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state that males tend toward moral judgments based on the concept of “Justice” and women base their
judgements on “Care.” A third school believes that neither such cognitive elements as justice and care
are as important as emotion, especially empathy, in moral action.

g ome researchers believe that males and females develop moral reasoning in the same manner. Others

Kohlberg (1958, 1981) maintained that moral reasoning in males and females can be described by a single
model of development. His advanced stages in moral reasoning are characterized by a set of abstract moral
principles based on justice, equity, and equality. He addressed the gender controversy by attributing differences in
the use of the care and justice orientations to the nature of the problem instead of the sex of the participant.

Johnston (1979, 1982, 1988) reported that boys and girls were notably different in terms of their tendency
to use a care or justice perspective in solving moral dilemmas. Johnston asked both boys and girls to select the
“best” solution to the problem in several fables. Girls tended to select a care solution, whereas boys generally
indicated a justice orientation in their moral reasoning. Gilligan (1979, 1982) suggested that gender differences exist
in the ways that men and women approach and solve ethical problems.

Daniels, D'Andrea, and Hick (1995) conducted a study on Hawaiian youths. The purpose of the study was
to investigate possible difference in the moral development of male and female youths. Participants in this study
were 80 children and adolescents of Hawaiian ancestry. The method used to study moral development was the use of
fables. Daniels, D'Andrea, and Hick concluded that gender differences in moral reasoning abilities did not exist
between male and female Hawaiian participants in their study. They also found that the care perspective dominated
the responses offered by both male and female students. What was also noted in the study was that the male
participants predominantly responded from a care perspective in all but one of their spontaneous and best solutions.

Gilligan (1982) has argued that males and females in our society have different orientations to moral
conflict. She holds that males typically take a justice orientation towards conflicts. Males emphasize the importance
of rights, justice, and obligations in their process towards resolving conflicts. Females, according to Gilligan, have a
care orientation which emphasizes the importance of human relations and the welfare and well being of all parties
involved. Gilligan stresses that while males and females are capable of considering both perspectives, one
perspective or orientation usually predominates.

Gilligan and Attanucci (1988) conducted a study entitled, Two Moral Orientations: Gender Differences
and Similarities, which studied real-life dilemmas from 46 men and 34 women who were primarily adolescents and
young adults. The study found that concerns about both justice and care are represented in people's thinking about
real-life moral dilemmas. However, people tend to focus on one set of concerns and will minimally represent the
other.

The study also found an association between moral orientation and gender with men and women using both
orientations. Care-focus dilemmas are most likely to be presented by women and justice-focus dilemmas by men.

Skoe (1994) investigated Ethic of Care, Justice, Identity and Gender. The participants in Skoe's study, 76
female and 58 male volunteers, were recruited from several high school and university classrooms, including
Harvard University, Boston, University, Northeastern University, University of Massachusetts, and high school
students from the Boston area. The findings of the study indicated that both the care and justice aspects of moral
development are related to identity for both men and women. Women had a stronger relationship between identity
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and care than that between identity and justice. The study also found no significant gender effect. Based on an
analysis of the research, this study speculates that women manifest higher ethical orientation than men.

Giligan's 1982 charges of sex-bias in Kohlbergian moral judgment assessment has drawn attention to the
gender variable. Rest's (1979) book, Development in Judging Moral Issues, reviewed 22 studies assessing sex
differences, and found that only two studies had reported a significant difference in P score between males and
females who used the DIT in their research (Chapter 5). Only about 6% of the variance is accounted for by the sex
variable in those two studies. Thoma and Rest's (1986) book, Moral Development: Advances in Research and
Theory, provides a more encompassing review and meta analysis in Chapter 4, which indicates that sex accounts for
about one half of a percent of the variance in DIT scores. Their analysis shows that education accounts for about 250
times more variance. The analysis also shows that in DIT research sex differences are rarely significant in junior
highs, senior highs, college and graduate students, or adults. Therefore it is not the case that at one age, one gender
has an advantage while at another age the other sex has an advantage. Rest recommends in this chapter that
whenever sex differences occur, it would probably be a wise idea to check for the influences of other variables, such
as 1Q, education, or socioeconomic status (SES).

Gender is not a powerful variable for Rest. He attributes the attention given to the sex variables in moral
judgment research to current concern in society in general about sex discrimination. Rest believes the charge of sex
bias in moral judgment assessment is based on not very cogent arguments and on ambiguous evidence. This issue is
discussed in detail in Rest's 1979 book, Chapter 5, and in his 1986 book, Chapter 4.

