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Abstract 
 

This paper builds itself on the assumption that we can understand better ethical 
representation of employees and managers in public and private organizations through the use of 
a formal ethical questionnaire representing ethical frameworks. Such a questionnaire, carrying 
more than three different ethical frameworks is very rare in the business ethics literature. We first 
did a thorough review of the top ten ethical frameworks found in the literature, then, we created 
the questionnaire to finally ask employees and managers in the education and healthcare 
industries, both private and public, about their ethical principles in action. Our results confirm 
the coexistence of a plurality of ethical frameworks in organizations. It also shows that managers 
tend to use frameworks based on a recombination of principles sometimes pertaining to more 
than one of the canonical moral theories discussed in the literature. We believe we should be 
approaching organizations with ethical principles instead of ethical frameworks. It seems also 
that we cannot apply one unique ethical model to all organizations, but that emerging factors 
depend on organizational context. 
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Introduction  

 
This paper grounds itself in the assumption that we can better understand ethical 

representation of employees and managers in public and private organizations through the use of 
a questionnaire that is built through a rational process. We humbly take the risk to assume that it 
is possible to identify one or many ethical principles or, even better, ethical frameworks, present 
in an organization, whether public or private. Understanding ethics is important because: people 
must have a capacity to act in the changing environments they are evolving in; people in 
organizations must adapt in order to reach a high level of autonomy in regards to moral 
reasoning and to be skillful in analyzing situations that occur in our changing environments. 

The literature in business ethics is full of research devoted to studying different types of 
ethical frameworks [1] defined as “values or beliefs prevailing in particular contexts attributing 
specific meanings to universal principles or moral rules” [2]. The philosophical literature offers 
dozens of principles-based ethical frameworks, and the business ethics literature recognizes this 
plurality. Yet, most business ethics papers are normative, and few discuss more than three 
frameworks [1]. 

Adams and Maine [3] conducted a research showing that specific organizations adopt 
general ethical principles influenced by both social and cultural backgrounds. Donaldson and 
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Dunfee [4] consider a ‘one-size-fits-all’ template for business morality as an illusion. According 
to Maclagan [5], managers fall into two categories: those who regard ethics as a very pragmatic 
solution to not “fall foul of the law”, and those with a long term perspective who anticipate 
societal changes.  

A systematic search has produced only a handful of empirical papers attempting to 
measure this plurality, among which few are in accordance with accepted methodological 
conventions. The first phase of this research thus consisted in a review of two important 
academic databases in order to choose, in a systematic fashion, the top ten ethical frameworks 
that would be part of the questionnaire. This number is found only in one theoretical article and 
therefore, assessing plurality through ten frameworks is advancing the ethical literature and 
filling a gap. The second phase consisted in extensive readings describing each ethical 
framework in order to synthetize the essence of it through five basic assumptions [1].  

The aim is to explore how managers and employees in various organizations give sense to 
business ethical issues. We seek to verify empirically whether the assumptions of ethical 
frameworks can be a bridge to understand the filter individuals use when considering ethical 
issues. To validate this bridge between theory and practice, we use a methodological position 
that favors knowledge emergence through the design of a questionnaire followed by an 
exploratory factor analysis.  

Our aim is to validate or invalidate the basic assumptions built into some ethical 
frameworks in specific types of organizational contexts.  
 

Literature 
 
Basic Assumptions of Top Ten Ethical Frameworks 

Out of every ethical framework that is part of the top ten frameworks found during the 
first stage of the methodological process, the deep literature research described in the previous 
section, five basic assumptions were selected to represent the core of their authors’ reflection for 
each ethical framework. This step was the second phase of the methodological process. 

These basic assumptions, formulated like key statements, must typify the ethical 
framework studied and be discriminating compared to the defining of other ethical frameworks. 
In order to assure a reasonable objectivity, statements are composed by two independent 
researchers whose results are then compared and discussed by a research team including one 
expert of the ethical framework concerned (Pauchant as cited [1]). 

We establish the link between the top ten ethical frameworks that emerged through our 
exhaustive search in the literature with the basic assumptions presented, in the list found in the 
appendices section.  

The third phase of the methodological process consisted in assessing a questionnaire 
formed by the basic assumptions of the top ten ethical frameworks and aimed at understanding 
the ethical representation individuals have in organizations. This paper presents the results. Each 
moral framework presented in this research is trying to shed partial light on the ‘moral universe’ 
in business. Different theories providing us with different ways to understand the world need to 
be re-evaluated with a practical lens. To do so, different organizational settings need to be 
considered. 

In light of the empirical literature in ethics, research has been conducted using various 
dependent variables such as gender of the participants, culture, religion, hierarchy, etc. O'Fallon 
and Butterfield [6], Ford and Richardson [7] and Loe et al. [8] are the few authors to have 
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published extensive reviews of business ethics literature. Some of the key items these authors 
discussed are offered as analysis filters in this research. We believe it is important to examine 
some of these items since they are considered by several authors as variables that should not be 
overlooked. 
 
Private vs. Public Organizations 

Managers in private sector businesses respond first to shareholders or owners. Hospitals 
and school boards are civil society organizations. Their mission is offering services to people. 
Avoiding corruption and conflicts of interest, being public accountable and governed by the rule 
of law are characteristic focuses of ethical management practices of public administrations. They 
aim at ensuring equitable and impartial deployment of the resources they are allocated. A formal 
and bureaucratic approach to ethics of management can be observed in that type of organization.  
  Even though public organizations can deploy ethical management, governmental 
organizations are subject to cumbersome bureaucracy. As a result, they tend to show inertia and 
lack of transparency. In this paper, we compare the sectors of health and education in the private 
and public spheres. We do so to explore if there is some difference in regards to ethical 
framework preferences as the literature suggests. 
 
Hierarchical Rank 

The hierarchical position of people in organization has an influence on the level of 
tolerance to unethical acts: employees at upper levels compared to those occupying lower levels 
are more tolerant to unethical acts [9]. Jones and Kavanagh [10] have found that the ranking of 
people in an organization has positive influence on various aspects relative to ethical decision 
making. Other researchers observed that values and beliefs differ throughout hierarchical levels 
of organizations. 

Most people regard companies as important actors in business ethics and criticize a 
company as a whole, rather than any specific manager(s). However, in some recent ethical 
financial crises the legal system aimed at top managers for unethical behavior.  

In this paper, hierarchical ranks are evaluated to see if ethical framework preferences 
differ like the literature suggests. We therefore question employees of various hierarchical ranks 
and managers in regards to the importance and presence of ethical frameworks. 
 
Gender 

The literature examining gender as a key factor to explain or predict business ethics 
behavior, preferences or decision making, produces fairly consistent findings. These findings 
mostly suggest that there are no gender differences found and that one cannot consider women or 
men more or less ethical. Ethical sensitivity being one sub-element [8], this specific factor leads 
to many studies revealing that women are more than or equally as ethically sensitive as men, but 
as the author mentions, most of these studies lack a theoretical framework predicting such 
results. In terms of a moderating factor, no gender differences have been found. Loe et al. [8] 
even mention that findings regarding gender are mixed and inconclusive. 

In this paper, we compare gender in regards to ethical framework preferences as it is one 
important comparative component in the literature. It has animated numerous academic debates, 
but few articles found a difference between male and female. 

Therefore, the instrument developed to reach the conclusions of this research consists in a 
first attempt to capture general principles overarching ethical theories. The results obtained are 
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bound to the research field that took place in health and education sectors in Quebec City. This 
lends a certain support to ‘particularism’ saying that a moral decision is a matter of adequately 
taking into account particular circumstances in which one is acting and cultural influences [11]. 
 

Procedures for Data Collection 
 

The goal of this research is to operationalize ethical frameworks while focusing on the 
most prevalent ones in the literature to eventually evaluate their importance in practice for 
managers.  

The questionnaire has three parts. The first is a two-page text stating the aim of the 
survey and the method used, and specifying the necessity of total liberty to answer this 
questionnaire. The second part consists of a list of 50 questions/items that participants were to 
rate on a scale from 1 to 6. The third part of the questionnaire asked certain demographic 
information regarding the participants. The choice of incorporating any type of employee into the 
sample is done in order to take a different track from those followed by many researchers whose 
interest was focused mainly or exclusively on managers in organizations. 
 
The following participant characteristics were coded: 
 
a)  Gender  g)  Hierarchical level of actual job 
b)  Age h)  Type of employer  
c)  First language learned i)  Employer’s field of business  
d)  Highest degree earned and the field j)  Training in philosophy or ethics 
e)  Citizenship k)  Understanding of the questions 
f)  Work experience (in years)   
 

A sample of 214 employees from six organizations mainly coming from the education 
and health sectors in Quebec City, Canada filled out the questionnaire.  

