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ABSTRACT

Development of postmodern organizational approaches in the knowledge-based
business environment plays a major role on the gaining importance of knowledge-
based talents and skills. Moreover, corporate governance-related progress impacts
structures and implications of organizations. Enterprises mustfollow the rules required
by the age and regard the innovations in order to maintain their assets and provide
competitive advantage. For that reason, human-related innovations and practices
are popular in the management area. In this perspective, ethics is one of the most
significant issues in both business and social life. Enhancement of negative work
outcomes triggers the efforts for the establishment of ethical climates. Increase of the
workplace deviance of employees also influences the need of moderating variables
in the relationship between ethical climates and deviance. This chapter mentions
ethical climate, workplace deviance, and mindfulness. Moreover, relations between
variables are discussed in reference to the literature.
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The Relationship Between Ethical Climate, Workplace Deviance, and Mindfulness
INTRODUCTION

Due to the rapid development of the knowledge-based economy with the new
capitalism, the knowledge-based skills that businesses have; started to constitute
the basis for creating organizational success and sustainable competitive advantage
(Spanos & Lioukas, 2001). As it is known, efficiency and effectiveness criteria
generally determine the performance of the enterprise. While these criteria may
consist of financial values, they may also consist of non-financial values (Kor &
Mesko, 2013). As the current literature points out, it is emphasized that the main
sources that increase the performance of the organizations are human resources and
human-based skills (Luthans et al., 2004; Ambrosini & Bowman, 2009; Acquaah,
2012).If one of the most important sources determining performance is human talent
or attitudes, this may be both an advantage and it may also appear as a disadvantage.
Therefore, humanitarian attitudes or values can be constructive for an organization as
well as they may lead to devastating consequences. In this chapter, we aim to make
an assessment on variables that can lead to both negative and positive outputs, and
to develop a theoretical framework to empirically test the proposed model. In this
context, we have determined variables that are ethical climate, workplace deviant
and mindfulness. As the theoretical background supports, it is proposed that there is
a significant relationship between ethical climate dimensions and workplace deviant
behavior and mindfulness positively moderates these relationships.

THEORETICAL BACKGROUND
Ethical Climate

The concept of ethical climate was first proposed by Victor and Cullen (1988). The
ethical climate is the employee’s perception of whether the norms, rules, principles,
values, and beliefs that exist in the organization are ethical (Jaramillo, Mulki &
Solomon, 2006: 272). In addition, it is the ethical climate that guides employees in
their decision-making processes regarding acceptable and unacceptable behaviors
(Ulrich et al., 2007; Huang, You & Tsai, 2012; Karagozlii, Ozden & Yildirim,
2014: 35).

Arnaud (2010) stated that most of the ethical climate related studies refers to the
Victorand Cullen’s (1987-1988) typology. While forming ethical climate dimensions,
Victor and Cullen (1987-1988) used Kohlberg (1984) Theory of Cognitive Moral.
Kohlberg (1984) defined ethical standards as; self-interest, caring and principle.
Victor and Cullen (1987-1988) focused on these standards while explaining ethical
climate theories. Victor and Cullen (1988) also stated that ethical climate relates

65



24 more pages are available in the full version of this
document, which may be purchased using the "Add to Cart"
button on the publisher's webpage: www.igi-
global.com/chapter/the-relationship-between-ethical-climate-

workplace-deviance-and-mindfulness/269354

Related Content

Navigating Motherhood and Career in a Post-Pandemic World: A
Psychosociological Analysis

Anu Raj Singh, Aparna Tiwariand Sandhya Gupta (2023). Enhancing Employee
Engagement and Productivity in the Post-Pandemic Multigenerational Workforce (pp.
237-255).
www.irma-international.org/chapter/navigating-motherhood-and-career-in-a-post-pandemic-
world/333502

Job Engagement Levels Across the Generations at Work

Mark E. Brightenburg, J. Lee Whittington, Simone Meskelisand Enoch Asare (2022).
Research Anthology on Human Resource Practices for the Modern Workforce (pp.
2179-2201).
www.irma-international.org/chapter/job-engagement-levels-across-the-generations-at-
work/295447

Setting Sail in High Seas Amidst Troubled Waters: Transformational Saga of
an Indian Defence Shipyard

Jhilmil Das (2021). Cases on Critical Practices for Modern and Future Human
Resources Management (pp. 42-68).
www.irma-international.org/chapter/setting-sail-in-high-seas-amidst-troubled-waters/271884

Research on Human Resource Allocation Model Based on SOM Neural
Network

Jing Xu, Bo Wangand Gihong Min (2022). Research Anthology on Human Resource
Practices for the Modern Workforce (pp. 513-525).
www.irma-international.org/chapter/research-on-human-resource-allocation-model-based-on-

som-neural-network/295359



http://www.igi-global.com/chapter/the-relationship-between-ethical-climate-workplace-deviance-and-mindfulness/269354
http://www.igi-global.com/chapter/the-relationship-between-ethical-climate-workplace-deviance-and-mindfulness/269354
http://www.igi-global.com/chapter/the-relationship-between-ethical-climate-workplace-deviance-and-mindfulness/269354
http://www.irma-international.org/chapter/navigating-motherhood-and-career-in-a-post-pandemic-world/333502
http://www.irma-international.org/chapter/navigating-motherhood-and-career-in-a-post-pandemic-world/333502
http://www.irma-international.org/chapter/job-engagement-levels-across-the-generations-at-work/295447
http://www.irma-international.org/chapter/job-engagement-levels-across-the-generations-at-work/295447
http://www.irma-international.org/chapter/setting-sail-in-high-seas-amidst-troubled-waters/271884
http://www.irma-international.org/chapter/research-on-human-resource-allocation-model-based-on-som-neural-network/295359
http://www.irma-international.org/chapter/research-on-human-resource-allocation-model-based-on-som-neural-network/295359

The Dynamics of Employee Relationships in a Digitalized Workplace: The
Role of Media Richness on Workplace Culture

Tanusree Chakraborty, Malabika Tripathiand Somrita Saha (2021). Critical Issues on
Changing Dynamics in Employee Relations and Workforce Diversity (pp. 175-205).
www.irma-international.org/chapter/the-dynamics-of-employee-relationships-in-a-digitalized-
workplace/269360



http://www.irma-international.org/chapter/the-dynamics-of-employee-relationships-in-a-digitalized-workplace/269360
http://www.irma-international.org/chapter/the-dynamics-of-employee-relationships-in-a-digitalized-workplace/269360