The researcher addressed the weaknesses and strengths of both views, keeping in mind that any instrument
is potentially biased to some extent. The DIT, however, appears to be the best instrument available to measure
moral reasoning. This study hypothesized that there would be no significant relationship between gender and the
moral reasoning of individual managers.

The researcher in this study was not able to find any studies or information on the moral reasoning of
managers in various industries. However, numerous studies have been conducted on various professional fields such
as accounting, nursing, teaching and medicine.

Armstrong (1984, 1987) explored accountants' ethical reasoning and moral development. The results of
Armstrong's research showed that CPAs and accounting students tended to be at lower levels of ethical reasoning
than comparable groups of college-educated adults or college-age students.

Lampe and Finn (1992) studied accounting and CPAs in public firms but excluded partners. They
compared subjects' DIT results to responses on a questionnaire containing seven short ethical scenarios. The results
of Lampe and Finn's research found that both accounting students and practitioners tend to have lower DIT P scores
than college-aged students, college-educated adults, and other professional groups such as law and medicine.

Studying the development of moral reasoning in nurses are Crisham, 1981a; Felton & Parsons, 1987; Gaul,
1987; Ketefian, 1981, 1989; Ketefian and Ormond, 1988; Mayberry, 1986. The moral reasoning of nurses was
measured by the Defining Issues Test (DIT), or the Nursing Dilemma Test (NDT), developed by Crisham (1981b),
which parallels the DIT. Crisham's research suggests that moral reasoning of nurses tends to increase with more
formal education. The research showed that nurses' scores are usually equal to or sometimes higher than scores of
other groups with similar academic credentials.

In the area of education, Diessner (1991) reviewed 30 studies and concluded that most teachers reasoned
only at the conventional level. He used Kohlberg's interview format to measure the moral reasoning of teachers.
Diessner found that most preservice and inservice teachers could recognize but were unable to produce
postconventional thinking. The research also indicated that moral thinking is subject to change depending upon
school leaders or the atmosphere of the schools in which the teachers serve.
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Husted (1978) studied the moral reasoning of 488 medical students by utilizing the DIT test. The research
found that medical students showed a preference for reasoning at stages 5 and 6.

Since the moral reasoning of individuals in various professions varies, this study found it appropriate to
investigate the moral reasoning of individual managers in selective industries.

Kohlberg's theory of moral development provided the theoretical rationale for the research study, and
James Rest's Defining Issues Test (DIT) was used to determine managers' moral development level. The ethical
work climate theory of Victor and Cullen helped to determine the impact that corporate culture has on individual
managers' moral reasoning in selected industries. Victor and Cullen concluded that the perceived ethical climate has
an influence on the types of ethical conflicts considered and the process by which such conflicts are resolved
(McKenna, 1993, p. 32).

Victor and Cullen's theory was used to determine the degree to which there was a relationship between self-
reported corporate climate influences and the moral reasoning of top, middle and first-line management; and to what
degree does the corporate climate relate to a manager's locus of control with respect to moral reasoning. Rotter's |-E
scale was used to determine the relationship between a manager's locus of control to his/her moral reasoning. The
selected demographic and institutional variables (age, work tenure, education, gender, management level and
industry category) provided the useful information to investigate the moral reasoning of individual managers.

The study investigated three independent variables: reported perceived organizational ethical climate, locus
of control and selected demographic and institutional variables. The moral reasoning of individual managers in
these selected industries was measured by the short form of Rest's DIT, the dependent variable in this study.

The research method utilized in this study was a mail survey and analysis. A mail survey serves several
purposes. First, a mail survey enables the study of a large sample, and in turn, increases the generalizability of the
study. Second, as Dillman (1978) asserts, individuals tend to respond more honestly to surveys than to either
telephone or personal interviews. Third, mail surveys can provide anonymity to survey respondents, which Babbie
states, might increase the likelihood and honesty of responses (Babbie, 1990, p. 342). Fourth, the mail survey
format tends to eliminate interviewer bias. Finally, survey research may be used to determine perceptions of persons
(Borg and Gall, 1979, p. 27). Perceptions and opinions are vital to this study. Mail surveys do have disadvantages,
however. They tend to have a low response rate, and they provide no assistance to respondents. They ask only
standardized questions to all participants, and require valuable time to complete. By necessity, surveys must be of
limited length. Despite the disadvantages of mail surveys, for this study, the advantages outweigh the disadvantages