 
Results 

 
An exploratory factor analysis resulted in five new emerging factors. DeVillis [12] 

mentions “[…] that the primary function of factor analysis is to help investigators determine how 
many latent variables underlie a set of items”. These new factors (set of items) could be used for 
a future questionnaire elaboration as suggested by DeVillis [12]. This study is coherent with the 
one proposed by Reidenbach and Robin [13] concerning the assessment of ethical plurality.  

Even though we got some decent Cronbach alphas within initial purely ethical 
frameworks, the factor analysis completely rearranged the ethical items (see Appendix B- 
original list), creating new factors that we discuss below. Nunnally [14] argues that an alpha 
between 0,50 and 0,60 is acceptable in the case of measuring hypothetical constructs while 
Comrey [15] tolerates a Cronbach alpha of 0,45 as the minimum acceptable, even though the 
standard measure is 0,70, as below 0,65, the scale reliability is considered too low. 

The reference of 0,45 by Comrey eliminates both the Neoliberalism (0,40) and 
Discussion (0,23) ethical frameworks meaning that important changes would be needed to 
modify the items composing it. If we follow Nunnally, we would eliminate one more ethical 
framework: Justice (0,47). So, according to Nunnally, Cronbach alphas above 0,50 in the specific 
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case of questionnaire construction are more than acceptable. Following this idea, we get 
‘Corporate social responsibility’, ‘Values’ and ‘Compassion’ with respective results of 0,60, 
0,53 and 0,53. It would be one possibility for researchers to improve on these items in order to 
try to reach higher Cronbach alpha. As Rauzy [as cited in 11] mentions “[…] the abstract 
character of moral philosophies is well recognized and their heritage comes from disparate 
philosophical frameworks”. 
 

Discussion 
 

Rosebeth Moss Kanter once mentioned that it is time that researchers start looking at 
what is really going on in business and corporations in order to provide a contribution that is 
meaningful. Furthermore, like most global literature topics, ethics might be at a turning point of 
its evolution. Strategy reached that turning point in the 80s when Mintzberg declared that 
researchers needed to go out and observe strategy in the field as the pure models presented in the 
literature seem not totally appropriate for daily business life. Organizational culture literature 
proposes a restructuring of organizational culture according to what has been observed in the 
field by researchers.  

Following are the five factors that have emerged from the data analysis done with SAS. 
We obtained composite factors that do not carry canonical ethical frameworks. However, these 
results seem to indicate that employees and managers in Quebec City carry ethical principles that 
can be analyzed and discussed. The first one represents the ‘Ideal organization’ dimension. The 
second factor is the ‘Respect’ dimension. The third factor is the ‘Interest in stakeholders’ 
dimension. The fourth factor is ‘Claimed neoliberalism’. The fifth factor is the ‘Liberal 
dimension’. These five emerging factors demonstrate the need to reformulate ethical frameworks 
when we wish to study what really happens in organizations in terms of representations about 
ethics. There is not a direct adequacy between pure ethical frameworks found in the academic 
literature and real life business organizations. The results of this research tell us that we cannot 
prove pure adequacy. 
 
Factor 1: ‘Ideal organization dimension’ 

According to Ralston et al., [16, p. 180] “business ideology depends on the interrelation 
between the economic development level, the level of technological development and the 
political systems, creating the paradigms in place in organizations and institutions”. Our sample 
is located in Quebec City and comes from a quite homogeneous background. Also, the 
respondents are mostly from hospitals and school boards which are civil society organizations. 
Their mission is offering services to people. The organizational values are especially strong: 
contributing to society’s development and well-being. Participants are mostly members of unions 
and have job security.  These factors are important to take into account and should be part of 
moderating variables to be evaluated in future research.   

Considering the protected employment environment they are in, participants have individual 
space to entertain idealism in regards to what an organization is and should be. It is therefore not 
surprising to find as the first emerging factor, ethical principles that once globally analyzed, give 
a sense of idealism, a dream about an organization.  
 
• Q33: “While pursuing its economic growth your organization contributes to the diminishing 

of social inequalities and poverty.” 
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• Q43: “Your organization combines economic efficiency, social justice and environmental 
protection.” 

• Q11: “Your organization considers the quality of life of the current and future populations in 
its decision making.”  

• Q28: “Your organization keeps on improving its economic growth only if there are positive 
consequences for the people and the environment.” 

• Q20: “My organization helps people through a program of education and development to 
discover for themselves the reality of good, beauty and truth.” 

• Q18: “The intentions of the people are more important than the consequences of their 
actions.” 

 
Participants have, as representations of their organization, ethical principles that go 

beyond legal and economic principles Sustainability is an example of such a representation. 
These values are very much present in Quebecois society discourse. The province has been 
especially involved in various worldwide environmental debates, even taking an opposite 
position to Canada, the official guests in such platforms. Companies look to answer the 
expectations rationalized by Quebec’s society which promotes in particular the protection of the 
environment. More and more companies do not simply do what is prescribed by law but they 
wonder about the organizational values which have to exist within their company to face the 
transformations of the environment [17]. Jean Pasquero [18] writes “[…] the nature of business 
ethics is deeply rooted in the national identity of the community […]”. Business ethics in Quebec 
is thus strongly influenced by these socio-political processes [18].  

Sustainable development is especially present in these six assumptions composing our 
new factor. Sustainable development implies a universal ethical principle. In this, it implies the 
belief that future generations should receive the same attention as our own generation without 
neglecting the poorest of our time [19]. This also means that the company will now consider the 
individual, the economic and ecological interests which necessarily move the center of human 
desires of the decision process. The World Business Council for Sustainable Development 
prosperity, environmental quality and social equity (WBCSD) proposes a triple bottom line to 
achieve this. According to Balakrishnan et al. [20] this new paradigm implies that an ethical 
decision must be made with flexibility and sacrifice. This fits pretty well the value oriented 
public organization of Quebec and also the industry sector of this research, education and health 
[21]. 

The main problem related to sustainable development is the assessment by management 
of the consequences of action. It should therefore exist in the easiest way possible for non-
scientists - as are the majority of business leaders- to understand the language and issues related 
to the environment. In this sense, it will need significant collaboration between different 
specialties, be it geology, management, biology, sociology, and all other disciplines, to develop 
working tools for managers. A manager is accountable for his decisions. We therefore must 
develop more sophisticated tools than the opportunity cost measure in order to calculate the costs 
associated with sustainable development. 

As Pava [22] puts it, “corporate social responsibility is itself an extremely valuable and 
hard won social asset as it is a vehicle for promoting transparency, nuanced accountability, 
integrity, better communication and sensible development essential elements to modern 
capitalism”. Accountability sharing requires compromise between a firm and its stakeholders. 
Open channels of communication with information flowing back and forth are needed for that to 
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happen [22]. Social responsibility in an organization can also be thought of as a place where 
individuals can pursue friendships, solidarity, spirituality, purpose, and life meaning. It calls for a 
change of consciousness on the part of all participants. 
 
Factor 2: ‘Respect Dimension’ 

This second factor present clearly Respect as being a strong value for our participants. 
Both items Q37, “In my organization, the golden rule maker is to treat people like themselves 
would be treated”, and Q38, “In my organization, ethics is nothing else than respecting the 
natural rights of people”, explicitly include this value in their terms. Q46, “My organization has 
a space for deliberation and discussion between those affected by a decision”, refers to 
deliberation and discussion, two actions that cannot occur without the strong respect of each 
stakeholders participating in these dialogue. As for Q22, “My organization ensures the ethical 
conduct of its employees by providing them with moral rules of formal and informal”, the 
literature concerning codes of ethics and codes of values, the usual first step for an organization 
on the path to share ethical principles throughout the structure, displays respect as number one 
value in most cases. 

The firm does not respond only to each stakeholder individually but to an interaction of 
influences from an entire stakeholder group [23].  The cooperation process between a firm and 
all of its stakeholders is important to take in account but this can be modified by the political 
opportunity structure existing in the process. 

Gibbs and Singer [24] have recognized that cooperation and respect are key components 
of organizational success. Donaldson & Dunfee [4] have analyzed that ‘formation factors’, 
‘motivating factors’, and ‘operating factors’ are all part of the internal cooperation process which 
in fact supports the presence of item Q38, “In my organization, ethics is nothing else than 
respecting the natural rights of people”,  in this factor.  

Bragues [25] affirms “Smith’s moral writings actually contain the fundamentals of a 
business ethics teaching for managers who necessarily work within a variety of networks”. Moral 
imperatives were prior to self-interest in business. His assertion consists in saying that Smith 
considered human beings able to attain moral status only through networks of individuals, 
therefore the organization. Social network is at the core of morality for individuals. These 
assumptions seem to be supported by Q22, “My organization ensures the ethical conduct of its 
employees by providing them with moral rules of formal and informal”. The root of connectivity 
infuses social networks with morality. Jones [26] calls this phenomenon conscious cooperation; 
respect being the founding ground of such a process. 
 
