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Ethical Decision Making in Organizations

A Person-Situation Interactionist Model

LINDA KLEBE TREVINO
Texas A&M University

An interactionist model of ethical decision making in organizations is
proposed. The model combines individual variables (moral develop-
ment, etc.) with situational variables to explain and predict the ethi-
cal decision-making behavior of individuals in organizations. A major
component of the model is based on Kohlberg's cognitive moral devel-
opment model which provides the construct definition, measurement
tools, and theory base to guide future business ethics research.
Research propositions are offered and practical implications are

discussed.

The issue of ethical decision making in organi-
zations has received much attention in recent
years for a variety of reasons: the post-Watergate
atmosphere, mounting public scorn regarding
business behavior, and managers’ cynicism and
internal personal-work values conflicts (Brenner
& Molander, 1977; Crittenden, 1984; Ingersoll &
Pound, 1984; Lincoln, Pressley, & Little, 1982;
Ricklees, 1983). Despite the interest, concern, and
a number of published prescriptions to deal with
ethical decision making in organizations, little
empirical investigation has been conducted. The
paucity of research is not surprising, however,
given the delicate nature and complexity of this
area. Managers are not likely to allow their
“ethics” to be directly observed or measured.
Nor would it be acceptable to attempt to manipu-
late ethical decision making in the field. Further,
the tendency to regard ethics as a branch of
philosophy rather than as social science may
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lead to the conclusion that business ethics is a
"Sunday school” subject not worthy of serious
investigation, or that it is a matter of subjective
preference about which no objective statements
can be made. Finally, the lack of theory to guide
investigation has inhibited the systematic devel-
opment of a research agenda.

An understanding of ethical decision making
in organizations is important to the development
of organizational science. Uncertainty is a fact of
complex, dynamic organizational life. Ethical
issues are ever present in uncertain conditions
where multiple stakeholders, interests, and val-
ues are in conflict and laws are unclear. Manag-
ers engage in discretionary decision-making
behavior affecting the lives and well-being of
others. Thus, they are involved in ethical deci-
sion making. Their decisions and acts can pro-
duce tremendous social consequences, particu-
larly in the realms of health, safety, and welfare
of consumers, employees, and the community.

Previous approaches to the study of ethical
decision making in organizations have tended
to emphasize either the individual role or situa-
tional variables in producing ethical/unethical
behavior. Neither approach has captured the
important interfaces among individual and situa-



tional variables. This paper proposes an inter-
actionist model that recognizes the role of both
individual and situational variables—an ap-
proach that seems to hold the most promise for
advancing our understanding of this complex
phenomenon.

Interactionist Model of
Ethical Decision Making
in Organizations

The proposed interactionist model (see Figure
1) posits that ethical decision making in organiza-
tions is explained by the interaction of individual
and situational components. The individual re-
acts to an ethical dilemma with cognitions deter-
mined by his or her cognitive moral develop-
ment stage. The individual's cognitive moral
development stage determines how an individ-
ual thinks about ethical dilemmas, his or her
process of deciding what is right or wrong in a
situation. However, cognitions of right and wrong
are not enough to explain or predict ethical
decision-making behavior. Additional individual
and situational variables interact with the cogni-
tive component to determine how an individual
is likely to behave in response to an ethical
dilemma. Three individual variables, ego
strength, field dependence, and locus of control,
are proposed to influence the likelihood of an
individual's acting on cognitions of what is right
or wrong. Situational variables arising from the
immediate job context and the broader organiza-
tional culture also moderate the cognition/be-
havior relationship. These include the organiza-
tion's normative structure, referent others, obedi-
ence to authority, responsibility for conse-
quences, reinforcement contingencies, and other
pressures. Finally, characteristics of the job itself
and the moral content of the organizational cul-
ture can have an impact on the moral develop-
ment of the individual. This latter relationship is
illustrated by the feedback loop arrow in Figure
1. The proposed specific relationships will be
explored and developed further in a series of
propositions for future research.
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Cognitions

The point of departure for the model in Figure
| is the individual’s cognitions in response to an
ethical dilemma. This component of the model
relies upon Lawrence Kohlberg’'s model of cogni-
tive moral development. It proposes that an
individual's level of cognitive moral development
strongly influences the person'’s decision regard-
ing what is right or wrong; the rights, duties,
and obligations involved in a particular ethical
dilemma. Kohlberg's model provides a theoreti-
cal basis for understanding how managers think
about ethical dilemmas. A brief review of the
business ethics survey research suggests that this
understanding has been lacking in the past.

Business Ethics Survey Research

Despite a number of surveys, there is little
known about managers’ thought processes re-
garding ethical dilemmas in their work. The sur-
vey research offers a pessimistic view of Ameri-
can business ethics, portraying managers who
are cynical about their peers, their superiors,
their industries, and sometimes even themselves.

Cynicism. A much cited survey of Harvard
Business Review readers (Baumhart, 1961) was
updated by Brenner and Molander (1977). Be-
tween 1960 and 1976, respondents became more
cynical regarding the ethical conduct of their
peers. Four-fifths agreed that business manag-
ers should try to live up to absolute ethical
standards, and believed that sound ethics is good
business. But nearly one-half reported that man-
agers do not apply these standards. Reasons pro-
vided included preoccupation with gain, lack of
reinforcement of ethical behavior, competition,
and a sense that only “results” are important to
superiors. Two-thirds of these respondents re-
ported the existence of generally accepted un-
ethical practices in their industries.

Person-Role Conflicts. Another study surveyed
Fortune 500 executives in marketing, finance,
and production. These executives overwhelm-
ingly admitted to compromises of personal val-
ues in order to succeed in their organizations
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Figure 1. Interactionist model of ethical decision making in organizations.

(Lincoln etal., 1982). Carroll (1978) surveyed man-
agers from different hierarchical levels. He found
that managers who were lower in the organiza-
tional structure felt more pressure to compromise
their personal values in order to achieve com-
pany goals. In a Wall Street Journal survey
(Ricklees, 1983), 4 out of 10 executives reported
that they were asked to behave unethically.
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Ferrell and Weaver (1978) polled middle man-
agement marketing managers. These manag-
ers reported that they were more ethical than
their peers, more ethical than top management,
and that their own ethical standards were higher
than existing enforced corporate policy.

