
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ethics-related variables within the model influence organisational citizenship behaviour, ethical 
behaviour and performance amongst employees.

2. Theoretical background
It is firstly important to provide a theoretical background of the constructs (variables) used in this 
study. The sequence of the discussion is in accordance with the macro-meso-micro framework to 
provide structure. A short discussion of organisational culture, ethical organisational climate, ethical 
leadership and decision making (macro variables), ethical leadership and decision making, internal and 
external workplace pressures (meso variables), organisational citizenship behaviour, ethical employee 
behaviour and conduct, and lastly perceived employee performance (macro variables) will follow.

Organisational Culture

Based on the philosophical work of Kant (1790/1914), Harste (1994, p. 5) provided the following 
definition of organisational culture: “Organisation culture is created when groups of human beings 
can, in spite of their differences, reflexively judge in a common, universalising way how the organi-
sation can be differentiated from the demands of the environment”. The key contribution of the 
Kantian theory is that organisational culture is based on a trusted acceptance of differences, 
where employees share goals, self-organise and mobilise themselves as a collective unit intimately 
linked with the organisation to attain the set goals.

Robbins and Judge (2013, p. 512) referred to organisational culture as a “system of shared 
meaning held by members that distinguishes the organisation from other organisations”. It can also 
be seen as a complex set of artefacts as a 3-tier structure (visible and tangible elements), adopted 
beliefs and values (values, ideologies, goals and aspirations) and basic underlying assumptions 
(subconscious or taken-for-granted beliefs and values; Schein & Schein, 2017). Furthermore, Schein 
and Schein (2017) viewed organisational culture as a powerful but largely invisible social force.

Kotter and Heskett (1992, p. 11) stated that their studies revealed that “corporate culture can have 
significant impact on the long term economic performance and will probably be an even more 
important factor in determining the success or failure of the firms in the next decade”. This confirms 
the critical role that organisational culture plays in the development and survival of enterprises and 
why it warrants further study in different contexts like in the multi-cultural context of Mauritius.

Ethical Organisational Climate

Research on organisational climate stems back to the days when Lewin et al. (1939) studied 
different leadership styles to establish whether they are interrelated and whether specific leader-
ship styles lead to distinct organisation climates (Lewin, 1951) . Initially Schneider and Reichers 
(1983) presented these perceptions, as being rather descriptive (“the description of things that 
happen to employees in the organisation”). Subsequent studies however suggested both affective 
and evaluative perspectives (Patterson et al., 2004). Both the organisational culture and climate 
describe how employees experience their organisation. In other words, organisational climate can 
be conceptualised as the surface of the culture of the organisation (Schein, 1985; Schneider, 1990), 
comprising a character, personality and psychological atmosphere of an organisation’s internal 
work environment (Evan, 1968; Pritchard & Karasick, 1973).

Since major ethical failures and scandals, there has been a resurgence amongst scholars of studies 
of ethical organisational climate and leadership. For instance, the development of the Corporate Ethics 
Virtues Model by Kaptein (2008a) and his subsequent studies brought further insights on how a set of 
eight ethics virtues is critical in shaping an ethical organisational climate. These strengthened the core 
base of ethical foundations, complementing the already established Victor and Cullen (1988)’s Ethical 
Climate Model and Vidaver-Cohen (1995)’s Moral Climate Continuum amongst others.
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Ethical Leadership and Decision Making

Brown et al.’s (2005, p. 120) defined ethical leadership as the “demonstration of normatively 
appropriate conduct through personal actions and interpersonal relationships, and the promotion of 
such conduct to followers through two-way communication, reinforcement and decision making”. 
Through this definition, which is also commonly referred amongst scholars and researchers, the 
importance of the leaders’ own conduct, how these are promoted within the organisation or 
society, and how people “read” and perceive their conduct are central to the understanding of 
ethical leadership. Constituents of ethical leadership consist of their role modelling in promoting 
ethical standards and practices. They reinforce this through their own stewardship, permeating the 
ethical culture through right actions, effective communication approaches, transparent decision 
making and inculcating these into others.

Lawton and Páez (2015) presented virtues (the who), purposes (the why) and practices (the 
how) as three interlocking dimensions of ethical leadership. In other words, the interplay of 
these three dimensions can lead to different forms of ethical leadership. Ethical leaders are 
“individuals who are impartial and unbiased, exhibit ethical behaviours, take the wishes of people 
into notice and protect their employees’ rights fairly” (Zhu et al., 2004). Ethical outcomes often 
demand that the leader is virtuous (e.g., courageous, truthful, fair and honest), and engages 
others for a purpose (social or economic) through the execution of the right practices (e.g., 
ethical judgment and ethical decision making). The fundamental role that ethical leadership 
plays in the organisation and how it influences the behaviour of subordinates and employees in 
shaping the right ethical and organisation citizenship behaviour in the workplace becomes even 
more crucial in these challenging times characterised by the pandemic and socio-economic 
tensions. It is equally important to understand the dynamics of ethical leadership in a multi- 
cultural context such as Mauritius driven by its own unique socio-economic specificities with 
a view to get further insights on ethical practices at a leadership level across industries. It will 
also unveil commonalities and differences with other studies conducted in other parts of the 
world, enabling better understanding of the influence of ethical leadership on employee 
behaviour and performance in the local context.

Internal and External Workplace Pressures

Internal and external pressure factors are causing a shift in the way ethical behaviour evolves 
within organisations. Internal pressures would usually take the form of elements personal to the 
individual such as his own survival, job security, meeting his financial obligations and his career. 
External pressures usually come in the form of meeting business targets and goals, ensuring 
financial success of the organisation, value creation for the shareholders and the like. Business 
and competitive pressures, investors’ and shareholders’ demands, political pressure, authority 
supervision, social dynamics and pressures, scandals, globalisation and the pandemic are few 
examples of the external forces causing a radical change in behaviour thereby putting ethics at the 
centre of the debate. Similarly, forces such as work pressures towards meeting aggressive business 
targets and tight deadlines are also affecting the professional conduct of leaders. Kaptein (2008a) 
calls this “The Virtue of Feasibility” whereby the setting of unrealisable targets tends to lead 
towards higher levels of unethical behaviour. Schweitzer et al. (2004) discovered similar empirical 
findings.