Factor 3: ‘Interest for Stakeholders’ 

This ethical dimension is another composite breaking down pure ethical frameworks as 
proposed in our initial methodology. However, Q16 “In my organization, ethics requires that 
conversations and compromises concerning various interests happen between itself and its 
stakeholders to ensure its sustainability”, Q13 “In my organization, employees' behaviours, 
ethical or not,  are influenced by organizational culture and values conveyedI ”, Q12, “My 
organization is responsible beyond its economic and legal obligations. It meets the needs and 
expectations of society”, and Q4, “Consensus on ethical standards to be established in a 
community such as my organization is determined by the force of better arguments, not by 
coercion or deception”, have all four an important element in common: they all refer to 
‘stakeholders’. Indeed, if we focus on the words, Q13 uses the word ‘employees’ in the phrasing. 
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Then we have Q12 that mentions ‘society’. Furthermore, Q16 explicitly mentions ‘stakeholders’, 
whereas Q4 proposes ‘community’. Like Mitchell et al. [27], stakeholders are considered in their 
broadest sense in this dissertation. 

Stakeholders’ theory is a new theorization of the organization that applies well to the 
analysis of this factor. Indeed, the personal perspective, experiences and selective perceptions 
unite to define the events eventually it will modulate the actions taken by people and 
organisations to these events [28]. We take the perspective offered by Beaulieu and Pasquero 
[29] who suggest widening the theory of the stakeholders with the theory of the negotiated order 
to better understand organizational dynamics regarding the environment. 

An organization possesses a myriad of stakeholders that have conflicting interests and 
different expectations [30]. One of the organizational challenges is to know how to manage these 
various actors.  Indeed, the legitimacy of the relation with such or such stakeholder as well as the 
relation of power between these stakeholders are two tensions conveyed by the administrators 
[26]. Mitchell [27] would underline the need to accommodate to internal interests and to adapt to 
the external strengths to the organization to assure its continuity, minimize the risks and reach 
the short and long-term objectives. For a better organizational commitment, two main elements 
are to be considered: the implication of the leaders [30] and the mobilization of the employees on 
the basis of common values. Studies show that with a committed leadership organizational 
culture, the organizational structure is more productive and that employees make a commitment 
to organizational ethical position [30]. Finally, Mitchell et al. [27] mention in their article:  

The idea that the organization is an environmentally dependent coalition of divergent 
interests, which depends upon gaining the attention of managers are the center of the 
nexus to effect reconciliations among stakeholders, suggests that the perspective of 
managers will be vital. We propose that although groups can be identified reliably as 
stakeholders based on their possession of power, legitimacy, and urgency in relationship 
to the firm, it is the firm’s managers who determine which stakeholders are salient and 
therefore will receive management attention. 

We can describe the objectives of an organization as a series of constraints compulsory 
for the organization through a process of negotiation between the members of the coalitions of 
the organization. Jones [26] says that the organizational culture reflects a negotiated order 
between the diverse stakeholders. The borders of the organization are with difficulty 
recognizable and the management of stakeholders returns to the willingness of the leaders to 
represent them [27]. 

The interest for stakeholders is strongly represented by our participants. In this regards, 
literature and organizations seem to be aligned. Both promote the importance of stakeholders and 
dialogue between the organization and its internal and external stakeholders. 

 
Factor 4: ‘Claimed neoliberalism’ 

This factor indicates a very strong presence in the minds of the participants of the 
neoliberalism ideology. Q30, “In ethics, the State must have a minimum role”, and Q5, “In 
order to avoid that people do revolt, it is ethical to provide a minimum for the poor”, comes 
from the initial ethical framework ‘Neoliberalism’. Interestingly, these two items stick together 
whatever the statistical test we perform. We did numerous trials of factor analysis and these two 
are consistently together in the same factor. Sometimes, like it is the case actually, a third item 
joins in. Another interesting element is that we have statistical differences for this specific factor 
depending of the hierarchical rank the participant is working in. 

21 



The higher individuals are in hierarchy, the higher they rate neoliberalism as a principle 
representing ethics in their organization. 

As for the third item, Q45 “In my organization, the ethics of individuals depends on the 
social group they belong to”, we played with it: what if I inverse the meaning, will it have the 
same impact? What if we take this item off, will it have an impact. It seems that the impact of 
this item is less relevant and lead us to conclude that we cannot ignore the legitimacy of 
neoliberalism, the dominant paradigm of our economies [31].   

Neoliberalism is especially present for management as proposed by the hierarchical ranks 
results. This is not surprising as we live in a neoliberal society and managers are much closer to 
the shareholders and financial imperatives an organization faces. What is surprising is the fact 
that these two factors Q30, “In ethics, the State must have a minimum role”, and Q5, “In order to 
avoid that people do revolt, it is ethical to provide a minimum for the poor”, have been 
consistently emerging together throughout the various steps of statistical cleaning. This brings us 
to the conclusion that neoliberalism is not requisitioned by participants even though they belong 
to societal oriented organization. Being raised and educated in such an ideology, we just cannot 
put that in question. Neoliberalism in that sense is claimed. Participants assert that it exist and 
therefore is part of their ethical principles filter. They also realize that organization have a strong 
economical stance. Education and Health organization have been quite at the core of important 
societal discussion on performance and accountability to not indebted society through their 
activity. The double challenge to serve society but to be profitable has been an important subject 
in the past 20 years in Quebec and is still today at the core of societal debates. It is therefore not 
surprising to find a claimed and clear statement of this ethical principle.  
 
Factor 5: ‘Liberal dimension’ 

A first important element to underline is the very low Cronbach alpha of this factor. It is 
0,38. It is therefore less obvious to link these two items. We get the feel it goes together as 
listening, sharing and participating [32] can be carried on only by two (or more) equal-status 
parties. Both Q31, “An ethical standard can become universal for a community if those involved 
collectively decide to adopt it”, and Q41, “The balance of market forces naturally leads to 
activities that are ethical”, propose in their own discourse the same idea that the greater 
processes, the society process, has predominance over individual ethical representation.  

Deliberative democracy is a form of governance proposed by Barnajee [33] that seems to 
be aligned with this dimension. The neo-institutional theory is the founding grounds of the 
argument that organizations need to engage in deliberative democracy to create a kind of 
discursive corporate rationality [33]. Power between players in that reflection needs to be 
considered as being intrinsically part of the actors’ network. Multi-stakeholder dialogue [27].  
taking into consideration power and discourse will help people answer organizational questions 
in a different way as proposed by Q31, “An ethical standard can become universal for a 
community if those involved collectively decide to adopt it.” A liberal standpoint is obvious from 
these two items. It is important to stay cautious with this last factor as mentioned at the 
beginning of this analysis. 

As for the different organizational settings, T-tests were performed to evaluate their 
respective impact in our sample. 
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Private versus Public Organizations 
‘Private versus Public’ is another variable that presents interest to search for statistically 

significant results. The literature supports the fact that generally speaking, different values will 
be found in each type of organization and therefore different ethical principles. 
 
Table 1. Differences within the parameters of membership, psychometric factor by factor – 
Private vs. Public 

Pairs/tests  Mean SD t P 

Sector of 
Activity 
Private: 75 
Public: 135 

Ideal 
organization 
dimension 

Private: 3,81 
Public: 3,54 

0,99 
1,03 1,89 ,0598* 

Respect 
dimension 

Private: 4,29 
Public: 3,89 

0,80 
0,99 3,01 ,0030** 

Interest for 
stakeholders 

Private: 4,65 
Public: 4,36 

0,72 
0,80 2,64 ,0089** 

Claimed 
neoliberalism 

Private: 4,26 
Public: 4,38 

0,11 
0,07 -0,96 ,3373 

Liberal 
dimension 

Private: 3,87 
Public: 3,39 

1,13 
1,07 3,05 ,0026** 

*= 0.05 and ** = 0.08 

 
Interestingly, four out of the five factors present statistically significant results. Only ‘Claimed 
neoliberalism’ is not significant. 
 
The factor ‘The ideal organization’ led to the following result: the private sector has a 
significantly higher t value that the public sector does. (M=3,81 vs. M=3,59), t (210)= 3,01, p ≤ 
,05, two-tailed. 
 
The factor ‘Respect dimension’ led to the following result: the private sector has a significantly 
higher t value that the public sector does. (M=4,29 vs. M=3,89), t (210)= 1,89, p ≤ ,05, two-
tailed. 
 
The factor ‘Interest for stakeholders’ led to the following result: the private sector has a 
significantly higher t value that the public sector does. (M=4,65 vs. M=4,36), t (210)= 2,64, p ≤ 
,05, two-tailed. 
 