A random sample of 400 managerial and executive level employees at a variety of organizations throughout
the United States served as subjects for the study. This sample size was appropriate based on the number of
independent variables being examined along with the dependent variable in this study (Cohen, 1988). Dun &
Bradstreet (D&B), a well-respected provider of financial information and business services with a database of ten
million different-sized companies, drew the random sample for this study. D&B provided this researcher with a
proportional stratified random sample of 400 managerial and executive level employees at a variety of organizations
throughout the United States. The job titles included in this search were those at the managerial and executive
levels. A proportional stratified random sample of Fortune 500 firms was supplied by D&B to insure that the
surveyed managers work for organizations that have defined top, middle, and first-line management levels.
Excluded from this study were organizations with Standard Industrial Classification (SIC) codes that related to
agriculture, forestry, fishing, mining, construction, and government. Organizations with such codes tend to have
managerial structures which deviate from the traditional top, middle, and first-line structures.

The basic formula for calculating sample size in probability sampling assumes, at the extreme, an infinite
population. A sample of 384 is sufficient to represent an infinite population (Cohen, 1988 and Wunsch, 1986).
Based on the number of variables in this study and assuming that the researcher is drawing a sample from a very
large population, a sample of 400 was an appropriate sample size for this study. The target alpha level of
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significance was set at .05 as this level is a tolerable significance criterion in social science and educational research
(Kerlinger, 1973). The unit of analysis was the individual respondent.

Each participant in the survey received a packet containing the short form of James Rest's Defining Issues
Test (DIT), Rotter's I-E Scale, a Demographic and Institutional Questionnaire, Victor and Cullen's Five Ethical
Climate Types Defined, a response postcard, and a return self-addressed, stamped envelope. Dillman's Total Design
Method (TDM) recommendations were followed. The study utilized the short form of James Rest's Defining Issues
Test (Rest, 1986), the responses to which determine the reasoning and the level of an individual's moral
development. Through a series of responses related to scenarios of ethical dilemmas, this instrument measures the
moral reasoning development of an individual predicated on Kohlberg's stages theory (Rest, 1986). Victor and
Cullen's ethical climate types questionnaire was used to identify managers' perceptions of their organizations'
climate, and Rotter's I-E Scale was used to assess the locus of control of individual subjects. The demographic
questions inquired about management level, age, education, work tenure, and gender. D&B provided the
respondent’s institutional information, which was confirmed by each respondent ( see Figurel).

The TDM entailed utilizing an advance notice letter, followed by a mailing which included a cover letter,
the research instrument, and anonymous response card, and then two follow-up mailings. A total of 400
questionnaires were mailed. Of the 224 received questionnaires, 10 were discarded because of errors or
inconsistencies, resulting in 214 useable questionnaires, for a response rate of 58% and a usable response rate of
55%.

HYPOTHESES TESTS

Hypothesis 1

H1 There will be no significant relationship between gender and the moral reasoning of individual managers.
Table 37
Independent Sample Test t-test for Equality of Mean P Scores and Gender
(N =214)
Variables t p value
“P” Scores and Gender 1.363 174

This hypothesis was tested by using a two tailed t-test. The means of two separate groups (male and
female) were compared for statistically significant differences. The mean for this study’s dependent variable (P-
score results presented in Table 37), did not indicate statistical significance, t = 1.363 and p value .174. This study
is in accordance with Kohlberg’s model which maintains that moral reasoning in males and females can be
described by a single model of development.

While the mean “P” scores for females were higher than the mean “P” scores for males, no statistically
significant correlations were found between gender and “P” scores. This finding is consistent with research
conducted by Rest (1979) (1988), Derry (1989) and Harris (1990) and Pennino (2001).  Rest found minimal
differences between the moral reasoning scores of men and women. However, when differences did exist, females
scored higher. Rest found that differences due to gender were not powerful when correlated with “P” scores.
(Harris also found no differences between genders). Harris states, that with the exception of the self-interest
construct, females, as a group, are not different from males in their degree of tolerance/intolerance to fraud,
coercion, influence dealing, and deceit (1990, p. 744). Derry also found no moral reasoning differences between
males and females. Derry’s theory is that if general difference exist between men and women, they do not carry
over into strong organizational cultures where both women and men are trained to think and judge as corporate
members (Derry, 1989, p. 859). Pennino (2001) also did not find any difference between the moral reasoning of
men and women.
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Gilligan (1979, 1982) suggested that gender differences exist in the ways that men and women approach
and solve ethical problems. She has argued that males typically take a justice orientation towards conflicts,
emphasizing the importance of rights, justice, and obligations in the resolution of conflicts. Females, according to
Gilligan, have a caring orientation, which emphasizes the importance of human relations and the welfare and well
being of all parties involved. Gilligan also stresses that both males and females are capable of considering both
perspectives, but one perspective or orientation predominates. Gilligan’s position was not supported in this study. It
should also be noted that there were only 39 women in this cell. Therefore, the statistical power of this test is
relatively low. This finding is consistent with research conducted by Rest(1979) (1988), Derry (1989) Harris (1990)
and Pennino (2001). The results support hypothesis 1.