Vidaver-Cohen (1993) examined how anomie (lack of ethical standards) occurs in the work-
place. One of the main causes of unethical behaviour in workplaces is the excessive pressure 
which management puts on goal attainment without a corresponding counterbalance for 
legitimate procedures. Vidaver-Cohen (1993) backed his examination by Merton’s theory of 
social structure and anomie. Whilst the individual’s moral character was often considered as 
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a key determinant of ethical conduct, it was found that the work environment plays an equally 
influential role on the behaviour of employees. Since its initial conceptualisation stages in 1938, 
Merton’s model gradually evolved to become one of the most important frameworks for 
explaining criminal conduct in societies (Merton, 1964). Merton identified and put forward 
some key issues worth considering for the understanding of organisational anomie:

● High rates of unethical practices, anti-social behaviour and illegal conduct occur as a result of 
inordinately strong emphasis placed on achieving goals and targets without corresponding empha-
sis on adhering to legitimate procedures helping to attain such goals.

● A discrepancy between the “means and ends” or a social disequilibrium characterised by non- 
adherence and ineffectiveness of conduct-governing rules causes anomie.

Do such workplace pressures as examined by Vidaver-Cohen (1993) and Kaptein (2008a) have 
similar counter effects in context such as Mauritius characterised by its diversities in culture and 
the general quests of businesses to outperform for the benefit of their stakeholders? Such ques-
tions call for empirical and critical evaluations to gauge the nature of such workplace pressures 
and their likely impact on employees’ behaviour and performance.

Organisational Citizenship Behaviour

In a context characterised by a relentless quest and pressure for economic survival and growth, 
the sustainability of organisational performance and value creation imperatives start dictating the 
agenda and priorities of business leaders. It further demands for a more conducive and engaging 
work environment that can stimulate employees’ commitment and delivery levels beyond their 
usual call of duty. Huhtala et al. (2011) posit that employees’ emotional engagement and work 
commitment are higher in a work environment characterised by ethical standards, systems and 
practices. All this draws one’s attention on the inherent role and importance of organisational 
citizenship behaviour in the context of this study.

Smith et al. (1983), Organ and Konovsky (1989), and Alizadeh et al. (2012) shed light on the 
concept of organisational citizenship behaviour with the aim of fostering a positive working 
environment that influences employees to surpass the minimum role requirements expected 
from the incumbents.

Organisational citizenship behaviour can be considered as a set of behaviours in which employ-
ees act and perform beyond their prescribed duties and engage in improving the individual’s or 
company behaviour (Bateman & Organ, 1983). The underlying philosophy of organisational citizen-
ship behaviour is driven by the fact that employees’ delivery levels go beyond their official 
contractual requirements, job descriptions and their commitment to go the extra mile for the 
organisation’s welfare out of loyalty for their bosses and the company at large. This is often the 
result of voluntary compassion for and reciprocity towards their leaders in exchange for the fair 
treatment and welfare they obtain. As Konovsky and Pugh (1994) highlighted, organisational 
citizenship behaviour occurs in an environment characterised by social exchange and quality of 
superior-subordinate relationships. Gouldner (1960) referred to employees’ feelings of obligation to 
pay back what they benefited from their employers.

The findings confirmed a positive relationship between ethical leadership and organisational 
citizenship which is sequentially mediated by perceived procedural justice and employees’ orga-
nisational concerns (Mo & Shi, 2017). Employees generally feel indebted to their leaders if they are 
being looked after and treated well which results in the employees reciprocating accordingly in 
supporting their leaders to attain the bigger organisational objectives (Mayer et al., 2009; Rioux & 
Penner, 2001). It would be enlightening to determine whether such pattern manifests itself in the 
local business context of Mauritius where attainment of business goals and value creation are high 
on the agenda.
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Ethical Employee Behaviour and Conduct

Central to the study of ethical organisational climate and culture lies the examination of 
employee moral behaviour and conduct. Ethical employee behaviour and conduct refers to such 
actions that most people would reasonably judge as being morally correct and expect to see them 
prevailing in an organisation. Maesschalck (2004) explained it by taking examples of what would 
constitute “unethical behaviour” benchmarking them against the nine ethical standards framed by 
Victor and Cullen (1988). According to Maesschalck (2004), the unethical conduct would be 
characterised by a manifestation of selfishness (e.g., personal gain or corruption), organisational- 
fetishism (e.g., resorting to improper means to protect organisational interests at all costs such as 
window dressing of accounts), efficiency-fetishism (e.g., where one would bend the rules to 
maximise efficiency for profitability), nepotism (e.g., granting unlawful preferential treatment to 
relatives and friends), team-fetishism (e.g., hiding of improper practices by people in a group due to 
their loyalty), partiality (e.g., improper preferential treatment to stakeholders), anarchy, rule- and 
law-fetishism characterised by a complete non-compliance to rules, law and policies at a personal, 
organisational level and beyond. Given limited study in this area locally, determining the main 
motives for ethical deviations become imperative in the overall quest to address ethical issues 
within organisations. Gauging and understanding the effects of the macro and meso variables on 
this particular variable are thus vital in determining the type of leadership actions needed to 
transform and nurture the right ethical conduct, practices and culture in the organisation.

Perceived Employee Performance

The interplay of the macro and meso variables under study and their resulting effects on 
perceived employee performance is another dimension needing study and diligent examination. 
Perceived employee performance refers to the way the employees perceive their organisation to 
be performing on various fronts, whether being the way it manages its corporate image, the 
competitiveness of its products and services, its ability to grow the client base, attract and retain 
top talents, the prevailing culture and ethical climate, and the conduct of their leaders in creating 
a fair, motivating, performing and rewarding work environment. These factors, including the 
progressive human resources practices, are regarded as key enablers in enhancing performance 
of employees in an organisation (Delaney & Huselid, 1996).