The factor ‘Liberal dimension’ led to the following result: the private sector has a significantly 
higher t value that the public sector does. (M=3,87 vs. M=3,39), t (210)= 3,05, p ≤ ,05, two-
tailed. 
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Hierarchical Rank 
Our findings support Jones and Kavanagh [10] claim that the ranking of people in an 

organization has positive influence on various aspects relatively to ethical dimension.  
As mentioned by literature, it is not surprising to find statistically significant results in four of 

the five factors.  The significant pairs are as follows: 
 
a) Factor 1 ‘The ideal organization’: 

• ‘Middle management’ has a significant difference with ‘Technician’; 
• ‘Middle management’ has a significant difference with ‘Other’; 
• ‘Top management’ has a significant difference with ‘Technician’; 
• ‘Top management’ has a significant difference with ‘Other’; 
• ‘Professional’ has a significant difference with ‘Technician’; 
• ‘Professional’ has a significant difference with ‘Other’. 

 
b) Factor 2 ‘Respect dimension’ 

• ‘Top management’ has a significant difference with ‘Technician’; 
• ‘Middle management’ has a significant difference with ‘Technician’. 

 
c) Factor 3 ‘Interest for stakeholders’ 

• ‘Top management’ has a significant difference with ‘Technician’. 
 
d) Factor 4 ‘Claimed neoliberalism’ 

• ‘Middle management’ has a significant difference with ‘Clerical employees’; 
• ‘Professional’ has a significant difference with ‘Clerical employees’. 

 
There is no significant difference concerning the factor ‘Liberal dimension’ whatever the 

hierarchical level of the participants. 
Posner and Schmidt [34] have found many significant differences in regards to ethical 

principles and values between hierarchical ranks in organizations. They also mention more 
important differences between top management and the rest of the organization. Our results 
support this as our top management is statistically significant for three of the five factors being: 
‘The ideal organization’ factor, the ‘Respect’ factor, and the ‘Interest for stakeholders’ factor. In 
regards to the three factors, the top management is statistically significant with technicians which 
is not surprising as the higher the individuals in organizations are the more they feel closely 
responsible to the organizational ethics. It is not surprising that top management rates higher, 
ethical principles that correspond to an ideal model. Middle management is significantly 
different with technicians for both factors ‘Ideal Organization’ and ‘Respect dimension’. Middle 
management is also significantly different to Administrative employees concerning ‘Claimed 
Neoliberalism’. On that same factor, Professionals rate higher than Administrative employees.  

The indirect perception employees and managers carry regarding ethics is influenced by 
organizational culture, the type of industry they work in and the hierarchical rank they occupy. 
Perception and representation are also highly influenced by the broader concept of culture in a 
specific society, Quebec in this dissertation. Our results support the articles that considered 
hierarchical ranks as influencing ethics in organizations. 
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Gender  
Studies in business ethics display mixed results when comparing gender [6], but most of 

them report no significant gender differences [7]. 
Jafee and Hyde [34] have done a meta-analysis of existing quantitative research in 

regards to moral development between men and women. Results from the analysis of 113 studies 
did not provide support to the fact that women would preferably use a relation-oriented pattern 
and that men would mostly adopt a justice pattern. 

If we decide to not focus on gender but rather on the influence of the ‘relational element’ 
that is attributed to feminine characteristics, Hinman [35] points out that we can deduct from the 
positions feminist or female, four legal theories. The first is based on liberal feminism and he 
criticizes this position by arguing that this type of feminism leads to gender stereotypes. The 
second thesis is that of the superiority of one gender over another. Hinman says that it is 
interesting, but also absolutely wrong, to consider only one perspective as true for all, be it male 
or female, depending on the context. A third option is that of integration. The main difficulty 
with this argument is that we lose the richness related to diversity because this position tends to 
equate the two voices into a single androgyny. Finally, Randall and Gibson [36] have shown that 
empirical studies on ethical behavior and ethical beliefs of managers are missing a surprising 
amount of details about the descriptive and methodological issues concerning the demonstration 
of the validity and reliability of their process. Thus they argue that it is difficult to assess the 
significance of this research and their results, and especially that it is highly dangerous to draw 
practical conclusions from such studies. 

Culture, that is to say the beliefs, customs, ways of thinking, and acting to own a 
company, is an important support in the formation of a predisposition to evaluate. Bartels is 
considered one of the first authors to have mentioned the important role of culture in the process 
of ethical decision making [37]. On the one hand, Bartels considers cultural norms a factor 
affecting the perception of ethical situations [37]. On the other hand, problems are surfacing in 
replicating results of previous studies where the methodology does not take into account the 
impact of cultural differences and social desirability bias [38]. Also ethnocentric management 
theories become untenable due to globalization. We therefore considered it imperative to address 
the current culture as the third angle to assess differences between men and women in 
management ethics. 
 
A Central Theory in the Current Culture  

Hofstede [38] defines culture as a collective mental programming that distinguishes one 
group of people from another. This ‘mental’ programming is manifested through the values and 
beliefs of a society. Values are operationalized at different levels and values at the personal level 
act as a motivator for behavior. Values become a model of conduct that will lead to recognition 
or punishment (the parents first and then the society) and will therefore define our sense of self. 
The nature of moral values is what allows individuals to develop morality to the benefit of 
society. Thus, according to Hofstede, values consist of the deepest level of  culture but this is 
added in layers, rituals, heroes and symbols. Emphasizing four dimensions of cultural differences 
emerged from the work of Hofstede and we will focus on the most controversial which is the 
dimension 'masculinity versus femininity’. ‘Biology’ determines gender ‘man, woman’, while 
society determines the gender ‘feminine, masculine’ [39]. 

On the contrary, relationships are important in a society called female: people pay 
attention to environment, promote consensus and resolve conflicts by compromising and 
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negotiating. So Hofstede classifies cultures as they are more masculine or feminine more 
generally. This means that within this society, each sex prefers one or the other of these 
alternatives and this alternative model will influence how the manager is valued. So the social 
division of the sexes is more or less arbitrary and varies from one society to another. Hofstede 
added: “I have called those societies with a maximized social sex role division ‘male’ and those 
with relatively small social sex role division ‘feminine’” [38]. An individual may be male and 
female at the same time, a company will be predominantly male or female. 

The predominant pattern of socialization of gender roles is for men to show more 
aggressiveness and women more empathy. This trend comes from the ‘gendering process’. It is 
argued that to form a so-called masculine culture it requires more men (but not uniquely) 
displaying competitive behaviors. In organizational terms, this means a desire for promotion, 
higher wages and a thirst for success. In a more masculine culture, male and female managers 
must demonstrate self-confidence, and conflicts are managed through direct confrontation [37]. 
 
Culture, gender and empirical studies  

We found some articles that use Hofstede's methodology for assessing the impacts of 
culture on ethical decision making [37]; for comparing the ethical attitudes of different cultures; 
for assessing through some cultures the differences between men and women in terms of ethical 
sensitivity and the impact of social desirability bias [38], and for assessing the ethical sensitivity 
in relation to different stakeholder groups. 
 
Table 2. Differences within the parameters of membership, psychometric factor by factor - 
Gender 

Pairs/tests Factors Mean SD t P 

Gender 
Male: 89 
Female: 125 

Ideal 
organization 
dimension 

M: 3,72 
W: 3,62 

1,06 
1,01 0,74 ,4614 

Respect 
dimension 

M: 4,03 
W: 4,05 

0,88 
0,99 -0,18 ,8551 

Interest for 
stakeholders 

M: 4,53 
W: 4,43 

0,72 
0,82 0,96 ,3383 

Claimed 
neoliberalism 

M: 3,34 
W: 3,35 

0,80 
0,95 -0,08 ,9383 

Liberal 
dimension 

M: 3,73 
W: 3,42 

1,05 
1,16 2,03 ,0435** 

*= 0.05 and ** = 0.08 

According to Vittel et al. [37], companies that encourage individuals to perform, to 
compete with each other, and to promote material success, lead members to less ethical behavior. 
The authors put forward two proposals that have not yet been tested. However, the authors 
propose an empirical procedure, like a survey, since this technique was an effective and ethical 
practice of marketing in the past. The research from Sims [40] used the questionnaire on the 
attitude towards business ethics in order to compare the results of Jamaica and the Western 
Caribbean. The dimensions of masculinity and femininity did not reveal interesting points since, 
although Jamaica (for example) has a high score in masculinity, the questionnaire did not 
identify the items considered male as being predominant. On the other hand, this study reveals 
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the proposition that “Masculinity will have a negative effect on ethical sensitivity towards 
stakeholders. Male individuals will be less sensitive than feminine individuals to the interests of 
one's company, customers, competitors, and colleagues”. Taiwan and the United States were 
compared in this study. The results show that Taiwan is a less masculine society than the United 
States and that the ethical sensitivity is influenced by the cultural dimensions of Hofstede. A 
lower level of masculinity is linked to an increased sensitivity to stakeholders. 

In this study, there is no significant difference between men and women on four of five 
emerging factors. Indeed, only for the fifth dimension ‘Liberal Dimension’ is there a significant 
difference between men and women. Caution must be taken for this specific dimension as it 
presents a low Cronbach alpha already.  