Hypothesis 2

H2 There will be no significant relationship between industry types (SIC Codes) and the moral reasoning of
individual managers.

Table 39
Analysis of Variance of P Scores Between Industry Types
(N =214)
Variables F p value
“P” Scores and Industry Types 1.553 .188

This hypothesis was tested by using analysis of variance (ANOVA). Industry types (SIC codes) versus
Kohlberg’s six stages of moral development (is measured by James Rest’s DIT) was tested for significance. The
mean for this study’s dependent variable, P-score (results presented in Table 39), did not have a statistical
significance, F = 1.553 and P value = .188. Armstrong (1984, 1987), Lampe and Finn (1992), Crisham (1981),
Diessner’s (1991), and Husted (1978) found that some of the service professions are prone to different levels of
moral reasoning. The findings of this study might suggest that there is something inherent in the industry’s process
that causes individual thought mechanisms to develop or not to develop to higher modes of moral development. The
results support hypothesis 2.

Hypothesis 3

H3 There will be no significant relationship between manager’s locus of control and selected demographics
(age, work tenure, management levels, gender, education and industry types).

This hypothesis was tested by using Pearson Correlation Coefficient (r), analysis of variance (ANOVA)
and two tailed t-test.

Table 44
Independent Sample t-test for Equality of Means: Locus of Control and Gender
(N =214)
Variable t p value
Locus of Control Gender 1.336 723

3d. Locus of control versus gender was tested by a two tailed t-test. Locus of control and gender were not statistically
significant in this study, t = 1.336 and p value =.723, as indicated in Table 44.

According to Rotter’s theory, males are more internal (locus of control) than females. This study found
that males were slightly more internal than females, but the results were not statistically significant.
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As indicated in the descriptive statistics, 175 male respondents exhibited lower mean I-E scores than 39
female respondents. The mean I-E scores were 6.7 and 7.6 respectively. Males were slightly more internal than
females in this study. The findings of this study support hypothesis 3d.

Table46
Analysis of Variance of Locus of Control and Industry Types
(N =214)
Variable F p value
Locus of Control and Industry Type .821 513

3f.  Locus of control versus industry types was tested by analysis of variance (ANOVA). Locus of control and industry types
were not statistically significant in this study, F =.821 and p value = .513. See Table 46.

Based on the descriptive statistics that some industries are prone to lower or higher I-E scores, one would
speculate that there is something inherent in the industry’s process that causes individual thought mechanisms to
mature (have an internal locus of control) or not to evolve (external locus of control); however, this study did not
find a significant relationship between locus of control and industry types.

As indicated in the descriptive statistics, respondents from the transportation, communication, and utilities
industry exhibited the lowest mean I-E score of 6.2, and respondents from the finance, insurance, and real estate
industry exhibited the highest mean I-E score of 7.5. The findings of this study support hypothesis 3f.

Hypothesis 4
H4 There will be no significant relationship between selected demographics (age, work tenure, education,
gender, management levels and industry types) and perceived organizational ethical climate types (Caring,

Law and Code, Rule, Instrumental, and Independent).

This hypothesis was tested by using analysis of variance (ANOVA). The multiple means were compared

Table 51
Chi-Square Test and Cramer’s V for Gender and Ethical Climate Types
(N =214)
Variables Chi-Square Value df p value Cramer’s V
Gender and Ethical Climate 2.897 4 575 116

4d. Gender versus perceived ethical climate types was not statistically significant in this study; the Chi-Square value was 2.897
and p value .575. See Table 51.

This finding supports the theory of Rest (1979) (1988), Derry (1989), Harris (1990) and Pennino (2001)
that no differences exist in the moral reasoning of males and females in a corporate setting.