The survey research suggests first that an eth-
ics problem exists. Second, it suggests that man-



agers do think about ethical dilemmas within
the context of the organization, and report con-
flicts between personal values and the values of
others in the organization. However, we know
little about these personal ethical standards to
which respondents refer. Important questions to
be answered by future researchers include: (a)
What is the basis for these reports of internal
conflict? (b) What are these personal ethical
standards? and (c) How do individual managers
think about ethical dilemmas at work?

Limits of Normative Ethical Theory. Fritsche
and Becker (1984) tried to gain some understand-
ing of these questions. They attempted to link
normative ethical theories derived from phil-
osophy to marketing managers’ responses to
vignettes of business ethics problems. Responses
were classified according to the normative ethi-
cal theory they represented. The study’s aim was
to determine whether the decision made in re-
sponse to the vignette depended on the ethical
theory represented in the response. The research-
ers found that most managers followed a utilitar-
ian orientation, evaluating behavior in terms of
its social consequences. However, normative
ethical theory was not found to be particularly
helpful in explaining or predicting ethical deci-
sion making.

There are at least two possible reasons why
philosophical theories are unable to explain or
predict ethical decision-making behavior. First,
normative ethical theory is not designed for the
purpose of explaining or predicting behavior.
Rather, normative ethical theory represents an
ideal that may not reflect accurately the pro-
cesses engaged in by people in actual situations.
A second problem with the philosophical/nor-
mative theory approach is its lack of face validity.
Few managers are likely to think of their day-to-
day decision making as following normative ethi-
cal theories of utilitarianism, justice, or rights.

Model of Cognitive Moral Development

Kohlberg's model of cognitive moral develop-
ment (Kohlberg, 1969) may provide a key to future
progress in researching the cognitive component
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of ethical decision-making behavior in organiza-
tions. It is a useful tool for exploring questions
related to how organizational members think
about ethical dilemmas, particularly how they
determine what is right or wrong in a particular
situation.

Kohlberg's model, developed and tested over
the last 20 years, emphasizes the cognitive or
reasoning aspect of moral decision making. It
addresses how the cognitive processes of moral
decision making become more complex and
sophisticated with development. The emphasis
is on the cognitive decision-making process, the
reasons an individual uses to justify a moral
choice, rather than the decision itself (e.g., the
outcome). Moral judgments are prescriptive
assessments of what is right or wrong. They are
judgments of value, social judgments involving
people, and prescriptive judgments of rights and
duties (Colby, Gibbs, Kohlberg, Speicher-Dubin,
& Candee, 1980). In this paper, the terms moral
judgment and ethical decision making are used
synonymously.

Stages of Moral Judgment. Kohlberg's research
delineated a structure of moral reasoning and
its transformations from middle childhood to
adulthood. His framework provides three broad
levels of cognitive moral development, each com-
posed of two stages. Moral development involves
the individual's passage from stage to stage in
an invariant irreversible sequence. The profile
of an individual represents a dominant stage the
person is in, a stage the person is leaving, and a
stage he or she is moving into. The characteris-
tics of the levels and stages define the construct
"moral judgment” and are outlined in Table 1
(Kohlberg, 1969).

At stages one and two (labeled the preconven-
tional level), an individual is concerned with con-
crete consequences, particularly external re-
wards and punishments, and his or her own
immediate interests. At stages three and four
(the conventional level), “right" is that which con-
forms to the expectations of good behavior of the
larger society or some segment like a family or
peer group. More specifically, in stage three the
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motivation of ethical decisions is fulfilling the
expectations of significant others. In stage four,
the individual is capable of taking a broader
perspective of society. For example, a society’s
laws become an important determinant of the
individual’'s decision. Kohlberg places most
adults in our society in stages three or four. At
stages five and six (the principled level), “right”
is determined by universal values or principles.
The individual at this level sees beyond norms,
laws, or the authority of groups or individuals.
According to Kohlberg, less than 20 percent of
American adults reach the principled level of
development.

Measurement of Moral Judgment Stages. Kohl-
berg’'s method of assessing subjects’ cognitive
moral development stage is called “Standard
Issue Scoring.” Standard open-ended interview
questions are designed to elicit spontaneous rea-
soning on the issues in several hypothetical
dilemmas. The scoring system can be used to
score any moral judgment in any context (Kohl-
berg, 1969; Colby, Gibbs, et al., 1980).

Kohlberg's colleagues (Gibbs & Widaman,
1982) recently developed a noninterview, open-
ended instrument. The “Social Reflection
Questionnaire” is easier and less time consum-
ing to administer and score while retaining the
qualitative nature of interview responses. Re-
searchers can train themselves to administer and
score the instrument, and it can be administered
in groups. Developers report a correlation of .85
with the standard interview method in an age-
heterogeneous sample.

The "Defining Issues Test” (DIT) (Rest, 1979) was
based on Kohlberg’s model, but is not consid-
ered equivalent to Kohlberg's open-ended mea-
sure (Gibbs & Widaman, 1982). The DIT is an
objective recognition test that is concerned with
how people at different developmental stages
choose different statements as representing the
most important issue in a moral dilemma. Major
indices assess the relative importance a subject
gives to principled moral considerations and pro-
vide an overall index of moral judgment de-
velopment.
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Empirical Support. During the last 20 years,
many empirical tests of Kohlberg's model were
conducted including longitudinal and cross-
cultural studies. The cognitive nature of moral
judgment was tested in a number of ways. For
example, in Kohlberg's longitudinal sample, cor-
relations between adult moral judgment level
and IQ range from .37 to .57, indicating that
moral judgment has a cognitive base but is not
simply mental development applied to moral
questions (Kohlberg, 1969; Colby, Kohlberg,
Gibbs, & Lieberman, 1983).

The validity of the model is supported by evi-
dence regarding the relationship between moral
judgment level and behavior. For example, in
several cheating experiments, it was found that
cheating decreases as moral judgment level
increases. In a Milgram obedience situation,
where the experimenter ordered the subject to
give increasingly severe electric shocks to a
learning experiment confederate, 75 percent of
stage six subjects quit the experiment while only
13 percent of lower stage subjects quit (Kohlberg,
1969). In an experimental helping situation in
the laboratory, the decision to help and the act
of helping a drugged student increased with
moral judgment stage (Kohlberg & Candee,
1984).

To assess the universality and invariant se-
quential nature of the proposed cognitive moral
development stages, researchers carried out
investigations with subjects in a number of cul-
tures, across social classes and sex. Forty-five
relevant studies were reviewed recently (Snarey,
1985), providing consistent support for the invari-
ant stage-to-stage sequence proposition. Regard-
ing universality, stages one to four were found
in all cultures. Evidence of principled reasoning
was found in many studies, including several in
non-Western societies.