 
Conclusion and Limitations 

 
There are some drawbacks associated with this study. The following are the two main 

limitations. Firstly, the generalizability of the results is limited. The sample is drawn from one 
city and mainly from two types of organizations, that are not representative of the population 
overall. This instrument in its final version of 31 questions can be used to measure the perception 
of employees in regards to their organization’s position towards ethics in Québec. However, care 
should be taken in terms of using this instrument in its 50 questions version to measure in larger 
populations. Any other studies using this instrument may have to undertake further sampling and 
validation. In terms of using this scale, we could have gained better generalizability by taking a 
random sample in three big cities in the Province of Quebec and by measuring specific industries 
different one from another, for example manufacturing, banking, etc.  

Secondly, in terms of the model bridging five items to a specific ethical framework, there 
is work to do to improve it and further testing would be appropriate to validate or invalidate this 
methodological choice. It would have been preferable to get a larger sample in order to get finer 
results of significant validity. It remains that 214 participants have answered this study focusing 
on ten different ethical frameworks. Even though care should be taken in terms of using this 
instrument to measure ethical dimensions, it gives an interesting view of the private and public 
sector of health and education in Québec leading to an enrichment of the literature.  

We are also bound to the cognitive bias our participants possess and which cannot be 
avoided, just taken into account, in the analysis phase. Indeed, most people did not receive 
classes in business ethics. Their moral or philosophical classes date from college for most of 
them. Participants are therefore influenced by what is transported in the news or by their 
organization. Individuals know about morality even if we do not put an ethical framework format 
around it.  

 
International and Managerial Implications 

 
We contribute to the improvement of the literature in three specific ways. First, we 

contribute to the maturation of business ethics literature through fulfilling the numerous 
methodological gaps in order to bridge a purely canonical ethical framework to individuals’ 
perceptions of ethics in organizations. We transcend the use of scenarios and also the use of 
student sample compositions by using employees and managers to truly gather the existing 
representations in organizations. The second contribution consists of having a first tool that 
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certainly needs to be refined but also is a solid basis for other empirical studies in this research 
field. The third contribution consists of a turning point in the ethical literature. 

We therefore propose a first version of a tool to evaluate ethical principles in 
organizations. We contribute and add maturity to the ethical literature through the idea that we 
should leave behind pure ethical frameworks and really listen to the reality of organizations and 
especially the representation individuals have of ethics. We even proposed some improvements 
for the phrasing of items that could be retested in other research. 

From a practical perspective, this study is useful to managers in providing insights in the 
different approaches to organizational ethical tendency. It breaks with the perception of 
promoting a universal ethical framework; doing so, could be counterproductive. Notwithstanding 
the limitations of this research, the results contribute to the ethics literature by pointing to the 
complexity and plurality of ethical decision making and by enhancing the difference between 
public and private organizations, even in fields considered humanitarian. Further research needs 
to focus on the influence of culture.  

It is obvious from this study that individuals and corporations go through a ‘web of 
filters’ when approaching business ethics. 

What is important is therefore not to figure out the ethical frameworks integrally present 
in an organization but rather to discover how individuals, through their filters, and considering 
their corporative social context, think, analyze and decide in regards to ethics and the variety of 
situations that are included in this very broad term. In that regard, Trevino et al. [30] proposed 
creating a solid ethical culture created for the specific organizational context in order to stay 
consistent and responsible. This study has demonstrated, indirectly and partially, that the 
organizational filter is an important one. Further research should take care of the different levels 
that evolve simultaneously to eventually form an ethical position. 

Finally, our results confirm the coexistence of a plurality of ethical frameworks in the 
representations of managers. They also show that managers tend to use frameworks based on a 
recombination of principles, sometimes pertaining to more than one of the canonical moral 
theories discussed in the literature.  

The results of this research tell us that we cannot prove pure adequacy. We believe we 
should be approaching organizations with ethical principles instead of ethical frameworks. It 
seems also that we cannot apply one unique ethical model, but that emerging factors depend on 
organizational context. In our specific case, public and the combination of private and public 
organizations display a very specific trend towards the importance of dialogue and the 
involvement of stakeholders. 

It is important to insist that the basic assumptions that became the questionnaire items are 
used as indicators of the presence or absence of certain ethical principles and or frameworks. We 
acknowledge it is a first step. However, the literature is left with a very large spectrum of 
research possibilities in that direction. We need to get out there and let ethical principles emerge. 
We also need to be able to discover the impact of culture, contextual elements of society, as well 
as the impact of organizational culture, on these ethical principles.  

Future research needs to investigate ethical principles that could be categorized through 
three levels of analysis: individual representation, organizational level, and cultural level. Also, 
linking feminine characteristics to ethical principles such as Kujala and Pietnalienen (as 
mentioned in Hinman [35]) have done would assure a certain ethical complementarity. Gender is 
not the variable to focus on. Rather, we should pay attention to feminine ethical principles and 
also cultural influence. 
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APPENDIX A   

Basic assumptions in relation with the top ten ethical frameworks 

Ethical Frameworks Basic Assumptions 

Sustainable 
Development 
  

1. An economic decision is evaluated with respect to its effects on the environment and equity between individuals. 
2. Your organization considers the quality of life of the current and future populations in its decision making.  
3. Your organization keeps on improving its economic growth only if there are positive consequences for the people and the 

environment. 
4. While pursuing its economic growth your organization contributes to the diminishing of social inequalities and poverty. 
5. Your organization combines economic efficiency, social justice and environmental protection. 

Corporate Social 
Responsibility 
 

1. My organization takes all its responsibilities, namely: be profitable, obey the laws, and social norms, and gives  back to the 
community through philanthropic donations. 

2. My organization is responsible beyond its economic and legal obligations. It meets the needs and expectations of society. 
3. My organization publishes three types of annual reports: a financial report, a social report and an environmental report. 
4. One of the key roles for leaders and directors of my organization is to anticipate and respond to changing social norms, going 

beyond the law. 
5. The most difficult ethical responsibility for my organization is to exceed the standards considered normal, whether these 

standards are financial, legal or cultural. 

Value Ethics 
  

1. My organization ensures the ethical conduct of its employees by providing them with formal and informal moral rules. 
2. In my organization, the ethics of individuals depends on the social group they belong to. 
3. In my organization, the formal and informal rules of morality are socially transmitted through a moral education. 
4. In my organization, employees' behaviours, ethical or not,  are influenced by organizational culture and values conveyed. 
5. In my organization, the ethical behavior of individuals is independent of their personal conscience, but is rather the result of 

their integration to the moral standards of the organization. 

Discussion 
 

1. My organization has a space for deliberation and discussion between those affected by a decision. 
2. An ethical standard can become universal for a community if those involved collectively decide to adopt it. 
3. Only a social consensus, where we can discuss the basis of suggestions, can be the basis for ethical decisions. 
4. Consensus on ethical standards to be established in a community such as my organization is determined by the force of better 

arguments, not by coercion or deception. 
5. To enhance ethics in my organization, it is necessary to open spaces of speech and empower people in public dialogue. 
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A (continued) 

Ethical Frameworks Basic Assumptions 

Neoliberalism 
  

1. In my organization, ethics is nothing else than respecting the natural rights of people. 
2. In my organization, everyone has the maximum freedom within the frame of law. 
3. The balance of market forces naturally leads to activities that are ethical. 
4. In order to avoid people revolting, it is ethical to provide a minimum for the poor. 
5. In ethics, the state must have a minimum role. 

Stakeholders 
 

1. In its quest for ethics, my organization takes into account, but also goes beyond, the sole interests of its shareholders or directors. 
2. For ethical decision making my organization considers the interests of all stakeholders such as, for example, suppliers, customers, 

employees, community, state, etc. 
3. Priority of stakeholders in my organization is determined from their power over decision makers, their social legitimacy, and the 

urgency of their request. 
4. In my organization, ethics requires that conversations and compromises concerning various interests happen between itself and its 

stakeholders to ensure its sustainability. 
5. Ethics in my organization is not based on general standards but on the sincerity of a meeting with my organization's stakeholders. 

Compassion (Care) 
 

1. My organization has a relational perspective, not just rational decision making. 
2. My organization takes care of individuals, is sensitive to others, has concern for others and creates a relationship with individuals. 
3. Policy makers in my organization are aware of the moral complexity and individual responsibilities that their decisions imply. 
4. A decision implying compassion for the individuals concerned is ethical. 
5. In my organization, men and women base their ethical decisions on parameters that differ: men take law and legislation more into 

account; women favor relationships. 