As indicated in the descriptive statistics, the majority of both male and female respondents perceived their
organizational ethical work climate type to be Rule. The findings of this study support hypothesis 4d.
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Table 54
Chi-Square Test and Cramer’s V for Industry Types and Ethical Climate Types
(N =214)
Variable Chi-Square Value df p value Cramer’s V
Industry Types and Ethical Climate Types 19.289 16 .254 .150

4f. Industry types versus perceived ethical climate types was not statistically significant in this study; the Chi-Square value
was 19.289 and p value = .254. See Table 54.

Certain industries may be prone to certain perceived ethical climate types due to the nature of the business or
industry. However, this study did not find a significant relationship between industry and perceived ethical climate
types. The findings of this study support hypothesis 4f.

Hypothesis 5

H5 There will be no significant relationship between an individual’s locus of control, selected demographics
and perceived organizational ethical climate to the moral reasoning of individual managers.

Table 55
Analysis of Variance of Locus of Control, Selected Demographics
and Ethical Climate Types to Moral Reasoning
(N =214)

Variables R square F p value

Locus of Control, Selected Demographics and Ethical Climate Types .082 1.525 17

This hypothesis was tested by first sorting the information by industry type and then by performing
regression analysis on the data. The DIT test P score, which is the dependent variable, was a function of locus of
control, age, work tenure, top management, middle management, lower management, education, gender, and the five
perceived ethical climate types (Caring, Law and Code, Rule, Instrumental and Independence). Table 55 shows how
the distribution varies as a function of all the variables, and the degree to which each variable impacts the result. As
indicated in Table 55, the variables resulted in an R square of .082, F = 1.525 and p value of .117.

As can be seen from Table 56, the strongest contributing factor to the variance in P scores was industry
types (Beta = -1.827, p < .05). The second strongest contributing factor was gender (Beta = -5.735, p < .05). The
variables industry and gender explain 4.6% of the variations in the dependent variable P score.

A reported R square of .023 for industry types, F = 4.995 and p value .026. A reported R square for

industry types and gender of .046, F = 5.057 and p value .007. These independent variables found a weak statistical
significance. See Table 56
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Table 56
Multiple Regression Analysis Results — Coefficients
(N =214)
R square F ratio p value

Industry Types .023 4.995 .026
Industry Type and Gender .046 5.057 .007
Variables Beta p value
I-E Scale -7.450E-02 .789
Gender -5.735 .044*
Age - 146 271
Education 376 736
Management Levels 1.098 468
Work Tenure - 8.816E-03 .612
Industry -1.827 .016*
Caring 1.408 .928
Law and Code -5.610 .706
Rules -1.301 931
Instrumental - 6.342 .694
Independent -1.046 .946

*p<.05

CONCLUSIONS AND IMPLICATIONS

The following section outlines the major conclusions and implications
drawn from the findings of this study. This section will first outline the conclusions and implications drawn from
the statistically significant relationships and then the relationships with no statistical significance.

Finding One

A statistically significant relationship was found between age and organizational ethical climate types
(Caring, Law and Code, Rule, Instrumental, and Independence).

The majority of the respondents, 134 or 62.6%, who perceived their organizational ethical work climate
type as Rule, reported a mean age of 47. The 16 respondents or 7.5% who perceived their organizational ethical
climate type to be Caring and the 38 respondents or 17.8% who perceived their organizational ethical climate type to
be Law and Code reported a mean age of 44. The six respondents or 2.8% who perceived their organizational
ethical climate type to be Instrumental reported a mean age of 52, while the 20 respondents or 9.3% who perceived
their organizational ethical climate type to be Independent reported a mean age of 51.

McKenna’s (1993) research investigated fraudulent financial reporting by certified and noncertified
management accountants in organizations with perceived different ethical work climates. He used the ethical
climate construct of Victor and Cullen for his theoretical framework. The results of McKenna’s study found that the
first most identified organization was Law and Code, or 57% of returns out of a total of 185 responses. A Rule
climate was the second most frequently identified organizational climate type, representing 19% or 35 out of a total
of 185 returns. Eight percent, or 15 of 185 returns, reflected a Caring type of organizational climate, and 4%, or 8 of
185 returns, reflected an Instrumental type of organizational climate. Slightly different from McKenna’s study, this
study found that the first most identified ethical organizational climate type was Rule, or 62.6% of returns, or 134 of
214 responses. Law and Code was the second most frequently identified organizational climate type, at 17.8% or 38
of 214 returns and an Independence type of organizational climate was reported on 9.3% of returns or 20 of 214
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responses. A Caring type of organizational climate was reported on 7.5% of returns, or 16 of 214 returns, and 2.8%
or 6 of 214 returns reflected an Instrumental type of ethical organizational climate.