The Mauritian Context

As has been the case globally, Mauritius has also witnessed numerous cases of ethical issues 
whether on the business, social and political fronts. Whilst a series of legal, regulatory and 
governance framework and codes exist, the media has nevertheless reported several issues 
pertaining to influence of power, corruption, nepotism, frauds, corporate failures, pressures, lobbies 
and economic cartels. This has also been reported by some noteworthy empirical studies in 
Mauritius covering ethical decision making (Napal, 2005), ethics in journalism (Chan-Meetoo, 
2013), ethical leadership (Ah-Kion & Bhowon, 2017; Ah-Teck & Hung, 2014) and assessment of 
corporate governance practices (Padachi et al., 2016).

Based on the studies conducted by Napal (2003) on ethical decision making amongst a sample 
of business executives, it was noted that personal ethics predominate in the making of ethical 
choices, regardless of the presence of a company code of conduct. Furthermore, it was also found 
that the behaviour of management was a critical influential factor of ethical conduct. For example, 
Chan-Meetoo (2013) uncovered several ethical issues facing the profession of journalism in 
Mauritius. The study highlighted the key issues facing the profession such as pressures to publish 
fast with the accompanying dangers of transgressing accuracy and veracity of information, 
inclination towards sensationalism to boost sales of newspapers and revenues and substantial 
pressure to refrain from publishing delicate news on powerful politicians amongst others. Ah-Kion 
and Bhowon (2017) studied the leadership approaches and ethical decision making processes of 
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247 managers working in three higher education institutions. It was found that transformational 
leadership had a negative impact on ethical judgment and intention of the subordinates in respect 
of ethical issues thereby suggesting the possibility of pseudo-transformational leadership or the 
influence of cultural factors.

Despite the existence of comprehensive legislation and systems to combat crime at large, illegal 
actions are still occurring in large numbers and are reported across the globe (OECD, 2016). 
Similarly, despite the establishment of governance and control systems, codes of conduct, and 
policies and procedures, organisations are still faced with ethical issues (Ethics & Compliance 
Initiative, 2018; Ethics Resource Centre, 2012a; PwC., 2016)

Furthermore, the review of current literature on organisational culture, ethical climate, ethical 
leadership and decision making, pressure factors, behavioural dynamics, employee performance, 
and the interrelationship of these components highlights the following key research problems:

a. The relationship between ethics and leadership has been studied by scholars for quite some 
time (Burns, 1979; Deconinck et al., 2016), yet the world continues to face major socio- 
economic challenges due to ethical issues (Huang & Paterson, 2017).

b. Theoretical models have yet to determine whether mediation effects between organisational 
ethics components within a conceptual macro-meso-micro framework remain constant 
across different contexts, organisations and groups of individuals (Grobler & Grobler, 2018).

c. The need to determine the interrelationships between organisational culture, ethical orga-
nisational climate, ethical leadership and decision making, internal and external workplace 
pressures, and their effects on organisational citizenship behaviour, employee ethical beha-
viour and conduct, and perceived employee performance in a cross-industry multi-cultural 
context.

d. A necessity for the development of a new or improved framework or model that would 
enable enhanced organisational citizenship behaviour, ethical business practices and perfor-
mance in a dynamic context largely influenced by internal and external pressures compro-
mising ethical standards.

e. A need to put forward appropriate recommendations for the business community with 
a view to further equipping them against ever-mounting ethical challenges and addressing 
such dilemmas in a context largely characterised by a plurality of cultures and socio- 
economic diversities.

Research has been conducted in different countries relevant to the current areas of interest. 
However, a study specifically orientated towards the assessment of organisational culture, ethical 
organisation climate, ethical leadership and decision making, workplace pressures, organisational 
citizenship, employee behaviour and performance, as an interconnected and collective unit, has 
not been yet been done in the multi-cultural and cross-industry context of Mauritius. Given the 
economic, cultural, social and political specificities of Mauritius, the study helps in enlightening key 
stakeholders about the interrelationships and dynamics of these variables in such a context and 
how they can be dealt with.

With a view to bridge these research gaps, it was vital to assess the nature of the relationship 
between the macro, meso and micro components, and subsequently assess interrelationships 
between the ethical context independent variables and ethical mediating variables and their 
effects on organisational citizenship behaviour, employee ethical behaviour and conduct, and 
perceived employee performance.

The conceptual research model underpinning the study, as per Figure 1, is as follows:

The specific research questions being responded to in this paper are as follows:
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● What is the statistical relationship between organisational culture and ethical organisation climate?
● What is the statistical relationship between the mediating variables of ethical leadership and 

decision making, and internal and external workplace pressures?
● What is the nature of the theoretical and observed interrelationships between the independent 

variables (organisational culture and ethical organisational climate) and the mediating variables 
(ethical leadership and decision making, and internal and external workplace pressures), and their 
effects on the dependent variables (organisational citizenship behaviour, employee ethical beha-
viour and conduct, and perceived employee performance)?

● Is there a good fit between the elements of the empirically manifested structural model and the 
theoretically hypothesised model?

3. Research design & methodology
Considering the underlying constructs to be measured in a complex multi-cultural cross-industry 
context, quantitative method was used.

A survey strategy was adopted and deployed with a view to collect relevant quantitative data 
from a devised sample of participants from Mauritian corporates operating across industries.

A comprehensive and structured questionnaire was constructed using eight underlying well- 
established, reliable and valid scales to measure the constructs being studied. Slight adaptation 
was done to supplement certain scales where required to suit the scope and objectives of the 
study without adversely affecting their validity and reliability.

The master instrument measured the macro-meso-micro constructs within the Conceptual 
Research Model through a total of 232 items, as shown in Table 1, using a 5-point Likert-type 
scale response anchors for the constructs being measured.

The aim was to study “large” establishments in the multi-cultural and cross-industry environ-
ment of Mauritius. The latest available 2013 census conducted by Statistics Mauritius (the official 
government statistics body) covered 127,000 establishments, referred to as “production units”. Of 
these, 2,200 (2%) were classified as “large” establishments across various industries and were 
considered as the largest contributors to economic development of the country (Statistics 
Mauritius, 2017). They engage at least 10 persons within the respective enterprises.