Adult Moral Development: Education and
Work. Less is known about continuing adult
moral development than about childhood de-
velopment. Kohlberg argues that stages five and
six are adult stages (Kohlberg & Turiel, 1973).
Continuing adult development has been linked



to educational and work experiences. First,
higher education is important to adult develop-
ment. In Kohlberg's longitudinal sample, corre-
lations between an adult’'s moral maturity score
and educational level ranged from .53 to .69.
Research results suggest that continuing adult
development is related to the educational experi-
ence itself and is not just a reflection of IQ or
socioeconomic status (Colby, Kohlberg, et al.,
1983).

Work represents a major component of the life
of most adults. Thus, work experiences may pro-
vide the stimulus for further adult moral de-
velopment. Kohlberg’'s model provides a frame-
work for hypothesizing relationships between
work experiences and adult moral development.
These are developed further below.

Relation to Managers' Ethical Decisions. Kohl-
berg’s empirically defined cognitive moral devel-
opment stages may be used to characterize the
stages of managers’ reasoning regarding ethi-
cal dilemmas in organizations. For example,
Manning (1981) applied Kohlberg’s model to a
dilemma involving the annual performance
appraisal of a senior salesperson whose produc-
tivity decreased due to emotional problems. A
stage one manager would be expected to rea-
son through the situation in egocentric terms (i.e.,
what will happen to the manager if he or she
fails to punish the salesman?). A stage four man-
ager would be more likely to take into account
the salesperson'’s past loyalty, perhaps recogniz-
ing that the organization owes the individual an
opportunity to seek professional help.

Stratton, Flynn, and Johnson (1981) used the
six cognitive moral development stages to clas-
sify management students’ responses to an ethi-
cal dilemma involving padding an expense
account. Students who recommended padding
the expense account used a rationale catego-
rized in the first three moral reasoning stages.
Students who recommended not padding the

account overwhelmingly used arguments consis-
tent with stages four through six.

Training. The cognitive moral development
model logically leads to prescriptions for moral
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education as a way to a higher moral maturity
stage. Kohlberg and his colleagues developed
and tested a specific training approach aimed at
helping participants think through moral contro-
versy. The purpose of the training was to pro-
mote movement through stages of moral judg-
ment. Movement can be promoted by engaging
participants in challenging moral decision mak-
ing, particularly by exposing them to forms of
reasoning one stage higher than the one to which
the individual is accustomed. Change is most
likely to occur when these discussions arouse
cognitive conflict among the participants. A par-
ticipant who is exposed to views based on moral
reasoning one level higher than his or her own
will experience cognitive disequilibrium, will
question the adequacy of his/her own level, and
will consider the merits of the other. This is the
beginning of a process of restructuring cognitive
patterns and movement toward more advanced
moral reasoning (Hersh, Miller, & Fielding, 1980).

There is no clear finding on how much time it
takes to change or increase moral judgment
level. Significant results have been obtained in
studies using a single treatment with children.
Others have required three months to a year or
more of intervention (Kohlberg, 1969).

Goldman and Arbuthnot (1979) used Kohlberg's
approach to moral education in a medical ethics
class. The class met twice weekly in two-hour
sessions for a 10-week quarter. Pre- and posttest
scores of moral judgment development showed
positive and statistically significant changes.
Penn and Collier (1985) applied Kohlberg's ap-
proach in an MBA business ethics course. No
students demonstrated predominantly principled
reasoning stages at the beginning of the course.
However, 37 percent of the students moved to
principled reasoning stages by the end of the
course.

The significant and positive changes achieved
with the cognitive moral development training
approach stand in contrast to the more tradi-
tional approaches to teaching business ethics that
have failed to achieve any significant change
(Arlow & Ulrich, 1985; Martin, 1981). In addition,



the empirical evidence from the literature on
change argues for the inclusion of Kohlberg-type
ethics training in business school curricula, either
as a separate course, or integrated into preexist-
ing management courses. A majority of busi-
ness schools do not offer courses, either elective
or required, on ethical problems of management
(Hosmer, 1985).

The Cognitive Moral Development Contribu-
tion. Kohlberg's model of cognitive moral devel-
opment represents an important contribution to
the future of business ethics research. First, it
provides a clear and empirically validated defi-
nition of the construct “moral judgment.” Stage
definitions can be used as a basis for explaining
how managers think about ethical dilemmas in
their work.

Second, Kohlberg's work provides an induc-
tive social science theory base rather than the
more common deductive philosophical base. The
inductive theory and empirical research can be
used to develop operational hypotheses concern-
ing the cognitive component of ethical decision
making in management.

Third, the face validity of the definition of each
moral judgment stage should be especially use-
ful in research with and development of the
manager. Although the detailed definitions of
each stage incorporate philosophical notions,
these are not the focus. The profile of each stage
has meaning without any background in ethics
or philosophy.

Fourth, a range of seemingly valid and reli-
able measurement tools is available for use in
research and to evaluate training programs. The
three measures described earlier should promote
research and evaluation efforts.

Propositions for Future Research

The cognitive moral development model pro-
vides a well-developed theoretical basis for
understanding how individuals think about moral
dilemmas and how thoughts and actions appear
to be related. The cognitive component of the
proposed model of ethical decision making in
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organizations provides the basis for a number of
propositions to be tested in future research.
First, descriptive research should be under-

taken in order to gain a clearer understanding

of how managers reason about work-related ethi-
cal dilemmas. The cognitive moral development
model can be used to stage-type managers’ rea-
soning about work-related ethical dilemmas.

Based on prior research, it is expected that
managers’ reasoning about work-related ethical
dilemmas is primarily at the conventional level
(stages 3 and 4). Therefore, most managers will
look outside themselves for cues about what is
right (appropriate) behavior and what is wrong
(inappropriate) behavior.

Proposition One.

1. The large majority of managers reason about
work-related ethical dilemmas at the conven-
tional level (stages 3 and 4).

These managers (at stages 3 and 4) are, by
definition, looking to others and to the situation
to help define what is right and wrong, and how
they should behave in a particular situation. Only
at the higher, principled stages, are individuals
expected to behave consistently with their inter-
nally held determinations of right and wrong.

Proposition Two.

2. Managers at the principled moral reasoning
level (stages 5 and 6) will exhibit significantly
more consistency between moral judgment and
moral action than those at lower stages.