The researcher in this study found a statistical significance between age and perceived organizational
ethical climate type. Age versus ethical climate types had a statistical significance in this study, F=1.981, and p
value .002. Slightly different from McKenna’s study, this study reports that the first most identified ethical
organizational climate type was Rule, followed by Law and Code, Independence, Caring, and Instrumental. What
the results show is that the younger mean ages 44 (Caring), 45 (Law and Code), and 47 (Rule) are associated with
the more ethical organizational climate types. McKenna’s study found that the first most identified organization was
Law and Code, followed by Rule, Independence, Caring, and Instrumental respectively.

Since the older managers and executive level employees have more work experience than the younger
employees, they may have suffered more disappointments in their work career which may have affected their
perception of their organizational ethical work climate. Managers and executive level employees of any age,
especially older managers, could possibly benefit from training interventions geared to refocus their thought
processes in a more ethically attuned direction.

The implication of this finding, regarding business education, reinforces the concept that business ethics
should continue to be strongly emphasized in business curricula. All business subjects, including accounting,
management and marketing, should challenge students with ethical dilemmas and moral reasoning issues. This will
help emphasize that ethical soundness is of vital importance in corporate America.

Finding Two

A statistically significant relationship was found between management levels and organizational ethical
climate; the F ration was 4.773 and p value .009. This study found that both the majority of the executive
respondents, 85, and the majority of first-line management respondents, 14, perceived their organizational climate to
be Rule. Thirty-five middle managers, not a majority, reported a perceived organizational ethical work climate type
of Rule. Three first-line managers, six middle managers, and seven executive managers reported a perceived
organizational ethical work climate type of Caring. Thirteen first-line managers, eight middle managers, and 17
executive managers reported a perceived organizational ethical work climate type of Law and Code. Two first-line
managers and, two middle managers reported a perceived organizational ethical work climate type of Instrumental.
One first-line manager, two middle managers, and 17 executive managers reported a perceived organizational
ethical work climate type of Independent.

Lewin and Stephens (1994) state that post-conventional individuals are particularly likely to become
leaders (Kohlberg et al., 1983), and, as leaders, have a special opportunity for organizational impact. Post-
conventional or principled individuals believe that principles outweigh specific rules and interests, and view
principles as universal, generalizable, and compelling. Principled individuals are very much concerned with right
and wrong and with the dignity of the individual. Therefore, principled CEOs, leaders at the highest levels, will
establish a climate of ethicality throughout their organizations and develop policies and processes that embody
principles of respect for the individual. They will attempt to prevent wrongs committed in the name of the
organization and not merely crimes of the organization (Lewin and Stephens, 1994, p. 198).

What should be noted is that the majority of the respondents were part of top management. A large
majority of the respondents perceive their organization to be part of one of the more ethical climate types. D’Aquila
(1997), as did Lewin and Stephens (1994), believes that top management sets the tone of the organization. This
suggests that most top managers believe that their companies are striving to operate in an ethical manner.

This study supports D’Aquila (1997) and Lewin and Stephen’s (1994) position that top management
establishes the ethical tone of an organization. But ethical awareness needs to be reinforced by engaging top
management in social and ethical audits of the company and by scheduling periodic seminars, which serve to
maintain ethical thought processes.
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Business educators should stress that successful corporate leaders establish a climate of ethicality in their
organizations by developing policies and processes that embody principles of respect for all individuals. Students
can experience this through role playing and other interactions and assignments.

Finding Three

A statistically significant relationship was found between the selected demographics (industry types and
gender) and the moral reasoning ability of individual managers.

The regression analysis showed the strongest contributing factor to the variance in P scores was industry
types (Beta = -1.827, p<.05). The second strongest contributing factor was gender (Beta = -5.735, p<.05). The
variables industry and gender explains only 4.6% of the variations in the dependent variable P score.

A reported R square of .023 for industry types, F=4.995 and p value .026. A reported R square for industry
types and gender of .046, F=5.057 and p value .007. The independent variables found a weak statistical
significance. The variables industry and gender explains only 4.6% of the variations in the dependent variable P
score.

No statistically significant relationship was found between an individual’s locus of control, age, work
tenure, management levels, education and the five ethical climate types to the moral reasoning ability of individual
managers.

The implication of this finding is that managers or executive level employees should keep in mind that
gender and the industry experience of a new employee might have an impact on his/her moral reasoning. However,
age, work tenure, management levels, education, and the five ethical climate types may have no impact on his/her
moral reasoning.