The 2013 census did not provide a complete view as it did not cover “large” establishments in 
certain specific industries such as agricultural, forestry, fishing and others. It was thus further 
supplemented by another government survey undertaken in 2016, which provided a complete and 
more appropriate view of the population of “large” establishments, reaching 2,534 units operating 
across 19 industries being targeted. A sample of 526 respondents was considered as shown below:

Ethical Leadership 
& Decision Making

Internal & External 
Workplace 
Pressures

Ethical 
Organisational 

Climate Perceived 
Employee 

Performance

Employee Ethical 
Behaviour & 

Conduct

Organisational 
Citizenship 
Behaviour

Organisational 
Culture

osemorcam micro

Figure 1. The conceptual 
research model within a macro- 
meso-micro framework.
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The research has received the ethical clearance from the Research Ethics Review Committee of 
the Graduate School of Business Leadership, University of South Africa, on 13 August 2019 
(Reference no.: 2019_SBL_DBL_012_FA).

The instrument was administered electronically through digital tablets using the Computer 
Aided Personal Interview (CAPI) tool. With consent of the participants, the data were collected 
anonymously through the services of an independent research company, Kantar, according to 
established methodology and quality control mechanisms to test integrity of the survey and 
engagements of the participants.

Univariate, bivariate and multivariate statistical analyses including other advanced techniques 
such as exploratory factor analysis (“EFA”), confirmatory factor analysis (“CFA”), path analysis and 
testing for mediation were considered using PROCESS, and the interpretation of results to better 
understand the underlying dynamics between the data and the model were effected.

Table 1. Structure of Master Instrument Used
Measurements of: Instrument No. of Items
Profile and Demographics Self-set questions 5

State of Ethics & Compliance 
Standards & Practices

Self-set questions based on Ethics 
and Compliance Initiative (2018)

6

Organisational Culture Organisational Culture Assessment 
Questionnaire (Sashkin & 
Rosenbach, 2013)

30

Ethical Organisational Climate Ethical Climate Questionnaire 
(Victor & Cullen, 1988)

36

Ethical Leadership & Decision 
Making

Ethical Leadership at Work 
Questionnaire (Kalshoven, De 
Hoogh & Hartog, 2011)

38

Internal & External Workplace 
Pressures

Adapted from “Factors eliciting 
Managerial Unethical Decision 
Making” (Lasakova & Remisova, 
2017; Ethics & Compliance 
Initiative, 2018)

28

Organisational Citizenship 
Behaviour

Organisational Citizenship 
Behaviour Scale (Podsakoff et al., 
1990)

24

Employee Ethical Behaviour & 
Conduct

Adapted from Scale of 
Measurement of Questionable 
Behaviour (Maesschalck, 2004)

46

Perceived Employee Performance Adapted from Perceived 
Organisational Performance 
(Delaney & Huselid, 1996)

7

Supplementary questions for the 
scope of this study

Self-set questions based on Ethics 
& Compliance Initiative (2018) and 
others

12

TOTAL 232

Table 2. Target Population & Sampling
Target Population 
Based on “Large” Establishments across 
industries in Mauritius

2,534

Sample Size 
Based on Target Population, Margin of Error of 5% & 
Confidence Level of 99%

526
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Three responses were spotted as potential cases of unengaged responses given the very low 
variability in responses across all scale items (SD < 0.40) leading to a revised sample size from 
n = 526 to n = 523 for further analysis.

Considering the conceptual research model put forward and given that the adopted underlying 
instruments were already tested and validated by researchers on the global fronts, it was deemed 
appropriate to undertake CFA to confirm the model fit using the collected data as an initial step.

Each construct of the macro, meso and micro layers were subject to a model fit assessment 
through well-defined statistical procedures. Various model fit indices exist to evaluate a model, 
each having its own merits and limitations, however, researchers seem to agree that multiple 
criteria should be used to comprehensively test a model. This will enable one to confidently claim 
that the model represents the latent factor structure underlying the data (Hu & Bentler, 1999). For 
assessment of model fit for this study, a consistent combination of indices were applied for all 
constructs as also posited by Matsunaga (2011), including Chi-square/Degree of Freedom (CMIN/ 
df), Root Mean Square Error of Approximation (RMSEA), Comparative Fit Index (CFI) and 
Standardized Root Mean Square Residual (SRMR).

Where potential model fit manifested but lacked discriminant validity, it was deemed appro-
priate to conduct an EFA for such constructs so as to propose a new measurement model that can 
be defended on theoretical grounds. Factor models were identified and assessed on theoretical 
grounds. The model derived from the EFA was reassessed for model fit through CFA and the 
emerging factor model was retained where there was model fit, reliability and discriminant 
validity. A proxy measure was selected to measure certain constructs, more specifically for path 
analysis purposes, which still faced discriminant validity issues.
4. Research results

4.1. Descriptive statistics
The mean scores (with standard deviation) as well as the kurtosis values and Cronbach alpha 
coefficients are reported in Table 2.

Table 3 provides the descriptive statistics of each construct of the model. The respective means, 
standard deviations, kurtosis and Cronbach’s alphas have been computed and reported for each 
variable being studied in the model. There is a general tendency for most of the means (except for 
IEWP) to be closer to the “agree” response anchor in the scale, implying that they converge 
towards the items measuring the underlying characteristics of the respective constructs. The 
responses on the measurement of IEWP seem to be divided and relatively closer to the “neutral” 
response anchor. The Cronbach’s alphas indicate an acceptable to excellent level of internal 
consistencies amongst the group of items measuring the respective constructs. The correlations 
of all the constructs in terms of a matrix are reported in Table 4.

Table 4 provides the statistical correlations between the variables under study. The interrelation-
ships were assessed and found to be statistically significant. All the variables are positively correlated 
with each other except for IEWP that has a negative relationship with the remaining variables. The 
strengths of the correlations are moderate to fairly strong between the variables, except for the 
correlation between IEWP and EEBC characterised by a weak insignificant negative association.

The model fit statistics for each of the instruments were computed, with specific reference to, 
minimum discrepancy per degree of freedom (CMIN/DF), root mean square error of approximation 
(RMSEA), comparative fit index (CFI) and standardized root mean square residual (SRMR) are 
reported in Table 5. The model fit assessment was done in accordance with the values prescribed 
by from Hair et al. (2014), Awang (2012), Hu and Bentler (1999), and Schumacker and Lomax 
(2004).
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Perceived Employee Performance—The results show that a single factor emerged with 15 items 
having high internal consistence reliability with a Cronbach alpha score (.94) for the perceived 
employee performance baseline model.