Individuals operate within a range of moral
development stages. Their judgments and be-
havior in real situations, where situational cues
are salient, are expected to be lower than their
judgments in hypothetical dilemmas in which
they are not personally involved (Higgins,
Power, & Kohlberg, 1984).

Proposition Three.

3. Managers’ moral judgments in actual work-
related decision situations will be lower (in cog-
nitive moral development stage) than their
judgments in response to hypothetical
dilemmas.

Prior research also suggests that adult moral

maturity scores and educational level are highly

correlated.



Proposition Four.

4. Moral judgment development scores will be
significantly higher for managers with higher
levels of education than managers with lower
levels of education.

To the extent that higher education is corre-
lated with level in the organizational hierarchy,
it is also speculated that moral judgment devel-
opment scores will increase with hierarchical
level.

Finally, moral education research suggests
that specific training interventions can increase
cognitive moral development scores of partici-
pants in training programs.

Proposition Five.

S. Participants (students or managers) in ethics
training programs based on cognitive moral
development training strategies will exhibit
significant pretest to posttest increases in moral
judgment development scores.

Limitations of Kohlberg’'s Model

A limitation of Kohlberg's model is that tests of
moral judgment are limited to cognitions—how
individuals think about moral dilemmas—not
behavior—what they would actually do in a
particular decision situation. The relationship
between moral judgment and moral action is
not yet clearly defined. The model posits that the
two should be related due to the individual's
drive for consistency between thought and ac-
tion. Research indicates that there is a moderate
relationship between thought and action. Thus,
moral judgment is a necessary but not sufficient
condition for moral behavior such as honesty,
altruism, and resistance to temptation (Kohlberg
& Candee, 1984). In a critical review of the moral
cognition/moral action empirical literature, Blasi
(1980) concluded that: (a) considerable support
exists for a statistical relationship between moral
reasoning and moral action; (b) moral reason-
ing is important but does not totally explain delin-
quent behavior; (c) higher moral stage individu-
als are more likely to resist the pressure of
conforming to the judgments of others; (d) weaker
support exists for the hypothesis that higher stage
individuals are more honest and altruistic; and

609

(e) less support exists for the hypothesis that post-
conventional level individuals are more likely to
resist social pressure to conform in moral action.
The proposed relationship between moral judg-
ment and moral action in organizations is devel-
oped further below.

Additional Individual Variables

The model proposed in Figure 1 suggests that
both individual variables and situational vari-
ables influence the relationship between cogni-
tion and action in ethical decision making in
organizations. The model proposes, first, that cer-
tain individual variables influence the likelihood
of an individual's acting on the choice of what is
thought to be right or wrong. These are ego
strength, field dependence, and locus of control.

Ego Strength

Ego strength is a construct related to strength
of conviction or self-regulating skills. Individuals
high on a measure of ego strength are expected
to resist impulses and follow their convictions
more than individuals with low ego strength.
Therefore, subjects with high ego strength are
expected to be more consistent in the moral
cognition/moral action relationship. They are
more likely to do what they think is right (Grim,
Kohlberg, & White, 1968). Rest (1984) reported a
study in which stage four subjects with high ego
strength showed less cheating than stage four
subjects with low ego strength. Several studies
have considered IQ and attention as factors of
ego strength that help one carry out one's deci-
sion. For example, an interaction between moral
reasoning and IQ was found in one study. Those
high in both moral reasoning and IQ measures
had the highest cognitive/action consistency
scores, whereas those high in moral reasoning,
but low in IQ, were the least consistent (Blasi,
1980).

Proposition Six.

6. Managers with high ego strength will exhibit
more consistency between moral judgment
and moral action than those with low ego
strength.



Field Dependence

Witkin and Goodenough (1977) reviewed the
literature on field dependence. They concluded
that when the situation is ambiguous, and refer-
ents provide information that helps remove the
ambiguity, field dependent individuals make
greater use of external social referents to guide
their behavior. Field independent people func-
tion with greater autonomy. Ethical dilemmas
are by their nature ambiguous. Values and rights
are in conflict. Ethical dilemmas in organizations
are likely to involve external referents who pro-
vide information to help remove the ambiguity.
For example, a superior who asks a subordinate
to carry out an unethical act might either redefine
the act to make it seem less problematic or assure
the subordinate that he or she is not responsible
for any negative consequences of the act. There-
fore, it is proposed in the model that, for individu-
als not at the principled level of cognitive moral
development, field dependence will moderate
the relationship between moral cognition and
moral action. In ambiguous situations, the actions
of field dependent individuals will be more con-
sistent with the information provided by the exter-
nal social referent than will the actions of field
independent individuals.

Proposition Seven.

7. Field independent managers will exhibit more
consistency between moral judgment and
moral action than field dependent managers.

Locus of Control

Another personality characteristic that may
hold promise in explaining ethical behavior is
Rotter's (1966) locus of control. Rotter's internal/
external scale measures an individual's percep-
tion of how much control he or she exerts over
the events in life. An "internal” believes that out-
comes are the result of his or her own efforts,
while an “external” believes that life events are
beyond control and can be attributed to fate,
luck, or destiny. An external, then, is less likely
to take personal responsibility for the conse-
quences of ethical/unethical behavior and is
more likely to rely on external forces. An inter-
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nal is more likely to take responsibility for conse-

quences and rely on his or her internal determi-

nation of right and wrong to guide behavior.
Proposition Eight.

8. Managers whose locus of control is internal
will exhibit more consistency between moral
judgment and moral action than managers
whose locus of control is external.

Situational Variables

The individual comes to the organization
with a particular level of cognitive moral
development and other individual characteris-
tics. But, moral action takes place in social con-
text and can be influenced heavily by situational
variables. Therefore, ethical/unethical behavior
in practical situations is not simply a product of
fixed individual characteristics, but results from
an interaction between the individual and the
situation (Higgins, Power, & Kohlberg, 1984).

It is important to remember that the individual's
susceptibility to situational influences varies with
cognitive moral development stage. Susceptibil-
ity is probably the greatest at the conventional
level where the person's level of development
leads to his or her looking to the group for a
moral definition of the situation. As stated earlier,
the conventional level is by definition situation-
ally influenced and most adults operate at the
conventional level.

Proposition Nine.

9. Conventional level (stages 3 & 4) managers
will be most susceptible to situational influences
on ethical/unethical behavior.

At higher stages, individuals’ behavior is ex-
pected to be less influenced by external factors
because the higher stage individual is more
actively involved in structuring the external
world. For example, principled individuals may
be more likely to resist external influence, to try
to change the situation, or to select themselves
out of situations where they were expected to
behave unethically.