Finding Four

Female respondents reported a higher mean “P” score than male respondents; however, this study did not
find a statistically significant relationship between male and female “P” scores. This finding is consistent with
research conducted by Rest (1979) (1988), Derry (1989), and Harris (1990). Rest found minimal differences
between the moral reasoning scores of men and women.

However, when differences did exist, females scored higher. Derry also found no moral reasoning differences
between males and females. Derry’s theory states that a general difference exists between men and women, it does
not carry over into strong organizational cultures where both women and men are trained to think and judge as
corporate members (Derry, 1989, p. 859). Harris states that women differ only in the self-interest construct.
Females, as a group, are not different from males in their degree of tolerance/intolerance to fraud, coercion influence
dealing and deceit (1990, p. 744).

Gilligan (1982), on the other hand, believes that males typically take a justice orientation toward conflicts,
emphasizing the importance of rights, justice, and obligations in the resolution of conflicts. Females, according to
Gilligan, have a care orientation which emphasizes the importance of human relations and the welfare and well
being of all parties involved. She also stresses that both males and females are capable of considering both
perspectives; however, one perspective or orientation predominates. This study did not support Gilligan’s position.

The implication is that there are two orientations to the approach of moral development. Neither
orientation is superior to the other. What might be of importance is whether an ethical dilemma or decision would
require an individual to have more of a justice or caring orientation in order to solve that particular problem more
ethically. Managers may need to use a justice orientation, as there are so many stakeholders that are involved or
impacted when such decisions are made. The priorities and concerns of the group as a whole often take precedence
over individual priorities in corporate organizations.

48



Journal of Diversity Management — First Quarter 2008 Volume 3, Number 1

Finding Five

No statistically significant relationship was found between manager’s locus of control and selected
demographics (age, work tenure, management levels, gender, education and industry types). Overall, respondents
reported a mean I-E score of 6.9. The overall mean age reported by the respondents was 46.9. What should be
noted is that this group of respondents was highly internal and an older group.

One hundred forty three respondents, a total of the largest group, had worked for their present firm for 6
months to 10 years. Twelve respondents had worked for their present firm for 6 months and had a mean I-E score of
6.1. Sixteen respondents had worked for their present firm for 1 year with a mean I-E score of 7.8. Thirty-two
respondents had worked for their present firm for 2 years with a mean I-E score of 5.6. Twenty-six respondents had
worked for their present firm for 3 years with a mean I-E score of 7.3, while twenty-seven respondents had worked
for their present firm for 4 years with a mean I-E score of 6. Nineteen respondents had worked for their present firm
for 5 years with a mean I-E score of 7.8, and 11 respondents had worked for their present firm for 10 years with a
mean I-E score of 7.

Eighty-nine respondents had a bachelor’s degree and had a mean I-E score of 6.9. Fifty-seven respondents
had a master’s degree plus, with a mean I-E score of 6.7. Fifty respondents had a master’s degree and had a mean |-
E score of 7.2, and fifteen respondents had some college and had a mean I-E score of 6.6. Only three respondents
were high school graduates and had a mean I-E score of 3.3, representing the lowest mean I-E score. Overall,
respondents reported a high level of education and a relatively high degree of internality.

One hundred seventy-five male respondents exhibited lower (more internal) mean I-E scores than the 39
females respondents. The mean I-E scores were 6.7 and 7.6 respectively. One hundred twenty-eight upper or
executive level managers exhibited the lowest mean I-E scores of 6.6. Middle management reported mean I-E
scores of 7.3 and first-line management reported mean I-E scores of 7.1. Overall, respondents reported a relatively
high degree of internality. Not surprisingly, executive level employees exhibited the highest degree of internality.
Individuals with a high desire for increased job satisfaction and high self-esteem tend to be motivated to improve
their quality of life. These are the very individuals corporate America wants to place in top management positions.

Thirty respondents from the transportation, communication and utilities industry exhibited the lowest mean
I-E scores of 6.2. Fifty-four respondents from the finance, insurance and real estate industry exhibited the highest
mean I-E score of 7.5. The 51 respondents of the manufacturing industry reported a mean I-E score of 6.8. The 35
wholesale and retail industry respondents reported a mean I-E score of 6.3, and the 39 respondents working in a
service industry reported a mean I-E score of 7.1.

The implication of this finding from the perspective of a manager or executive level employee is that locus
of control and selected demographics may not have any impact on how ethical a newly hired employee will be.