The results reported in Table 5 are reasonable to excellent fit for all the instruments to be used in 
the analysis of the relationships between the constructs.

4.2. Mediating effects
To assess the overall Conceptual Research Model, there was a need to deconstruct the whole 
model into six sub-models for a granular evaluation. This approach enabled the measurement and 
evaluation of the mediating effects of ELDM and IEWP between the independent variables (OC and 
EOC) and the dependent ones (OCB, EEBC and PEP).

The Total Effect Model and the corresponding results for assessment of Total, Direct and Indirect 
Effects, were produced by the Hayes PROCESS Procedure for IBM SPSS Version 3.4.1 (Hayes, 2018). 
A 95% confidence level for all intervals was used in output. The number of bootstrap samples for 
percentile bootstrap confidence intervals was 5,000.

The output effect results from the Hayes PROCESS Procedure have been reported in standardised 
(β) formats. To assess the effect size between the predictor and outcome variables, Cohen (1988, 
p. 83) reference guidelines were used. According to Cohen (1988), the effect size is considered low if 
the value of r varies around .10, medium if r varies around .30, and large if r varies more than .50.

Table 6 provides a summary of the statistical significance of the mediating effects by each sub 
model with its constituent constructs.

Table 7 summarises the direct and mediating effect sizes of the variables within each sub model 
under study.

Table 3. Descriptive Statistics and Cronbach Alpha Coefficients
Constructs Mean Standard 

Deviation
Kurtosis Cronbach’s 

Alpha
Organisational 
Culture (OC)

3.93 .56 1.48 .77

Ethical 
Organisational 
Climate (EOC)

3.71 .72 −0.92 .91

Ethical Leadership 
& Decision Making 
(ELDM)

3.61 .51 2.30 .78

Internal & External 
Workplace Pressure 
(IEWP)

2.71 .89 −0.46 .87

Organisational 
Citizenship 
Behaviour (OCB)

4.14 .47 1.04 .89

Ethical Employee 
Behaviour & 
Conduct (EEBC)

3.61 .43 0.81 .76

Perceived Employee 
Performance (PEP)

3.71 .49 0.54 .90

Note. n = 523 
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OC = Organisational Culture; EOC = Ethical Organisational Climate; ELDM = Ethical Leadership 
& Decision Making; IEWP = Internal & External Workplace Pressures; OCB = Organisational 
Citizenship Behaviour; EEBC = Employee Ethical Behaviour & Conduct; PEP = Perceived 
Employee Performance.

4.3. Holistic view & analysis of the path diagram
Figure 2 shows a holistic representation of the path diagram supporting the Conceptual Research 
Model with corresponding interrelationships and effect sizes between the variables, as well as the 
culminating coefficients of determinations for the dependent variables.

Table 7. Summary Assessment of Effect Sizes of Sub Models
Standardised Beta Coefficients % Total Effect

Model Sub- 
Constructs

DE IDE TE DE IDE

Model 1.4 OC-ELDM- 
IEWP-OCB

.26 .17 .43 60% 40%

Model 2.4 EOC-ELDM- 
IEWP-OCB

.42 .11 .53 79% 21%

Model 3.4 OC-ELDM- 
IEWP-EEBC

.28 .07 .36 79% 21%

Model 4.4 EOC-ELDM- 
IEWP-EEBC

.44 .03 .47 95% 5%

Model 5.4 OC-ELDM- 
IEWP-PEP

.33 .26 .60 56% 44%

Model 6.4 EOC-ELDM- 
IEWP-PEP

.35 .24 .59 59% 41%

Note: DE = Direct Effect; IDE = Indirect Effect; TE = Total Effect; 

Table 6. Summary of Statistical Significance of Mediating Effects
Model 
(Sub-Models)

Independent 
Variables 

(Macro Layer)

Mediating 
Variables 

(Meso Layer)

Dependent 
Variables 

(Micro Layer)

Significance of 
Mediating 

Effects 
(Statistical 
Outcomes)

Model 1.4 OC ELDM & IEWP OCB Statistically 
Significant

Model 2.4 EOC ELDM & IEWP OCB Statistically 
Significant

Model 3.4 OC ELDM & IEWP EEBC Statistically 
Significant

Model 4.4 EOC ELDM & IEWP EEBC Not Statistically 
Significant

Model 5.4 OC ELDM & IEWP PEP Statistically 
Significant

Model 6.4 EOC ELDM & IEWP PEP Statistically 
Significant

Note: OC = Organisational Culture; EOC = Ethical Organisational Climate; ELDM = Ethical Leadership & Decision 
Making; IEWP = Internal & External Workplace Pressures; OCB = Organisational Citizenship Behaviour; 
EEBC = Employee Ethical Behaviour & Conduct; PEP = Perceived Employee Performance 
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An examination of the resulting path diagram of the Conceptual Research Model shows the 
following key findings:

a. OC and EOC are independent variables that are positively interrelated (r = .54) and are jointly 
influencing the outcome variables by varying degrees.

b. Amongst the five outcome variables which OC is directly related to (i.e. ELDM, IEWP, OCB, 
EEBC and PEP), the

biggest effect is between OC and ELDM (β = .39) followed by IEWP (β = −.34), both of 
moderate sized effect. 

This implies that OC considerably influences ELDM (positively) and IEWP (negatively) as com-
pared to the other outcome variables. When assessing the effects on the dependent variables, 
it is noted that OC affects PEP to a higher degree (β = .24) as compared to OCB and EEBC. 

a. As with the other macro level independent variable in the model, EOC impacts EEBC and OCB 
the most (β = .40 and β = .38 respectively) compared to the other outcome variables. EOC 

Observed 
Independent Variables 

(Macro Layer)

Observed
Mediating Variables 

(Meso Layer)

Observed
Dependent Variables 

(Micro Layer)

PEP

EEBC

OCB

IEWP

ELDM

EOC

OC

Legend

e#

Error associated with 
Measured Variable

Dependence Relationship 
(from Predictor to Outcome Variable) 

with standardized beta coefficients

Correlation Relationship 
between Independent Variables 

with Correlation Coefficient

R2 ValueR2 Value

Figure 2. The path diagram of 
the empirically studied model.