Proposition Ten.

10. Principled (stages S5 or 6) managers will be
more likely to resist, attempt to change, or
select themselves out of unethical situations.



The relative strength of situational influences
is also important to consider. Where the situa-
tional contingencies are tight and powerful, there
may be little discretion left for individual differ-
ences to guide behavior. Therefore, in either
experimental laboratory or real situations where
behavior is strongly “manipulated” through cues
and constraints, situational influences are ex-
pected to have a powerful effect in reducing the
role of individual predisposition.

The proposed model in Figure 1 illustrates two
kinds of situational effects. First, situational effects
can influence the individual’s moral development
through work experiences. The individual is not
to be thought of as a stagnant entity frozen at a
particular developmental level. Both characteris-
tics of the job itself and the organizational cul-
ture can contribute to the individual's continuing
moral development.

Characteristics of Work and Cognitive Moral
Development

Kohlberg's longitudinal research found that
some adults continue their cognitive moral devel-
opment beyond their years in school (Colby,
Kohlberg, et al., 1983). It is proposed that work
plays a significant role in continued adult moral
development. Two characteristics of a job that
may contribute to continuing adult moral devel-
opment are opportunities for role taking and
responsibility for the resolution of moral di-
lemmas.

Role taking is defined as taking account of the
perspective of others. The centrality of the indi-
vidual to the communications and decision mak-
ing of the group increases role-taking oppor-
tunities. It is speculated that individuals whose
work either allows or requires them to engage in
complex role taking are more likely to continue
to advance in cognitive moral development
stage. These might be individuals placed in dem-
ocratic (rather than autocratic) leadership posi-
tions. Democratic leadership roles require role
taking via sensitivity to group members’ attitudes
and group communication (Kohlberg, 1969).

It is further speculated that individuals whose
work holds them responsible for the frequent
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resolution of moral conflicts are more likely to
continue to advance in cognitive moral develop-
ment stage. For example, physicians frequently
must resolve ethical dilemmas. Certain manag-
ers may be responsible for balancing the needs
of the organization with the welfare of workers,
customers, or the general public.

Organizational Culture and
Cognitive Moral Development

Organizational culture also can play an impor-
tant role in the moral development of organiza-
tional members. Organizational culture has re-
cently become a topic of interest to organiza-
tional scientists (Deal & Kennedy, 1983; Schein,
1984; Smircich, 1983). It can be defined as the
common set of assumptions, values, and beliefs
shared by organizational members. Organiza-
tional culture influences thoughts and feelings,
and guides behavior. It manifests itself in norms,
rituals, ceremonies, legends, and the organiza-
tion's choice of heroes and heroines.

The culture of the organization can contribute
to an individual’'s moral development by allow-
ing organizational members decision-making
responsibility and by encouraging role-taking
opportunities. For example, in a democratic
culture, members may be encouraged to take
responsibility for decisions, to resolve contflicts at
lower organizational levels, and to take into
account numerous points of view and interests.
This type of culture actually may enhance the
individual's cognitive moral development. Alter-
natively, in an authoritarian or mechanistic orga-
nization where roles are strictly prescribed and
decisions are based on formal authority, moral
development may be arrested or its expression
in work situations may be repressed (Higgins &
Gordon, 19895).

In addition to influencing cognitive moral
development, situational variables moderate the
cognition/behavior relationship. It is expected
that most adults, because they operate at the
conventional level of cognitive moral develop-
ment (stages 3 and 4), are susceptible to the influ-
ence of these cultural and job context variables.



Organizational Culture and Ethical/Unethical
Behavior

Normative Structure. Culture also can provide
the collective norms that guide behavior. With
regard to moral content, a strong culture has a
normative structure. Collective norms about what
is and what is not appropriate behavior are
shared and are used to guide behavior. Organi-
zational members share values and the goals,
purposes, and beliefs of the organization are
clear (Higgins & Gordon, 1985). These help indi-
viduals judge both what is right and who is
responsible in a particular situation (Higgins,
Power, & Kohlberg, 1984).

Proposition Eleven.

11. In a culture that has a strong normative
structure, there will be more agreement
among organizational members about what
is appropriate (ethical) or inappropriate
(unethical) behavior.

In a weak culture, the values, goals, purposes,
and beliefs of the total organization are not clear.
Diverse subcultures, each with its own assump-
tions, are likely to exist. Therefore, the individ-
ual is more likely to rely on norms generated by
his or her relevant subculture or referent others
(Schein, 1984).

Proposition Twelve.

12. In a weak culture, organization members
are more likely to rely on subculture norms
for guidance regarding ethical/unethical
behavior.

Referent Others. It has been found that refer-
ent others significantly influence ethical decision
making in organizations. This finding is consis-
tent with social learning theory. In terms of ethi-
cal decision-making behavior, the presence of a
model can serve to elicit either ethical or unethi-
cal behavior (Rosenhan, Moore, & Underwood,
1976). -

Zey-Ferrell, Weaver, and Ferrell (1979), in a
survey of marketing practitioners, found that per-
ceptions of what peers did had the greatest influ-
ence on self-reported unethical behavior. This
influence was greater than the influence of one's
own beliefs or the beliefs of top management. In
a later study of two random samples of advertis-
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ers (ad agency account executives and corpo-
rate clients), Zey-Ferrell and Ferrell (1982) found
that intraorganizational referent others influ-
enced the ethical/unethical behavior of both
samples.

This research suggests that if organizations are
interested in influencing the ethical behavior of
their members, they should focus on identifying
appropriate referent others, perhaps through the
organization'’s choice of heroes and heroines. The
organization also could focus on changing the
attitudes and behaviors of the employee's refer-
ent other(s). Particularly in a weak organizational
culture, referent others are likely to be different
for different employees.

Proposition Thirteen.

13. Managers' ethical/unethical behavior will be
influenced significantly by the behavior of
referent others.

Obedience to Authority. Two specific ways
organizational culture can influence ethical/un-
ethical behavior are through the culture’s defini-
tion of authority relationships and through the
ascription of responsibility for the consequences
of actions. First, in organizations where legiti-
mate authority is an accepted tenet of the work
setting, most individuals are expected to carry
out the orders of those with legitimate authority,
even if those orders are contrary to the person's
determination of what is right. Compelling evi-
dence exists for the capacity of individuals to
inflict harm on others if asked to do so by an
authority figure. Generally cited are the Mil-
gram-type obedience studies where subjects
ostensibly are involved in a scientific experiment
concerned with the effects of punishment on
learning. They are asked to administer increas-
ingly severe electric shocks to learners. Despite
apparent harm to the subject and obvious dis-
comfort with their own behavior, a majority of
subjects obey the experimenter’s authority and
continue to shock the learner (Rosenhan, Moore,
& Underwood, 1976).