Justice 
 

1. The intentions of the people are more important than the consequences of their actions. 
2. In my organization, there are universal principles that guide ethical decisions. 
3. In my organization, we act as if our action was a rule that should be followed by all. 
4. In my organization, the desire to do our duty is more important than the search for personal happiness. 
5. In my organization, people are not a means to achieve our goals. 
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A (continued) 

Ethical Frameworks Basic Assumptions 

Spirituality 
 

1. A worldwide ethic consists of specific values and basic attitudes that bind all nations, classes, employers and employees, and 
organizations such as the one where I work. 

2. In my organization the formulation of a worldwide ethic is inspired by the culture, emotional experiences, historical memory and 
spiritual orientations of individuals. 

3. In my organization, the golden rule is to treat people like they themselves would be treated. 
4. In my organization, four ethical principles common to all three monotheistic religions are: justice, mutual respect, stewardship and 

honesty. 
5. In my organization, the change of consciousness in people, believers or non-believers, is the foundation of ethics. 

Good / True / 
Beautiful 
Plato 
 

1. In my organization, sensitivity and ethical action do not come from outside people, but come from the degree of harmony or 
disharmony felt within their being. 

2. My organization helps people through a program of education and development to discover for themselves the reality of good, 
beauty and truth. 

3. The love for beautiful things is innate in humans and is a key motivation in ethics in my organization. 
4. Ethics in my organization is measured, wise, true, and induces well-being. 
5. In my organization, ethics is the foundation for giving sense to and is not pursued for any other reason. 
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APPENDIX B 
 
Descriptive tables – Sustainable development 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q1 
Une décision économique est évaluée par 
rapport à ses effets sur l’environnement et 
l’équité entre les individus. 

An economic decision is evaluated with 
respect to its effects on the environment and 
equity between individuals. 

4 1,3  

Q11 

 Votre organisation considère la qualité de 
vie des populations actuelles et celle des 
populations futures dans sa prise de 
décision. 

Your organization considers the quality of 
life of the current and future populations in 
its decision making.  

4,1 1,3  

Q28 

 Votre organisation poursuit sa croissance 
économique seulement s’il y a des 
conséquences positives pour les populations 
et l’environnement. 

Your organization keeps on improving its 
economic growth only if there are positive 
consequences for the people and the 
environment. 

3,5 1,4  

Q33 
Tout en poursuivant sa croissance 
économique, votre organisation réduit les 
inégalités sociales et la pauvreté. 

While pursuing its economic growth your 
organization contributes to the diminishing 
of social inequalities and poverty. 

3,8 1,4  

Q43 
Votre organisation combine l’efficacité 
économique, la justice sociale et la 
protection environnementale. 

Your organization combines economic 
efficiency, social justice and environmental 
protection. 

4,1 1,2  

Sustainable 
development   3,9 0,9 0,75 
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B (continued) 

Descriptive tables – Corporate social responsibility 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q2 

Mon organisation assume l’ensemble de ses 
responsabilités, soit : être profitable, obéir 
aux lois, respecter les normes sociales et 
redonner à la communauté par des dons 
philanthropiques. 

My organization takes all its 
responsibilities, namely: be profitable, obey 
the laws, and social norms, and gives  back 
to the community through philanthropic 
donations. 

4,2 1,5  

Q12 

Mon organisation est responsable au-delà 
de ses obligations économiques et légales. 
Elle répond aux attentes et aux besoins de la 
société. 

My organization is responsible beyond its 
economic and legal obligations. It meets the 
needs and expectations of society. 

4,5 1,0  

Q21 

Mon organisation publie trois types de 
rapports annuels : un rapport financier, un 
rapport social et un rapport 
environnemental. 

My organization publishes three types of 
annual reports: a financial report, a social 
report and an environmental report. 

3,2 1,5  

Q35 

L’un des rôles essentiels pour les leaders et 
administrateurs de mon organisation est 
d’anticiper et de répondre aux normes 
sociales changeantes dans la société, allant 
au-delà de la loi. 

One of the key roles for leaders and 
directors of my organization is to anticipate 
and respond to changing social norms, 
going beyond the law. 

3,7 1,2  

Q44 

La responsabilité éthique la plus difficile 
pour mon organisation est de pouvoir 
dépasser les normes considérées comme 
habituelles, que ces normes soient 
financières, légales ou culturelles. 

The most difficult ethical responsibility for 
my organization is to exceed the standards 
considered normal, whether these standards 
are financial, legal or cultural. 

2,5 1,3  

Corporate 
social 
responsibility 

  3,6 0,8 0,60 
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B (continued) 

Descriptive tables – Value 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q3 

Dans mon organisation, les règles morales 
formelles et informelles sont transmises 
socialement par le biais d’une éducation 
morale.  

In my organization, the formal and informal 
rules of morality are socially transmitted 
through a moral education. 

3,8 1,6  

Q13 

Dans mon organisation, les comportements, 
éthiques ou non, des employés sont 
influencés par la culture organisationnelle 
et les valeurs qui y sont véhiculées. 

In my organization, employees' behaviours, 
ethical or not,  are influenced by 
organizational culture and values conveyed. 

4,7 0,9  

Q22 

Mon organisation s’assure du 
comportement éthique de ses employés en 
leur transmettant des règles morales 
formelles et informelles. 

My organization ensures the ethical conduct 
of its employees by providing them with 
formal and informal moral rules. 

4,2 1,2  

Q32 

Dans mon organisation, le comportement 
éthique des individus est indépendant de 
leur conscience morale personnelle; il est 
plutôt le résultat de leur intégration aux 
normes morales de l’organisation.   

In my organization, the ethical behavior of 
individuals is independent of their personal 
conscience, but is rather the result of their 
integration to the moral standards of the 
organization. 

3,1 1,4  

Q45 

Dans mon organisation, l’éthique des 
personnes est dépendante de leur 
socialisation au groupe auquel elles 
appartiennent.  

In my organization, the ethics of individuals 
depends on the social group they belong to. 4,1 1,1  

Value   4,0 0,7 0,53 

 

 

37 



B (continued) 

Descriptive tables – Discussion 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q4 

Un consensus sur les normes éthiques à 
établir dans une communauté telle que mon 
organisation est  établi par la force des 
meilleurs arguments et non par la contrainte 
ou la ruse. 

Consensus on ethical standards to be 
established in a community such as my 
organization is determined by the force of 
better arguments, not by coercion or 
deception. 

4,2 1,2 

 

Q14 

Pour accroitre l’éthique dans mon 
organisation, il est nécessaire d’ouvrir des 
espaces libres de parole et d’habiliter les 
personnes au dialogue public. 

To enhance ethics in my organization, it is 
necessary to open spaces of speech and 
empower people in public dialogue. 

4,7 1,1 

 

Q23 

Seul un consensus social, où l’on peut 
débattre des fondements des suggestions, 
peut être le fondement de décisions 
éthiques. 

Only a social consensus, where we can 
discuss the basis of suggestions, can be the 
basis for ethical decisions. 

3,3 1,3 

 

Q31 

Une norme éthique ne peut devenir 
universelle, pour une communauté, que si 
les personnes concernées décident 
collectivement de l’adopter. 

An ethical standard can become universal 
for a community if those involved 
collectively decide to adopt it. 

4,1 1,5 

 

Q46 
Mon organisation propose un/des espace(s) 
de délibération et de discussion entre les 
personnes affectées par une décision. 

My organization has a space for 
deliberation and discussion between those 
affected by a decision 

3,8 1,2 
 

Discussion   4,0 0,6 0,23 
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B (continued) 

Descriptive tables – Neoliberalism 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q5 
Pour que les gens ne se révoltent pas, il est 
éthique d’assurer un minimum pour les plus 
démunis. 

In order to avoid people revolting, it is 
ethical to provide a minimum for the poor. 5,0 1,0  

Q15 
Dans mon organisation, chacun a le 
maximum de libertés dans le respect des 
lois. 

In my organization, everyone has the 
maximum freedom within the frame of law. 4,0 1,4  

Q30 En matière éthique, l’État doit avoir un rôle 
minimal. 

In ethics, the state must have a minimum 
role. 4,0 1,5  

Q38 
Dans mon organisation, l’éthique consiste à 
seulement respecter les droits naturels des 
gens. 

In my organization, ethics is nothing else 
than respecting the natural rights of people. 4,3 1,1  

Q41 
L’équilibre des forces du marché aboutit 
naturellement à des activités qui sont 
éthiques. 

The balance of market forces naturally leads 
to activities that are ethical. 3,0 1,4  

Neoliberalism   4,1 0,7 0,40 
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B (continued) 

Descriptive tables – Stakeholder 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q6 
Dans sa quête d’éthique, mon organisation 
inclut mais, aussi, dépasse le seul intérêt de 
ses actionnaires ou administrateurs. 

In its quest for ethics, my organization takes 
into account, but goes also beyond, the sole 
interests of its shareholders or directors. 

4,6 1,3  

Q16 

Dans mon organisation, l’éthique demande 
des conversations et des compromis entre 
elle et ses parties prenantes par rapport à 
divers intérêts afin de garantir sa pérennité. 