Note: OC = Organisational 
Culture; EOC = Ethical 
Organisational Climate; 
ELDM = Ethical Leadership & 
Decision Making; 
IEWP = Internal & External 
Workplace Pressures; 
OCB = Organisational 
Citizenship Behaviour; 
EEBC = Employee Ethical 
Behaviour & Conduct; 
PEP = Perceived Employee 
Performance.
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also affects IEWP negatively (β = −.24). The effect sizes of EOC on the dependent variables 
are relatively higher than OC’s effects.

b. As a predictor mediating variable, ELDM affects PEP the most with an effect size of .33 as 
compared to the other dependent variables of OCB and EEBC. ELDM nevertheless has a sizeable 
positive effect of .20 on EEBC. As regards IEWP, it influences EEBC (β = .25) more than the other 
two outcomes variables of OCB and PEP, where IEWP has a relatively small negative effect.

c. Analysing the coefficient of determination of ELDM indicates that 32% of the variation in 
ELDM is explained by the variation in OC and EOC as joint predictors in the regression model 
(R2 = .32). Likewise, 27% of the total variance in IEWP is shared between OC and EOC 
(R2 = .27).

d. OC and EOC as direct predictors, and ELDM & IEWP as mediating variables account for 53% of 
the total variance in PEP (R2 = .53). This indicates that they collectively explain a relatively 
high degree of variance in PEP compared to the other outcome variables of EEBC (R2 = .31) 
and OCB (R2 = .32).

e. OC and EOC as direct predictors, and ELDM & IEWP as mediating variables, account for 32% 
of the total variance in OCB (R2 = .32).

f. When assessing the variance in EEBC, it must be noted that ELDM and IEWP have 
a statistically insignificant mediating effect on EEBC (as evidenced in Model 4.4 in 
Table 6). This implies that 31% of the variance in EEBC is explained by the collective 
effect of OC, EOC and the mediating effect of ELDM and IEWP when using OC as the only 
independent variable.

5. Discussions
The research question put forward called for an empirical examination of the direct and 
indirect effects that organisational culture and ethical organisational climate (as macro level 
independent variables) have on organisational citizenship behaviour, ethical employee beha-
viour and conduct, and perceived employee behaviour (as dependent variables). The main 
empirical aim was to also establish whether the mediating variables (ethical leadership and 
decision making, and internal and external workplace pressures) have a bigger influence on 
the dependent variables when they intervene as mediators in the business context of 
Mauritius.

5.1. What is the statistical relationship between organisational culture and ethical 
organisation climate?
The result indicate that there is a moderate positive relationship between organisational culture 
and ethical organisational climate, r(521) = .54, p < .001.

5.2. What is the statistical relationship between the mediating variables of ethical 
leadership and decision making, and internal and external workplace pressures?
Ethical leadership and decision making has a moderate negative relationship with internal and 
external workplace pressure, r(521) = −.34, p < .001.

As also evidenced through the regression and path analysis, the two main independent variables 
predict the mediating and observed dependent variables in the model.

The correlations suggest that a stronger organisational culture tends to be associated with 
a stronger ethical organisational climate. On the other hand, an increased prevalence of ethical 
leadership and decision making in the organisation tend to be associated with lower degrees of 
workplace pressures. Likewise, a deficiency in ethical leadership fuels adverse workplace pressures 
often resulting in employees transgressing ethical norms and practices. This is also supported by 
the findings of Vaughan (1983) and Passas (1990).
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5.3. What is the nature of the theoretical and observed interrelationships between the 
independent variables (organisational culture and ethical organisational climate) and the 
mediating variables (ethical leadership and decision making, and internal and external 
workplace pressures), and their effects on the dependent variables (organisational 
citizenship behaviour, employee ethical behaviour and conduct, and perceived employee 
performance)?
An overarching effect—As independent variables, organisation culture and ethical organisational 
climate jointly influence the observed variables at the meso and micro levels at varying degrees.

The effects of organisational culture—Organisational culture, as characterised by three factors 
of achieving business goals, people consideration and work ethics in the local context, has 
a bigger effect on ethical leadership and decision making (β = .39, p < .001) as compared to 
the other variables. It positively influences ethical leadership and decision-making behaviours in 
the business context of Mauritius. A common pattern was found in previous studies where 
organisational culture is also linked with personal values of leaders (Douglas et al., 2001; 
Schein, 2010; Schein & Schein, 2017; Schwartz, 1992). The organisation culture components 
play an important predictor role, not only on ethical leadership and decision making but also on 
internal and external workplace pressure. The result indicates that organisational culture has 
a moderate negative influence on workplace pressures. For instance, promoting care for people 
in the work environment where their concerns are heard, they are kept informed on a timely 
basis, and team spirit and support are permeating will reduce situational stress in both the 
enterprise and on the individual. In such conditions, people in the organisation will be under less 
pressure to violate ethical guidelines. Furthermore, the study also shows that organisational 
culture influences organisational citizenship behaviour (β = .13, p < .001), employee ethical 
behaviour and conduct (β = .15, p < .001) and perceived employee performance (β = .24, 
p < .001) in the business context of Mauritius. For instance, the prevalence of people considera-
tion and team spirit in the organisation will positively influence employees to perform beyond 
what is expected, respect and support others, make an extra effort to help co-workers even if it 
is not mandatory. All this characterises organisational citizenship behaviour.

The effects of ethical organisational climate—In the context of this study, ethical organisational 
climate has emerged, with characteristics of principle-orientation, benevolence and altruism pre-
vailing to varying degrees in the Mauritian workplace. The study confirms that ethical organisation 
climates predict ethical leadership and decision making (β = .25, p < .001). For instance, a climate 
of consideration for others (co-workers, people, organisation and society) and for compliance 
(laws, rules, principles and procedures) influences people’s ethical orientation and decision making. 
The study further confirms that ethical organisational climate influences organisation citizenship 
behaviour and employee ethical behaviour and conduct to a considerable extent as compared to 
other variables (β = .38, p < .001 and β = .40, p < .001 respectively), with the effects found to be 
statistically significant.