Proposition Fourteen.

14. Managers' ethical behavior will be influenced
significantly by the demands of authority
figures.



Responsibility for Consequences. Research by
Schwartz (1968) suggested that an awareness of
the consequences of one's actions on others, and
an ascription of responsibility to self are neces-
sary conditions for the activation of the indi-
vidual's moral norms and his/her influence on
behavior. He found correspondence between
norms and behavior was lowest where the indi-
vidual scored low on both ascription of responsi-
bility and awareness of consequences; it was
highest where the individual scored high on both
measures.

The organizational culture may serve to dif-
fuse responsibility for the consequences of action
by promoting external definitions of responsibil-
ity based on formal role definitions, hierarchy,
and authority jurisdictions (Maclagan, 1983). For
example, a middle manager might express con-
cern for public safety when asked to falsify data
in engineering reports. His or her superior could
contribute to the diffusion of responsibility by
claiming that higher authorities in the organiza-
tion were aware of the situation and would take
responsibility for the consequences.

This notion suggests that if organizations are
interested in encouraging moral action, they
should promote individual responsibility for ac-
tion consequences at every level of the organiza-
tion. Where this is not done, organizational con-
siderations may outweigh moral ones in the
individual's determination of appropriate behav-
ior (Turiel & Smetana, 1984).

Proposition Fifteen.

15. Correspondence between moral judgment
and action is significantly higher where the
organizational culture encourages the indi-
vidual manager to be aware of the conse-
quences of his or her actions and to take
responsibility for them.

Codes of Ethical Conduct. Another way orga-
nizations attempt to guide members’ ethical
behavior is by developing formal codes of ethi-
cal conduct. Research is inconclusive regarding
effectiveness of the formal codes in changing atti-
tudes or behavior. It suggests that codes of eth-
ics must be consistent with the organizational
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culture and must be enforced in order to be
effective.

In a 1979 survey of Fortune 1000 corporations,
three-fourths of the companies had codes; how-
ever, only one-half of the companies distributed
the codes beyond the level of officers and “key
employees” (White & Montgomery, 1980).
Weaver and Ferrell (1977) found that codes of
ethics were more likely to affect beliefs about
what is right, than behavior, and that enforce-
ment of corporate policy was necessary to
change ethical behavior. Hegarty and Sims
(1979), in a laboratory experiment, found that an
organizational ethics policy significantly reduced
unethical decisions. Cressey and Moore (1983)
analyzed the conduct codes of 119 corporations.
They concluded that codes did not relieve or-
ganizational pressure to be unethical.

Where they are effective in guiding behavior,
it is likely that codes of ethics are a reflection and
manifestation of the existing organizational cul-
ture. They are not only distributed, but enforced.
Ineffective organizational codes are more likely
to serve as “window dressing.” In these situa-
tions, the codes may not even be distributed and
are counteracted by other organizational pres-
sures toward unethical behavior, such as finan-
cial gain.

Proposition Sixteen.

16. Codes of ethics will affect ethical/unethical
behavior significantly only if they are consis-
tent with the organizational culture and are
enforced.

Immediate Job Context

In addition to the guidance provided by the
organizational culture, several more immediate
job context variables are proposed to moderate
the relationship between cognition and action.
These are reinforcement contingencies and other
job pressures.

Reinforcement Contingencies. Reinforcement
theory posits that individual behavior is a result
of its consequences. This approach suggests that
an organization can influence the ethical/un-
ethical behavior of its members through specific



rewards and punishments for ethical/unethical
behavior. In a laboratory computer simulation
of marketing decisions, Hegarty and Sims (1978)
evaluated ethical decision-making behavior
under different contingencies of reinforcement.
They found that extrinsic rewards of higher prof-
its for unethical behavior produced significantly
more unethical behavior for rewarded subjects.

In another laboratory study, Trevino, Sutton,
and Woodman (1985) involved student subjects
in an in-basket decision-making exercise. Em-
bedded in the exercise were an ethical decision
and reinforcement contingencies. Subjects whose
behavior was manipulated in an unethical direc-
tion by having either ethical behavior punished
or unethical behavior rewarded were significantly
more likely to make an unethical kickback de-
cision. Subjects whose behavior was pushed in
an ethical direction made significantly more ethi-
cal decisions. The most ethical behavior was
achieved under the condition where unethical
behavior was clearly punished.

The above research supports the argument that
reinforcement contingencies have an impact on
the behavior of most individuals. It also suggests
that organizations can influence the ethical de-
cision-making behavior of members by making
clear what behavior will be rewarded or pun-
ished.

Proposition Seventeen.

17. Managers’ ethical/unethical behavior will be
influenced significantly by reinforcement
contingencies.

Other External Pressures. Rest (1984) suggested
that personal costs and other pressures will have
an impact on individual moral behavior. For
example, where the personal costs of moral
behavior are high, subjects are more likely to
defensively reappraise the situation. In addition,
persons who are under great time pressure are
simply less likely to notice the needs of others.
These individuals are so engrossed in complet-
ing the assigned task that they pay little atten-
tion to the needs of others.

In addition to the business ethics survey re-
search, research by Staw and Szwajkowski (1975)
suggested that the external pressures of scarce
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resources or competition may promote unethical
behavior. Staw and Szwajkowski found that the
less munificent the environment, the more effort
the organization engaged in to obtain scarce
resources, and the greater the likelihood of ques-
tionable illegal activities. Although this research
was at the organizational level of analysis, it
suggested that individual managers made deci-
sions to engage in questionable activities in
response to situational pressures.

Proposition Eighteen.

18. Managers’ ethical behavior will be influenced
negatively by external pressures of time,
scarce resources, competition, or personal
costs.

Theory and research related to the situational

effects on ethical/unethical behavior offer strong
support for situational variables having a pro-
found effect on ethical/unethical behavior in most
people. The clear implication is that it is inappro-
priate for organizations to rely totally on individ-
ual integrity to guide behavior (Boling, 1978).
Work organizations provide the social context
within which behavior takes place. It is unlikely
that all adults can be moved to principled stages
of moral reasoning where consistency is expected
between ethical cognitions and actions. There-
fore, organizations must provide a context that
supports ethical behavior and discourages un-
ethical behavior.

