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Project Statement/Question
Hotels in recent years have experienced an increased rate of employee unethical behavior. The magnitude of unethical values and behaviors in terms of their detrimental effects has prompted the need to develop urgent and feasible solutions. As Dimitrios and Vucette (2018, p. 68) explain, the increasing complexity and importance of ethics in organizations have increased the need to adopt ethical behaviors and attitudes to achieve growth and sustainability. Additionally, Teng and Cheng (2021, p. 98) explain the minimal emphasis on ethical values and norms in industries, including the hotel industry, has led to increased ethical issues, reducing their progress. Moreover, being a labor-intensive industry, given its mobility and diversification of customers, the hotel industry is often susceptible to ethical issues and challenges (Schwepker Jr and Dimitriou, 2021, p. 209). Understanding the ethical behaviors, values, and norms of employees in the hotel industry is important in developing a viable working environment this promotes productivity, performance, and sustainability. Therefore, the research aims to explore and investigate the influence of ethical values in hotel placement, perceived organizational support in promoting ethical behavior, and personal employee ethical values. 
Aims and Objectives
The aims and objectives of the research will be:
1. Examining hotel employees’ ethical values and how they affect productivity and performance.
2. How ethical values affect hotel employee’s ethical behavior.
3. How ethics affect employee’s team value and task value 
4. Examining the impact of ethics on reward value and status value of employees
Rationale (Reasons)
According to Schwartz (2016, p. 766), unethical behavior is not gratuitously intrigued as the ethical decision-making theory perceives ethical behavior as a subsequent result of the psychological processes and ethical decision-making made by individuals in different situations. In this sense, unethical organizational behavior can be influenced by situations that emphasize specific situations, individual characteristics, and events (Bell and Showers, 2020, p. 110). Organizational support is, therefore, fundamental as it provides necessary motivation through incentives that influence positive ethical behavior from employees. The social exchange theory plays a fundamental role in social interaction as the theory perceives social behavior and reciprocity as factors that affect the social behavior exchange process (Akarsu et al., 2020, p. 102).  
As Bell and Showes (2020, p. 111) explain, employees in any organization often perceive rewards and available resources as an incentive to increase productivity and performance. From the social exchange theory, employee behavior and attitudes are influenced by the exchange and interactions between the organization's management and employees. In this sense, when organizations emphasize the need to practice ethical behavior in the workplace, unethical behavior becomes suppressed and eliminated (Lin et al., 2016, p. 781). When employees receive the necessary support to create a conducive working environment and ensure adequate availability of resources, they can reduce unethical behavior. Employees become motivated and satisfied with their work environment due to a positive ethical climate. 
Sample literature review
Unethical behavior in the hotel industry has recently become prominent and has often become a huge challenge limiting the hotel industry from achieving success and sustainability. According to Hyatt Bhatt et al. (2020. P. 833), unethical employee behavior in the hotel industry includes neglect, theft, concealment, and employees engaging in self-interest behavior affecting organizational sustainability and performance. The detrimental effects of unethical employee behavior in the hotel industry have prompted extensive theoretical research on factors influencing behaviors and antecedents such as organizational support, leadership, and individual employee characteristics (Helle et al., 2018, p. 115). 
Corporate ethical value (CEV) is essential in promoting ethical behavior in organizations as it determines ethical judgment and subsequently improves employee performance. According to Lee (2020, p. 25), ethical behavior in the hotel industry is critical in promoting organizational development and sustainability hence the need to emphasize its practice in organizations. Knani's (2014, p. 1) research shows that firms with a positive ethical climate promote ethical decisions, promoting increased performance and productivity. However, moral leadership in organizations is mandatory for the ethical climate to be achieved as it limits employees from unethical values and norms (Wang et al., 2019, p. 451).