These results build on existing evidences of Huhtala et al. (2011) and Mitonga-Monga and Cilliers 
(2015), who advocated that workplace ethics predicts work engagement behaviour and commit-
ment to the organisation. Mitonga-Monga and Cilliers (2015) found that workplace ethics culture 
and climate had the most impactful contribution on work engagement. A positive inclination 
towards an ethical climate is characterised by concerns of what is best for employees, clients, 
public and a general tendency towards adhering to organisational rules and policies. This has 
a corresponding impact on fostering civic virtues, altruism and an attitude to do beyond what is 
expected in the best interests of the co-workers, teams and the organisation at large. On the other 
hand, a climate where ethical deviances prevail in the organisation has a counterproductive effect 
on the employees with increasing stress and pressures to compromise their ethical stances. The 
results show that the prevalence of ethical organisational climate has a reverse and attenuating 
effect on workplace pressures (β = −.24, p < .001). The results on the effects of ethical climate in 
organisations in Mauritius are also consistent to the findings of Huhtala et al. (2011), who 
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advocated that a work environment characterised by ethical standards, systems and practices 
fosters the emotional engagement and work commitment levels of employees. This is consistent 
to the findings of Mohanty and Rath 2012 whereby if organisational culture is nurtured, it can 
inculcate citizenship behaviour in employees within the organisation.

The combined effects of organisational culture and ethical organisational climate—The study 
reveals that these two independent macro level variables have a combined moderate sized effect 
(statistically significant) on ethical leadership and decision making (R2 = .32, p < .001) and on 
internal and external workplace pressures (R2 = .27, p < .001). The results suggest that the two 
independent variables jointly predict the ethical leadership behaviours, ethical orientation in 
decision making and workplace pressures to a considerable extent.

The meso variables and their mediating effects—The results show that, as a predictor mediating 
variable, ethical leadership and decision making influences perceived employee performance the 
most (β = .33, p < .001), compared to the other two variables of organisational citizenship 
behaviour (β = .14, p < .001) and employee ethical behaviour and conduct (β = .20, p < .001). 
The study also indicates that when fairness, sharing of power, concerns for work ethics and 
environment, integrity, people consideration prevail in an organisation, it positively influences 
the way employees perform and their perception on their work environment. The more ethical 
leadership behaviours and ethical-oriented decision making are manifested, the more employees 
would perceive their work environment as motivating, performing and conducive to support team 
collaboration, productivity and ethical conduct. These results build on the existing evidence of Mo 
et al. (2012), where ethical leadership was established as a key predictor influencing employees’ 
moral attitude and behaviour. On the other hand, an increase in internal and external workplace 
pressures adversely impacts employees’ performance and citizenship behaviour. Vidaver-Cohen. 
(1993) suggests that such pressures also lead towards behavioural challenges and moral regres-
sion amongst employees.

To assess the mediating effect and establish whether the meso-level variables indirectly con-
tribute to the overall model, the direct and indirect effects were evaluated in the study and used as 
comparatives to determine on whether ELDM and IEWP play an important role in the total effect 
equation. The direct effect sizes of EOC on OCB, EOC on EEBC, EOC on PEP and OC on PEP are of 
moderate to high effect (β between .30 and .50, p < .001), with these effects being statistically 
significant. Furthermore, the contribution of the indirect effects of ELDM and IEWP, as mediating 
variables, between OC and OCB, EOC and PEP, and OC and PEP represent between 40 to 44% of the 
total effects, thereby indicating relatively sizeable mediating effects on the dependent variables. 
These results show that ethical leadership and decision making, and workplace pressures play 
a crucial mediating role and considerably influence organisational citizenship behaviour and 
perceived employee performance in the business environment of Mauritius. The findings of 
Vaughan (1983) and Passas (1990) on the study of anomie and corporate deviances indicate 
that workplace pressure for meeting organisational objectives compelled employees to leave 
their ethical paths. A similar pattern seems to appear in the current context, where shareholders 
tend to be interested in profits, not necessarily in the way they are realised.

The overall effect—The present study provides new insights in respect of the dynamics of the multi- 
layered interconnected variables within the Conceptual Research Model. OC and EOC (as direct 
independent variables) and ELDM and IEWP (as mediating variables) account for 53% of the total 
variance in perceived employee performance (R2 = .53, p < .001). This indicates that they collectively 
explain a relatively high degree of variance in perceived employee performance compared to the 
other outcome variables of OCB (R2 = .32, p < .001) and EEBC (R2 = .31, p < .001). Furthermore, the 
study also shows that direct predictors (OC and EOC) and mediating variables (ELDM and IEWP) 
account for 32% of the total variance in OCB (R2 = .32, p < .001). The reported variances were found to 
be statistically significant. When assessing the variance in EEBC, it must be noted that ELDM and IEWP 
jointly have a statistically insignificant mediating effect exceptionally between EOC and EEBC. This 
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implies that 31% of the variance in EEBC is explained by the combined effect of OC, EOC and the 
mediating effects of ELDM and IEWP when OC is the main predictor.

5.4. Is there a good fit between the elements of the empirically manifested structural 
model and the theoretically hypothesised model?
A step by step approach was adopted to test each component of the Conceptual Research Model. 
As advocated by Matsunaga (2011) and to avoid any biasness in model fit assessment, the same 
set of model fit indices (CMIN/df, RMSEA, CFI and SRMR) were consistently used and evaluated 
throughout the hypothesised model.

On the basis of the theoretical foundation and empirical evidence, the study enabled the 
development of a sound multi-factor ethical climate model that fosters organisational citizenship 
behaviour. The model, which is henceforth referred to as the “Ethical Climate Model for 
Organisational Citizenship Behaviour”, aims to support business enterprises in setting the right 
foundation that will primarily promote organisational citizenship behaviour as well as employee 
ethical behaviour, conduct and performance in the workplace.

The model, which has successfully been tested empirically and demonstrates a good fit, 
confirms the interrelationships and effects that the macro level variables have on the 
observed micro variables both directly and through the meso layer variables. In other 
words, having the right ethical culture and climate within the enterprise leads to employees 
demonstrating civic virtue, sportsmanship, altruism, ethical conduct, compliance to norms 
and performance at work.