Ethical Decision Making and Managerial
Performance/Organizational Effectiveness

In the model, a relationship between ethical
decision making and managerial performance
is not formally proposed. However, an intriguing
question for further study is whether managers'’
ethical decision making is linked to more gen-
eral measures of managerial performance. It is
likely that moral judgment development predicts
managerial performance in jobs where the man-
ager is required frequently to resolve complex
ethical problems. Further work is required to
identify those jobs. The proposed relationship is
supported by a recent study that found cognitive
moral judgment level to be a strong predictor of
clinical performance among pediatricians (Shee-
han, Husted, Candee, Cook, & Burgen, 1980).



Corporate accountability for the ethical behav-
ior of managers is receiving increasing attention
from the U.S. Congress; it has been suggested
that a potential relationship exists between the
ethical decision making of managers and organi-
zational effectiveness. As a result of the unethi-
cal or illegal decisions of one or more managers,
an organization could be faced with lawsuits that
possibly hold severe financial consequences
and/or could badly tarnish its public image.

Implications For Practice

It is suggested in the proposed model that ethi-
cal decision-making behavior can be better
explained and predicted by the interaction of
personal and situational variables. A number of
practical implications are embedded in the fore-
going discussion of the model. Potential interven-
tions available to organizations include comple-
mentary cognitive and behavioral approaches.
First, organizations could use assessment of
cognitive moral development when selecting
managers for positions in which ethical decision
making is an important part of the job. Second,
the organization could develop members’ criti-
cal moral awareness and understanding through
training programs based on cognitive moral
development or by providing opportunities for
role taking and the resolution of moral conflicts.
Of course, it can be argued that the continuing
moral development of organizational members
is a desired end in and of itself. Complementary
behavioral interventions include: reinforcement
of ethical behavior, provision of normative struc-
ture through organizational culture, encourage-
ment of managerial responsibility for the conse-
quences of actions, and so on. It is suggested by
the model that the cognitive and behavioral
approaches, in combination, will lead to more
ethical behavior than either one would alone.
However, principled individuals (stages 5 and 6)
are expected to be ethical despite situational
pressures toward unethical behavior. Most im-
portantly, the proposed model provides a basis
for understanding that most individuals search
outside themselves for guidance in ethical di-
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lemmas. Therefore, both educational institutions
and organizations have important roles to play
in providing opportunities for growth and an
environment conducive to ethical behavior.
Ethical decision making in organizations can
only become more important as the structure of
the economy and the labor force continue to
change. These changes involve movement away
from simple, routine jobs to work in service and
information industries. In these jobs, workers
exercise greater discretion and interact increas-
ingly with the environment, providing more
opportunities for ethical decision making to occur.

Conclusion

This paper suggests that an inductively driven
model can be used for understanding, investi-
gating, and predicting ethical decision making
in organizations. The model offers insight into
how managers think about ethical dilemmas and
provides a way to typologize real world decision-
making phenomena based on Kohlberg's empiri-
cally grounded cognitive moral development
model. It also posits a relationship between cog-
nition and action based on other individual and
situational variables. The proposed variables
and relationships have been specified in propo-
sitions to aid future research. These variables
and relationships are based upon and are con-
sistent with prior social science theory and re-
search. The strength of the relationships remains
to be tested. With regard to research methods,
the proposed model does not alter the fact that
the observation and measurement of managers’
ethics is difficult. However, with the adoption of
the moral judgment construct, future investiga-
tions can benefit from the measurement tools
available. These, combined with anonymous
self-report and laboratory simulation strategies,
should expand the scientific exploration of this
issue. It is hoped that the proposed model and
propositions add to the conceptual base needed
to develop a research agenda for the future inves-
tigation of ethical decision making in organiza-
tions.



References

Arlow, P., & Ulrich, T. A. (1985) Business ethics and business
school graduates: A longitudinal study. Akron Business
and Economic Review, 16, 13—17.

Baumhart, R. C. (1961) How ethical are businessmen?
Harvard Business Review, 39(4), 6—8.

Blasi, A. (1980) Bridging moral cognition and moral action: A
critical review of the literature. Psychological Bulletin, 88,
1-45.

Boling, T. E. (1978) The management ethics ‘crisis”: An organi-
zational perspective. Academy of Management Review,
3, 360—365.

Brenner, S. N., & Molander, E. A. (1977) Is the ethics of busi-
ness changing? Harvard Business Review, 55(1), 57-71.

Carroll, A. B. (1978) Linking business ethics to behavior in
organizations. SAM Advanced Management Journal, 43,
4-11.

Colby, A., Gibbs, ]., Kohlberg, L., Speicher-Dubin, B., &
Candee, D. (1980) The measurement of moral judgment
(Vol. I.). Cambridge, MA: Center for Moral Education,
Harvard University.

Colby, A., Kohlberg, L., Gibbs, ]. C., & Lieberman, M. (1983)
A longitudinal study of moral judgment. Monographs of
the Society for Research in Child Development, 48 (1-2),
1—-124.

Cressey, D. R., & Moore, C. A. (1983) Managerial values and
corporate codes of ethics. California Management Review,
25(4), 53—-77.

Crittenden, A. (1984, August 19) The age of ‘me-first’ man-
agement. The New York Times, Section 3, p. 1.

Deal, T. E., & Kennedy, A. A. (1983) Culture: a new look
through old lenses. The Journal of Applied Behavioral Sci-
ence, 19, 498-505.

Ferrell, O. C., & Weaver, K. M. (1978) Ethical beliefs of mar-
keting managers. Journal of Marketing, 42(3), 69—73.

Fritsche, D. ]., & Becker, H. (1984) Linking management
behavior to ethical philosophy—an empirical investigation.
Academy of Management Journal, 27, 166—175.

Gibbs, ]. C., & Widaman, K. F. (1982) Social intelligence:
Measuring the development of sociomoral reflection.
Englewood Cliffs, NJ: Prentice-Hall.

Goldman, S. A., & Arbuthnot, ]. (1979) Teaching medical
ethics: The cognitive-developmental approach. Journal of
Medical Ethics, 5, 171-181.

Grimm, P. F., Kohlberg, L., & White, S. H. (1968) Some rela-
tionships between conscience and attentional processes.

Journal of Personality and Social Psychology, 8(3), 239—
252.

616

Hegarty, W. H., & Sims, H. P., Jr. (1978) Some determinants
of unethical decision behavior: An experiment. Journal of
Applied Psychology, 63, 451 —457.