In my organization, ethics requires that 
conversations and compromises concerning 
various interests happen between itself and 
its stakeholders to ensure its sustainability. 

4,4 1,0  

Q25 

Pour être éthique, les décisions de mon 
organisation tiennent compte des intérêts de 
toutes ses parties prenantes telles que, par 
exemple, ses fournisseurs, ses clients, ses 
employés, la communauté, l’État, etc. 

For ethical decision making my 
organization considers the interests of all 
stakeholders such as, for example, 
suppliers, customers, employees, 
community, state, etc. 

4,3 1,2  

Q40 

L’éthique dans mon organisation n’est pas 
basée sur des normes générales mais sur la 
rencontre sincère d’une mon organisation 
avec ses parties prenantes. 

Ethics in my organization is not based on 
general standards but on the sincerity of a 
meeting with my organization's 
stakeholders. 

4,4 1,1  

Q47 

Les parties prenantes prioritaires à 
considérer dans mon organisation sont 
déterminées d’après leur pouvoir sur les 
décideurs, leur légitimité sociale et 
l’urgence de leur demande. 

Priority of stakeholders in my organization 
is determined from their power over 
decision makers, their social legitimacy, and 
the urgency of their request. 

4,5 1,1  

Stakeholder   4,4 0,8 0,69 
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B (continued) 

Descriptive tables – Compassion 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q7 

Mon organisation prend soin des individus, 
est sensible aux autres, se préoccupe des 
autres et crée une relation avec les 
individus.  

My organization takes care of individuals, is 
sensitive to others, has concern for others 
and creates a relationship with individuals. 

4,4 1,4  

Q17 

Dans mon organisation, les hommes et les 
femmes appuient leurs décisions éthiques 
sur des paramètres différents : les hommes 
tiennent davantage compte du droit et des 
lois; alors que les femmes favorisent le 
relationnel.   

In my organization, men and women base 
their ethical decisions on parameters which 
differ: men take law and legislation more 
into account; women favor relationships. 

3,6 1,4  

Q24 Mon organisation a une perspective 
relationnelle et pas seulement décisionnelle.  

My organization has a relational 
perspective, not just rational decision 
making. 

4,4 1,3  

Q39 

Les décideurs dans mon organisation sont 
conscients de la complexité morale et des 
responsabilités individuelles que leurs 
décisions impliquent.  

Policy makers in my organization are aware 
of the moral complexity and individual 
responsibilities that their decisions imply. 

4,5 1,0  

Q49 Une décision comportant de la compassion 
envers les individus concernés est éthique.  

A decision implying compassion for the 
individuals concerned is ethical. 4,8 1,1  

Compassion   4,3 0,7 0,53 
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B (continued) 

Descriptive tables – Justice 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q8 
Dans mon organisation, on agit comme si 
notre action était une règle générale qui 
devrait être suivie par tous. 

In my organization, we act as if our action 
was a rule that should be followed by all. 4,1 1,4  

Q18 
Les intentions qui animent les gens sont 
plus importantes que les conséquences de 
leurs actes. 

The intentions of the people are more 
important than the consequences of their 
actions. 

2,8 1,5  

Q29 
Dans mon organisation, il existe des 
principes universels qui guident les 
décisions éthiques. 

In my organization, there are universal 
principles that guide ethical decisions. 3,9 1,4  

Q36 
Dans mon organisation, le souci 
d’accomplir son devoir est plus important 
que la recherche de son bonheur personnel. 

In my organization, the desire to do our 
duty is more important than the search for 
personal happiness. 

4,4 1,2  

Q42 Dans mon organisation, les individus ne 
sont pas un moyen pour atteindre nos buts. 

In my organization, people are not a means 
to achieve our goals. 3,6 1,5  

Justice   3,7 0,8 0,47 
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B (continued) 

Descriptive tables – Spirituality 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q9 

Dans mon organisation, quatre principes 
éthiques communs aux trois 
religions monothéistes existent: la justice, le 
respect mutuel, l’intendance et l’honnêteté. 

In my organization, four ethical principles 
common to all three monotheistic religions 
are: justice, mutual respect, stewardship and 
honesty. 

4,4 1,3  

Q19 

Une éthique planétaire est formée de 
valeurs spécifiques et attitudes de base qui 
lient toutes les nations, les classes, les 
employeurs et employés, les organisations 
telles que celle où je travaille. 

A worldwide ethic consists of specific 
values and basic attitudes that bind all 
nations, classes, employers and employees, 
and organizations such as the one where I 
work. 

3,9 1,3  

Q27 
Dans mon organisation, le changement de 
conscience chez les individus, croyants ou 
non croyants, est le fondement de l’éthique . 

In my organization, the change of 
consciousness in people, believers or non-
believers, is the foundation of ethics. 

3,5 1,4  

Q37 
Dans mon organisation, la règle d’or des 
décideurs consiste à traiter les individus 
comme eux-mêmes voudraient être traités. 

In my organization, the golden rule is to 
treat people like they themselves would be 
treated. 

3,8 1,5  

Q48 

La formulation d’une éthique globale dans 
mon organisation s’inspire de la culture, des 
expériences émotives, de la mémoire 
historique et des orientations spirituelles des 
individus. 

In my organization the formulation of a 
worldwide ethic is inspired by the culture, 
emotional experiences, historical memory 
and spiritual orientations of individuals. 

3,5 1,4  

Spirituality   3,8 1,0 0,74 
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B (continued) 

Descriptive tables – Good / True / Beautiful 

Questions Assumptions (in French) Assumptions (in English) Mean of 
participants 

Standard 
deviation 

Cronbach 
alpha 

Q10 
Dans mon organisation, l’éthique fonde le 
sens de la vie des personnes et n’est pas 
poursuivie pour une autre raison. 

In my organization, ethics is the foundation 
of the meaning of life of people and is not 
pursued for any other reason. 

3,6 1,4  

Q20 

Mon organisation aide les personnes par un 
programme d’éducation et de 
développement à découvrir par elles-mêmes 
la réalité du bien, du beau et du vrai. 

My organization helps people through a 
program of education and development to 
discover for themselves the reality of good, 
beauty and truth. 

3,7 1,6  

Q26 

L’amour pour les choses belles est inné 
chez l’être humain et est une motivation 
essentielle en éthique dans mon 
organisation. 

The love for beautiful things is innate in 
humans and is a key motivation in ethics in 
my organization. 

3,6 1,4  

Q34 

Dans mon organisation, la sensibilité et 
l’action éthique ne proviennent pas de 
l’extérieur des personnes, mais du degré 
d’harmonie ou de disharmonie ressenti à 
l’intérieur de leur être. 

In my organization, sensitivity and ethical 
action do not come from outside people, but 
come from the degree of harmony or 
disharmony felt within their being. 

4,2 1,2  

Q50 
L’éthique dans mon organisation est 
mesurée, sage, véridique et induit le bien-
être.  

Ethics in my organization is measured, 
wise, true and induces well-being. 3,9 1,1  

Good / True / 
Beautiful   3,8 0,9 0,67 
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English abstract 

Measuring the Various Ethical Frameworks in 
Organizations 

 
Caroline Coulombe 

 
University of Quebec in Montreal, Montreal, QC, Canada 

coulombe.caroline@uqam.ca 
 
 

Abstract 
 

This paper builds itself on the assumption that we can understand better ethical 
representation of employees and managers in public and private organizations through the use of 
a formal ethical questionnaire representing ethical frameworks. Such a questionnaire, carrying 
more than three different ethical frameworks is very rare in the business ethics literature. We first 
did a thorough review of the top ten ethical frameworks found in the literature, then, we created 
the questionnaire to finally ask employees and managers in the education and healthcare 
industries, both private and public, about their ethical principles in action. Our results confirm 
the coexistence of a plurality of ethical frameworks in organizations. It also shows that managers 
tend to use frameworks based on a recombination of principles sometimes pertaining to more 
than one of the canonical moral theories discussed in the literature. We believe we should be 
approaching organizations with ethical principles instead of ethical frameworks. It seems also 
that we cannot apply one unique ethical model to all organizations, but that emerging factors 
depend on organizational context. 
 