Finding Six

No statistically significant relationships were found between selected demographics (gender, and industry
types) and organizational ethical climate types (Caring, Law and Code, Rule, Instrumental, and Independent).

Gender versus ethical climate types was not statistically significant in this study. This finding supports
Rest (1979)(1988), Derry (1989), and Harris’ (1990) theory that no differences between males and females moral
reasoning ability appears in a corporate setting.

As indicated in the descriptive statistics the majority of both male and female respondents perceived their
organizational ethical work climate type to be Rule.
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Industry types versus ethical climate types was not statistically significant in this study. As indicated in the
descriptive statistics it seems that some industries might be prone to lower or higher levels of ethical climate types;
however, statistical significance was not found in this study.

The implication of this finding, from a managerial or executive level employee’s stand-point, is that gender
and the industry experience of a new manager may have no impact on the potential success of the new manager’s
ability to help set the organizational ethical tone of that desired corporation.

A number of significant correlations were found that have the potential to impact individual managers and
their organizations. A statistically significant relationship was found between age and organizational ethical climate
types (Caring, Law and Code, Rule, Instrumental, and Independence). Another major finding from this study
indicates a statistically significant relationship between management levels and organizational ethical climate. A
statistically significant relationship was also found between the manufacturing industry’s “P” score and the service
industry’s “P” scores. A statistically significant relationship was found between tenure and ethical climate types.
Another finding from this study indicated a statistically significant relationship between education and ethical
climate types. Also a statistically significant relationship was found between the selected demographics (industry
types and gender) and the moral reasoning ability of individual managers.

RECOMMENDATIONS

The following recommendations are divided into two sections: recommendations for the field and
recommendations for future research.

Recommendations For The Field

1. Managers or executive level employees might want to keep in mind that gender and the industry experience
of a new employee might have an impact on his/her moral reasoning.
2. The result of this study might indicate that differences between males and females are not apparent in

strong organizational cultures because men and women are trained to think and judge as corporate
members. If this is true managers need to examine whether an ethical dilemma or decision would require
an individual to have more of a justice or caring orientation in order to solve the particular problem in that
situation more ethically. Managers may need to use a justice orientation, as there are so many stakeholders
that are involved or impacted when such decisions are made.

Recommendations For Future Research

1. Future research should investigate the relationship between industry types, gender and moral reasoning.
Managers who move from organization to organization travel with their professional baggage from
previous positions, which may influence their moral reasoning. It would be beneficial to understand as
much as possible the subtle variations that could affect a manager’s moral reasoning.

2. Given the results of the various studies that have been conducted on the topic of gender and its relationship
to moral reasoning, and given the varied results of these studies, further research is required. Further
research could attempt to determine why differences found between managerial and executive women and
males exist or do not exist. It could address specific factors by approaching the issue from a qualitative
approach rather than the quantitative one used here. Interviews may offer more depth to the findings of this
research and enhance its findings.

3. Further studies should be undertaken to ascertain whether corporate culture, the nature of the management
position or other variables cause men and women to demonstrate similar or difference decision making
processes when dealing with ethical dilemmas and moral reasoning in the work place. This study did not
support Gilligan’s theory; however a larger sample should be derived in future studies, in order to increase
the statistical power of the analysis concerning gender.

4, Further research should be conducted on how locus of control impacts the various factors of age, work
tenure, management levels, gender, education and industry types.
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5.

Future research should investigate the relationship between gender and industry types and organizational
ethical climate types. It would be beneficial to understand as much as possible how these variables affect
variations in ethical climate types.

An analysis may be conducted of other professional organizations and groups, such as accountants,
lawyers, doctors, and educators.

It would also be revealing to follow the individual business managers from selected industries on a
longitudinal basis to determine the changes in their levels and positions over time and how time impacts
their moral reasoning ability. Periodic examination over a number of years could reveal insight into how
these changes affect the moral reasoning ability of selected business managers.

Additional research across industry types should be conducted to assess what if any differences occur in
moral reasoning among those industries.

CONCLUDING COMMENTS

The value of ethical reasoning is that it is a premise upon which our country and our business enterprises

are founded. High moral reasoning and the continued development of ethical standards are goals to which our
government, businesses, and educational system must ascribe to.

Corporate America today must have higher ethics than ever before to ensure ethical soundness. They must

accept responsibilities with respect to the environment; and that product safety and healthier working conditions
must continue to improve as they have immensely improved in comparison to years past; and that racial and gender
discrimination must continue to decrease. This is why it would be beneficial to understand as much as possible how
ethical considerations impact on an organization’s strategies and actions.
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