Hegarty, W. ]., & Sims, H. P., Jr. (1979) Organizational phil-
osophy, policies and objectives related to unethical deci-
sion behavior: A laboratory experiment. Journal of Applied
Psychology, 64, 331—338.

Hersh, R., Miller, ]. P., & Fielding, G. D. (1980) Models of
moral education: An appraisal. New York: Longman, Inc.

Higgins, A., & Gordon, F. (1985) Work climate and socio-
moral development in two worker-owned companies. In
M. Berkowitz & F. Oser (Eds.), Moral education: Theory
and application (pp. 241—268). Hillsdale, NJ: Erlbaum.

Higgins, A., Power, C., & Kohlberg, L. (1984) The relation-
ship of moral atmosphere to judgments of responsibility.
In W. M. Kurtines & J. L. Gertwitz (Eds.), Morality, moral
behavior, and moral development (pp. 74— 106). New York:
Wiley.

Hosmer, L. T. (1985) The other 388: Why a maijority of our
schools of business administration do not offer a course in
business ethics. Journal of Business Ethics, 4, 17-22.

Ingersoll, B., & Pound, E. T. (1984, November 9) SEC says
Southland was involved in questionable payoffs in the
70's. The Wall Street Journal, Section 2, p. 33.

Kohlberg, L. (1969) Stage and sequence: The cognitive-
developmental approach to socialization. In D. A. Goslin
(Ed.), Handbook of socialization theory and research (pp.
347-480). Chicago: Rand McNally.

Kohlberg, L., & Candee, D. (1984) The relationship of moral
judgment to moral action. In W. M. Kurtines & ]. L. Gerwitz
(Eds.), Morality, moral behavior and moral development
(pp. 52—73). New York: Wiley.

Kohlberg, L., & Kramer, R. (1969) Continuities and discon-
tinuities in childhood and adult moral development.
Human Development, 12, 93—120.

Kohlberg, L., & Turiel, E. (1973) Moralization, the cognitive
development approach. New York: Holt, Rinehart & Win-
ston.

Lincoln, D.]., Pressley, M. M., & Little, T. (1982) Ethical beliefs
and personal values of top level executives. Journal of
Business Research, 10, 475—-487.

Maclagan, P. W. (1983) The concept of responsibility: Some
implications for organizational behavior and development.
Journal of Management Studies, 20, 411-423.

Manning, F. V. (1981) Managerial dilemmas and executive
growth. Reston, VA: Reston.

Martin, T. R. (1981) Do courses in ethics improve the ethical
judgment of students? Business and Society, 20(2), 17-26.



Penn, W. Y., & Collier, B. D. (1985) Current research in moral
development as a decision support system. Journal of Busi-
ness Ethics, 4, 131-136.

Rest, ]. R. (1979) Revised manual for the defining issues test:
An objective test of moral judgment development. Minne-
apolis: Minnesota Moral Research Projects.

Rest, ]. R. (1984) The major components of morality. In W. M.
Kurtines & J. L. Gerwitz (Eds.), Morality, moral behavior,
and moral development (pp. 24—38), New York: Wiley.

Ricklees, R. (1983, October 31 —November 3) Ethics in Amer-
ica. The Wall Street Journal, p. 33.

Rosehan, D. L., Moore, B. S., & Underwood, B. (1976) The
social psychology of moral behavior. In T. Lickona (Ed.),
Moral development and behavior (pp. 241 —252). New York:
Holt, Rinehart & Winston.

Rotter, ]. B. (1966) Generalized expectancies for internal ver-
sus external control of reinforcement. Psychological mono-
graphs: General and applied. 80, 609.

Schein, E. H. (1984, Winter) Coming to a new awareness of
organizational culture. Sloan Management Review, 25,
3-16.

Schwartz, S. H. (1968) Words, deeds, and the perception of
consequences and responsibility in action situations.
Journal of Personality and Social Psychology, 10, 232—242.

Sheehan, T. ]., Husted, S. D. R., Candee, D., Cook, C. D., &
Bargen, M. (1980) Moral judgment as a predictor of clini-
cal performance. Education and the Health Professions, 3,
393-4083.

Smircich, L. (1983) Concepts of culture and organizational
analysis. Administrative Science Quarterly, 28, 339—358.

Snarey, J. R. (1985) Cross-cultural universality of social-moral
development: A critical review of Kohlbergian research.
Psychological Bulletin, 97, 202—232.

Staw, B. M., & Szwajkowski, E. W. (1975) The scarcity-muni-
ficence component of organizational environments and

the commission of illegal acts. Administrative Science
Quarterly, 20, 345—354.

Stratton, W. E., Flynn, W. R., & Johnson, G. A. (1981) Moral
development and decision-making: A study of student
ethics. Journal of Enterprise Management, 3, 35—41.

Trevino, L. K., Sutton, C. D., & Woodman, R. W. (1985,
August) Effects of reinforcement contingencies and cogni-
tive moral development on ethical decision-making be-
havior: An experiment. Paper presented at the annual
meeting of the Academy of Management, San Diego.

Turiel, E., & Smetana, ]. G. (1984) Social knowledge and
action: The coordination of domains. In W. M. Kurtines &
]. L. Gerwitz (Eds.), Morality, moral behavior, and moral
development (pp.261—280). New York: Wiley.

Weaver, K. M., & Ferrell, O. C. (1977) The impact of corpo-
rate policy on reported ethical beliefs and behavior of
marketing practitioners. American Marketing Association
Proceedings, No. 41, 477—481.

White, B. ]., & Montgomery, R. B. (1980) Corporate codes of
conduct. California Management Review, 23(3), 80—86.

Witkin, H. A., & Goodenough, D. R. (1977) Field dependence
and interpersonal behavior. Psychological Bulletin, 84,
661—689.

Zey-Ferrell, M., & Ferrell, O. C. (1982) Role set configuration
and opportunity as predictors of unethical behavior in
organizations. Human Relations, 35, 587 —604.

Zey-Ferrell, M., Weaver, K. M., & Ferrell, O. C. (1979) Pre-
dicting unethical behavior among marketing practitioners.
Human Relations, 32, 557—569.

Linda Klebe Trevino is a doctoral student in Organi-
zational Behavior in the Department of Management,
College of Business Administration, Texas A&M Uni-

versity.

617



Copyright of Academy of Management Review is the property of Academy of Management and its content may
not be copied or emailed to multiple sites or posted to a listserv without the copyright holder's express written
permission. However, users may print, download, or email articles for individual use.