The model also confirms that ethical leadership and decision making as well as workplace 
pressures have a considerable mediating effect on organisational citizenship behaviour and per-
ceived employee performance within enterprises. This therefore necessitates proper attention 
when shaping the right ethical culture and climate.

6. Conclusion
The paper aimed at evaluating, using a macro-meso-micro model, the dynamics of ethical climate 
and the effects that the independent variables (Organisational Culture and Ethical Organisational 
Climate) have on the dependent variables (Organisational Citizenship Behaviour, Employee Ethical 
Behaviour and Conduct, and Perceived Employee Performance) both directly and more importantly 
through the mediating variables (Ethical Leadership and Decision Making, and Internal and 
External Workplace Pressure).

The results confirm that all the variables in the model are positively correlated with each other 
except for Internal and External Workplace Pressure that has a negative relationship with the 
remaining variables.

The results further indicate that Organisational Culture and Ethical Organisational Climate jointly 
influence Organisational Citizenship Behaviour, Employee Ethical Behaviour and Conduct, and 
Perceived Employee Performance both directly and indirectly at varying degrees. Furthermore, 
the two independent variables jointly influence ethical leadership behaviours, ethical orientation in 
decision making and workplace pressures to a considerable extent.

The findings also show that Ethical Leadership and Decision Making, and Internal and 
External Workplace Pressure play a crucial mediating role and considerably influence 
Organisational Citizenship Behaviour and Perceived Employee Performance in the corporate 
context of Mauritius.
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The overall results indicate that the independent and mediating variables in the model collec-
tively explain a relatively high degree of variance in all the three dependent variables (R2 ranging 
between 0.31 and 0.53, statistically significant). Based on the model fit assessment, the model put 
forward demonstrates a good fit.

On the basis of the empirical findings, the following four recommendations are made to the 
business and research communities for consideration in a quest to transform and strengthen the 
ethical culture and organisational citizenship behaviour in business enterprises:

Firstly, nurture the right organisational culture as a baseline empowering enabler, as it has an 
important influence in the way employees across hierarchies shape their perception and beha-
viour. Business leaders should therefore ensure that they lay the right foundation in setting clear 
business goals and priorities. They should provide the required support to solve business problems, 
striking the right balance between achieving business goals, people’s consideration, work ethics 
and promoting transparency.

Secondly, Foster ethics principles and fair practices as part of an overarching work climate. 
Business enterprises should sense, regulate, and promote the right climate, orientated towards 
compliance to principles, rules and standards whilst demonstrating concerns for others (people, 
organisation and society). Such attributes directly influence people’s willingness to deliver beyond 
their normal prescribed duties whilst also promoting ethical behaviour on their part in the best 
interests of the organisation. Organisational climate characterised by ethical standards and ethical 
considerations would ultimately foster the emotional engagement and work commitments of the 
employees.

Thirdly, demonstrate ethical leadership qualities to stimulate positive behaviour, engagement 
and performance, as business leaders have a duty to create the right work environment for their 
stakeholders. They must demonstrate ethical leadership behaviours (fairness, integrity, people 
consideration, role clarification, power sharing, respect for deontological duties, and concerns for 
sustainability) and also show that decisions are made on the basis of ethical consideration and 
fairness. This will create an environment that will stimulate employee motivation, engagement, 
citizenship behaviour, ethical conduct and performance. People should see fairness in treatment, 
high standards of ethical decisions and actions prevailing in the organisation and demonstration of 
ethical traits and stewardship of their leaders.

Lastly, regulate workplace pressures to restrict anomie and unhealthy climate, as improper 
workplace pressures has been found to adversely impact the employees’ morale and supress 
their abilities and motivation to excel. To avoid adverse behavioural challenges, moral regression 
and an unhealthy work climate amongst employees, businesses have to review their approaches in 
achieving business goals. They must regulate the nature and intensity of workplace pressures for 
the welfare of their employees and success of the organisation. Striking the right balance between 
achieving business targets and the means of achieving such goals are fundamental in creating 
a healthy and ethical work environment.

As supported empirically through the model (coined as Ethical Climate Model for Organisational 
Citizenship Behaviour), the implementation of the above four recommendations will considerably 
influence organisational citizenship behaviour, employee ethical behaviour and conduct, and 
perceived employee performance to manifest within enterprises. Efforts should therefore be 
made by the business community in adopting such recommendations for the welfare of the 
organisations.

This study brings vital contributions to the field of social science from a theoretical, empirical, 
business and country perspective. On a theoretical level, the study builds on previous research of 
Jeurissen (1997), Dopfer et al. (2004), Li (2012) and Engelbrecht et al. (2017) and responds to their 
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calls for the adoption of a new direction in social science research through a macro-meso-micro 
framework. The present study of ethics in the workplace was therefore structured on such 
a framework which provided precise understanding and new insights as to how ethical and 
behavioural context variables are interrelated and influence the dependent variables. The study, 
in particular, also demonstrates how the complexities of ethical climate can be broken down and 
their dynamics be studied through macro-meso-micro lenses.

The findings of the study contributed to the development of an empirically tested Ethical Climate 
Model for Organisational Citizenship Behaviour encapsulating the direct effects of organisational 
culture and ethical organisational climate, and the mediating effects of ethical leadership and 
workplace pressures on organisational citizenship behaviour. The extensive scope and depth of the 
present research and its valuable outcomes add a new dimension to the ethical and behavioural 
knowledge base for Mauritius and the larger research community, as it demonstrates how orga-
nisational citizenship behaviour could be nurtured through the dynamics, interplay and effects of 
organisational culture, ethical climate and ethical leadership whilst regulating workplace pres-
sures. A collective consciousness, mobilisation and action by all stakeholders will shift corporate 
ethical climate and culture to the next level of maturity and create a platform that will foster 
organisational citizenship behaviour and employee ethical conduct nationwide.

The limitations of this study are mostly related to the methodology used. Firstly, self-reporting 
questionnaires were used which might lead to method bias, even after the necessary precaution-
ary measures were taken during the briefing that results will be treated anonymously and 
confidentially. Social desirability and subsequent response bias remain a concern and 
a limitation in studies such as this, while self-reporting instruments may be a one-sided report 
from respondents.

Secondly, the cross-sectional design used in this study might have increased the relationship 
between the components artificially.
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