Keywords: Business Ethics; Ethical Plurality; Ethical Principles; Healthcare; Education. 
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French abstract* 

Measuring the Various Ethical Frameworks in Organizations 
 

Mesurer différents cadres éthiques dans des 
organisations 

 
Caroline Coulombe 

 
University of Quebec in Montreal, Montreal, QC, Canada 

coulombe.caroline@uqam.ca 
 
 

Résumé 
 

Cette recherche se fonde sur l'hypothèse que nous pouvons mieux comprendre la 
représentation éthique des employés et des managers, dans des organisations publiques et 
privées, lorsqu’on utilise un questionnaire formel représentant des cadres éthiques. Il est très rare 
dans la littérature sur l'éthique des affaires de rencontrer un questionnaire ayant plus de trois 
cadres éthiques différents. Nous avons d'abord fait un examen approfondi des dix principaux 
cadres éthiques qu’on trouve dans la littérature académique. Ensuite, nous avons créé un 
questionnaire et, enfin, nous avons posé des questions sur leurs principes éthiques aux employés 
et managers des secteurs de l'éducation et de la santé, privés et publics. Nos résultats confirment 
la coexistence d'une pluralité de cadres éthiques dans les organisations. Ils montrent également 
que les managers ont tendance à utiliser des cadres basés sur une recombinaison de principes, 
appartenant parfois à plus d'une des théories morales canoniques discutées dans la littérature. 
Nous croyons que nous devrions aborder les organisations avec des principes éthiques plutôt 
qu’avec des cadres éthiques. Il semble également que nous ne puissions pas appliquer un modèle 
éthique unique à toutes les organisations, mais que des facteurs émergents dépendent du contexte 
organisationnel. 

 
Mots-clés: Ethique des affaires; pluralité éthique; principes éthiques; soins de santé; 

éducation. 
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German abstract* 
Measuring the Various Ethical Frameworks in Organizations 

 

Messung der diversen ethischen Rahmenwerke 
in Organisationen 

 
Caroline Coulombe 

 
University of Quebec in Montreal, Montreal, QC, Canada 

coulombe.caroline@uqam.ca 
 
 

Kurzfassung 
 

Dieses Papier baut auf der Annahme auf, dass wir die ethische Repräsentation von 
Angestellten und Managern in öffentlichen und privaten Organisationen durch die Nutzung eines 
formalen ethischen Fragebogens, der ethische Rahmenwerke repräsentiert, besser verstehen 
können. Ein solcher Fragebogen, der mehr als drei verschiedene ethische Rahmenwerke 
beinhaltet, ist in der Wirtschaftsethikliteratur extrem selten. Zuerst erfolgte eine ausführliche 
Durchsicht der Top zehn ethischen Rahmenwerke, die in der Literatur zu finden sind, 
anschließend erstellten wir einen Fragebogen um schließlich Angestellte und Manager in der 
privaten und öffentlichen Bildungs- und Gesundheitsversorgungsindustrie nach ihren ethischen 
Prinzipien in Aktion zu fragen. Unsere Ergebnisse bestätigen die Ko-Existenz einer Pluralität 
von ethischen Rahmenwerken in Organisationen. Sie zeigen auch, dass Manager dazu tendieren 
die Rahmenwerke basierend auf einer Rekombination von Prinzipien zu nutzen, die manchmal 
zu mehr als einer der in der Literatur diskutierten, anerkannten, moralischen Theorien gehören. 
Wir glauben, dass wir uns Organisationen mit ethischen Prinzipien anstelle von ethischen 
Rahmenwerken annähern sollten. Es schein zudem, dass wir nicht ein spezifisches ethisches 
Modell für alle Organisationen anwenden können, sondern dass hervortretende Faktoren von 
dem organisatorischen Kontext abhängen. 
 

Keywords: Wirtschaftsethik; ethische Pluralität; ethische Prinzipien; 
Gesundheitsversorgung; Bildung 
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Spanish abstract* 
Measuring the Various Ethical Frameworks in Organizations 

 

Midiendo los Diversos Marcos Éticos en las 
Organizaciones 

 
Caroline Coulombe 

 
University of Quebec in Montreal, Montreal, QC, Canada 

coulombe.caroline@uqam.ca 
 
 

Resumen 
 

Este artículo se basa en el supuesto de que podemos comprender una mejor 
representación ética de los empleados y gerentes en organizaciones públicas y privadas a través 
del uso de un cuestionario ético formal que represente marcos éticos. Este cuestionario, que lleva 
más de tres marcos éticos diferentes, es muy raro en la literatura de ética empresarial. Primero 
hicimos una revisión exhaustiva de los diez principales marcos éticos encontrados en la 
literatura, luego creamos el cuestionario para finalmente pedir a los empleados y gerentes de las 
industrias de educación y salud, tanto privados como públicos, sus principios éticos en acción. 
Nuestros resultados confirman la coexistencia de una pluralidad de marcos éticos en las 
organizaciones. También muestra que los gerentes tienden a utilizar marcos basados en una 
recombinación de principios que a veces pertenecen a más de una de las teorías morales 
canónicas discutidas en la literatura. Creemos que debemos acercarnos a las organizaciones con 
principios éticos en lugar de marcos éticos. Parece también que no podemos aplicar un modelo 
ético único a todas las organizaciones, pero que los factores emergentes dependen del contexto 
organizacional.] 
 

Keywords: [Ética empresarial; Pluralidad Ética; Principios éticos; Cuidado de la salud; 
Educación] 
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Italian abstract* 
Measuring the Various Ethical Frameworks in Organizations 

 

Misurare i Vari Contesti Etici nelle 
Organizzazioni 

 
Caroline Coulombe 

 
University of Quebec in Montreal, Montreal, QC, Canada 

coulombe.caroline@uqam.ca 
 
 

Abstract 
 

Questo studio è strutturato sulla convinzione che sia possibile comprendere meglio 
comportamenti etici da parte di impiegati e manager in organizzazioni pubbliche e private 
attraverso l’utilizzo di un questionario etico formare ch rappresenta contesti etici. Questo 
questionario, che evidenzia più di tre contesti etici, è molto raro all’interno della letteratura che 
riguarda l’etica del business. Prima di tutto abbiamo fatto una revisione approfondita dei dieci 
contesti etici trovati nella letteratura, poi, abbiamo creato un questionario da sottoporre a 
impiegati e manager nel settore della salute e dell’educazione, sia in contesto privato che 
pubblico, riguardo ai loro principi etici in azione. I nostri risultati confermano la coesistenza di 
vari contesti etici nelle organizzazioni. Mostrano anche che i manager tendono a utilizzare 
contesti che si collegano a più di una teoria etica evidenziata nella relativa letteratura. Noi 
chiediamo che dovremmo utilizzare principi etici piuttosto che contesti etici. Sembra anche che 
non possiamo applicare un contesto unico per tutte le organizzazioni, ma fattori emergenti 
dipendono dal contesto organizzativo. 
 

Keywords: etica del business; pluralità etica; principi etici; settore della salute; settore 
dell’educazione 
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Chinese abstract* 

Measuring the Various Ethical Frameworks in Organizations 
 

测量组织中多个伦理框架 
 

Caroline Coulombe 
 

University of Quebec in Montreal, Montreal, QC, Canada 
coulombe.caroline@uqam.ca 

 
 

Abstract 摘要 
 
本文基于这样的假设：我们可以通过使用正式的代表伦理框架的伦理问卷来了解公共和私

有组织中员工和管理者中好的伦理原则。本文采用的包含三个不同的伦理框架的问卷在商

业伦理文献中是非常少见的。我们首先比较完整的回顾了文献中的前十大伦理框架，然

后，创建了一份问卷，最终在包括私有和公共组织在内的教育和医疗保健行业的员工和管

理者中询问他们的行为道德准则。研究结果表明组织中多个伦理框架是共同存在的。研究

结果还表明，管理者倾向于使用基于文献中讨论的多个权威的道德理论有关的原则重组的

框架。我们相信，我们应该以道德原则而不是道德框架来了解组织。研究结果似乎还表

明，我们不能对所有组织应用一个独特的伦理模式，应根据组织的具体情境来确定新的因

素。 

 

 Keywords: [关键词, 商业伦理，伦理多元化，伦理准则，医疗保健，教育] 
 
 

*. Translated by: Xin Zhao, Shenyang University Business School, Liaoning, Shenyang, China. 
wenya_zhx@hotmail.com 
 
 

 

50 

mailto:coulombe.caroline@uqam.ca
mailto:wenya_zhx@hotmail.com

	Measuring the Various Ethical Frameworks in Organizations
	Literature
	Basic Assumptions of Top Ten Ethical Frameworks
	Private vs. Public Organizations
	Hierarchical Rank
	Gender
	Factor 1: ‘Ideal organization dimension’
	Factor 2: ‘Respect Dimension’
	Factor 3: ‘Interest for Stakeholders’
	Factor 4: ‘Claimed neoliberalism’
	Factor 5: ‘Liberal dimension’
	Private versus Public Organizations
	Hierarchical Rank
	Gender
	A Central Theory in the Current Culture
	Culture, gender and empirical studies
	Conclusion and Limitations
	Measuring the Various Ethical Frameworks in Organizations
	Abstract
	Mesurer différents cadres éthiques dans des organisations
	Résumé
	Messung der diversen ethischen Rahmenwerke in Organisationen
	Kurzfassung
	Midiendo los Diversos Marcos Éticos en las Organizaciones
	Resumen
	Misurare i Vari Contesti Etici nelle Organizzazioni
	Abstract
	测量组织中多个伦理框架
	Abstract 摘要