The success of the hotel industry is based on ethical work values such as reward value, task value, status value, and team values which are motivators and incentives that firms utilize to achieve a conducive working environment and job satisfaction and significantly reduce unethical behavior (Ashforth et al., 2016, p. 32). However, according to research conducted by Bai et al. (2016, p. 1876), employee individual unethical behavior is influenced by individual values. Additionally, employees in the hotel industry prefer working in firms with ethical practices and values in terms of rewards, tasks, status, and teams as they align with their ethical values (Brown and Treviño, 2014, p. 591). In this sense, ethical hospitality values influence team, reward, and status values. 
The social exchange theory perceives the existence of an exchange relationship between organizational management and its employees. Employees join firms with their wishes, desires, and demands to achieve and meet organizational goals and objectives (Carlson et al., 2019, p. 218). In this sense, the organizational environment, in terms of its ethical values, influences employees' values affecting performance and productivity levels. The study by Helle et al. (2018, p. 116) argues employees who are often motivated, satisfied, and have a higher sense of belonging are less likely to engage in unethical behaviors as the organization has effectively met their demands and desires (Wang et al. 2021, p. 461). In this sense, employees' positive task value, team value, and reward value promote ethical values and behavior (Bai et al. 2019, p. 1899). 
Team value analyzes how employees can interact with each other in the workplace by upholding essential ethical values such as honesty, cooperation, trust, and respect. Research conducted by Teng and Cheng (2020, p. 108) indicates that unethical behavior among employees can be significantly reduced by increasing job autonomy, as this promotes employee job satisfaction and motivation. As Bell and Showers (2021, p. 110) argue, the ethical environment directly influences employee behavior, especially in practicing ethical values, especially in achieving teamwork. Additionally, given the demands and nature of the hotel industry, a conducive working environment for employees is essential, especially in dealing with the pressure of meeting organizational goals and objectives (Wang et al. 2020, p. 451). Moreover, reward value emphasizes the element of satisfying employees' material needs. In this sense, as () argues, organizations can only achieve employee satisfaction by using appropriate rewards. 
The element of status value involves assessing employee satisfaction by providing fair and equal opportunities in the organization. As Knani (2014, p. 1) explains, promotions and providing opportunities in the hotel industry are only sometimes considered fair. Therefore, firms that advocate for procedural fairness will likely achieve organizational sustainability. However, it is important to note that individuals who prioritize organizational opportunities are likely to engage in unethical behavior. However, this can be significantly reduced through organizational endeavors to uphold ethical values, as status value influences the interaction and relationship between employee ethical behavior and the organization's values.
Project Methodology
The research will use quantitative and qualitative methods to gather relevant information and draw viable conclusions. Qualitative analysis will be conducted on previously published work related to the topic to give a deeper understanding. The literature review will be based on exclusion and inclusion criteria to ensure relevant articles are utilized in the research. For example, as part of the inclusion criteria, only articles published in the ten years will be used in the research. Additionally, only articles published in English will be used as using a translator will incur additional costs for the research. Commentaries, abstracts, and duplicates will not be used in the research. 
 	Questionnaires and reviewing previously conducted research will be used. To maintain the quality of the data collected from the questionnaire, participants will be informed of the purpose of the research and allow the participant to give their informed consent to participate. The research participants will be protected as their identities will be kept anonymous to boost their confidence and trust in the research. According to Nduna et al. (2022, p. 555), research involving human participants must have appropriate provisions to maintain data confidentiality. Upholding and maintaining participant confidentiality involves safeguarding information disclosed and putting the participant at risk of harm. 
The questionnaires will be distributed, shared, and collected from participants between May and June 2023. The research sample population shall include hotel employees and leaders in a hotel in Brighton, including Square Townhouse, Hotel Una, AND Red Brighton Blue. To achieve the outlined goals and objectives of the research, the questionnaire will have direct and easy questions for the participants. The questionnaires will be measured using the seven-point Likert scale commonly used in research. Additionally, to measure the ethical value of the selected sample population, the research will utilize the scale of corporate ethical value. According to Hunt et al. (1989, p. 73), the corporate ethical value scale is used to measure the level of ethical behaviors and values of employees. 
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