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Taylore Matthew
		Jumping into ethical climate theory
Ethical climate theory is a perception shared between the members of an organization that shows the correct behavior. [Be careful. You are close to plagiarism here.] Whereby Members of the organization believe that moral reasoning forms needs for deciding within the firm. However, the ethical climate categorizes into different types: independence climate, which encourages the decisions depending on the moral beliefs of a person; instrumental weather, which deals with promoting in serving the interest of the organization and caring environment, encourages being concerned for others. However, establishing an ethical environment, communication on ethical expectations, and protective mechanisms are needed since the employees look up to the top management and rewarding open acts that are ethical and punishing unethical actions. Below is a discussion of the outcomes of ethical climates and moderating the relationships of ethical environments. [Citation?]
Victor and Cullen were the people that introduced the ethical climate framework in 1987 and 1988. [You should cite Victor and Cullen’s article here.] Also, in the management literature, the burgeoning of ethical research has been witnessed. [You can add a few citations here.] Moreover, developing a moral climate is the policies, leadership, practices, and influence on an organization's decision-making. Relationships with employees, such as the organization's commitment, are examined by early work on ethical climates. Moreover, growing research that links ethical environments to the behaviors and outcomes in the workplace had witnessed. Though, the study made by Simha and Cullen in 2012 shows that they omitted the recent work which had the examination of the influence and the outcome of the performance of ethical climates. [Cite Simha and Cullen’s work here.] Also, there was an omission of the concerns on the methodological that regarded the measurement of moral environment and future detailed research. [Much of this paragraph is difficult to understand. Can you clarify?]
However, the provision of a detailed review on the empirical of the antecedents and the climatic ethical outcomes shows the treatment of moral climate. [I don’t understand]. Contribution to the present study of ethical environments is essential due to its provision of a roadmap for the research in the future, which indicates avenues that are critical development and theoretical of the field.  Therefore, the potential for academic growth highlights through incorporating relevant theories such as the social information processing theory and institutional theory. Also, the need for more highlights according to empirical points of view and more work on ethical climates at the levels of analysis, dynamic nature, and culture affect climatic ethics.[This paragraph needs to be developed. I don’t understand much of what you are saying.]
Measurements of ethical climate categorize into egoism, principal environment, and benevolence, which are distinguished depending on the criteria of the reasoning of the intra-organization. [Explain each of these points.] Lack of reliable support from empirical led Victor and Cullen to refine the original and lower climates types to the numbers found commonly on practices such as caring, law, codes, independence, and rules. Thereby highlights how the different climate in departments and variation among individuals is less than the variation between units. Though, a note from Bronson, Victor, and Cullen show that the types of climate are all derived from an empirically observed theory. However, observation in the same study may lead to heterogeneity in organizations and lack of units in any investigation. [I don’t understand the discussion in this paragraph.]
Moreover, researchers still use the original categories of climatic ethics to establish observable ethical climates in organizational units. Also, forwarding the alternative definitions of moral climate is another method that research uses by diluting the organization's influence. Ethical climate, however, is in charge of providing the context seen in the decision-making and ethical behavior. However, the organizational role is still implicit, whereby the encompassing corporate environment deals with providing the context where individuals' decision-making occurs at work. [Again, I’m struggling to figure out what the point is here.]
Ethical climate differs from the moral constructs such as moral awareness and identity, where social context looks at in organizations that influence employees' ethical behaviors. [Be careful. Use your own words.]. The employees see the influence through collective moral reasoning that fosters. Besides, the identification of morals focuses on how morality is considered necessary in an individual's self-concept and moral awareness. Moreover, the constructs tend to focus on determining an individual ethical behavior instead of organizational drivers. Nevertheless, individuals still develop a collective moral identity, which encompasses morality as an aspect and recognizes how the collective decisions influence others. The influence can be in a way that might conflict with the ethical standards, whether morally collective identity or moral awareness at a group level.
Moral identity, which is collective and moral awareness, is seen in the organization's context whereby the interaction of employees is frequent and have a goal that they work. Ethical culture is another collective moral proposed by the researchers that have the same theory with ethical climate. The ethical climate is the subset of an organization's culture that captures the system of the organization and the control behavioral practices that deal with promoting behaviors that are ethical or unethical. Though, both the moral climate and ethical culture are concerned primarily with how similar organizations explain. Also, referring to the environment's natural features in an organization have recently begun to be given attention by the researchers in the difference between the ethical climate and ethical culture. 
An argument made by the climatic researcher shows that organizational climates, like the ethical climate, are in charge of providing evidence of the behavior for the culture within an organization through influencing individuals' behaviors. Besides, ethical culture is a source of a shared perception of the employees in practices and arrangements of the organization. The performances are put in the organization to make sure what constitutes unethical and ethical behavior is complied with, also the ethically related messages resulting from the systems and practices. However, the moral climate is a predictor that is more proximate to evil intentions than ethical culture. Recent meta-analytical work shows that when there was the inclusion of ethical culture as a predictor that had dimension in moral climate, it did not explain any unique variance in the outcome of both. Thus, concluding that ethical environment acts more of a proximate antecedent of results in honest work. 
The ethical climate measures a widely used questionnaire, which initially consisted of twenty-six items. Whereby, the respondents had to indicate a Likert-type scale that is six-point, showing the accuracy of each item and describing their work climate. Additionally, indicating turned out to be the most favored method in the measurements of the ethical environment, whether in its entirety or with modifications. Nevertheless, a measurement scale added to ten items, which, after being tested, turned out to have solid and reliable validity. However, reconsideration to both measurements of ethical climate and conceptualization due to the validation made widely. Therefore, a solid basis for the comparison of findings in between studies provided. 
Though the questionnaire uses widely, several measures have been adopted and used in previous research. According to solid theoretical reasoning and empirical data, the development of ethical climate was an alternative measure of ethical climate at the unit level. Moreover, four dimensions are captured by measuring ethical climate: collective moral judgment, sensitivity, motivation, and moral character. Thus, researchers should use a questionnaire because they provide a basis that can help measure the multidimensional nature of ethical climates that are wider. 
Schwepker’s scale is another method used for measuring ethical climate that consists of a Likert-type statement that is five-point and developed based on qualls and Puto's work. [Who are these people?] Schwepker's scale deals with measuring the perception of ethical practices in the organization, in code enforcements, and in managing ethical behaviors. Moreover, acceptable reliability and validity have been shown by Schwepker's scale and used in its entirety. Besides, measuring the ethical work climate of marketing employees involved in sales was measured using the ethical work climate scale. The scale was on ethical climatic dimensions such as trust, selling practices made by the nature of the organization, ethicality, which perceives by the peers' behaviors, and the consequences of norms violated.
[Taylore: I stopped reading here. The problem with the paper so far is that it is difficult to figure out what you are talking about. The goal in any paper is to explain your thoughts clearly. As you revise the paper, ask yourself if the average person could understand a sentence or a paragraph if you read it to that person. You can still submit a good paper, but it just needs to be understandable.]
One of the methodological concerns is the measurement of ethical climate before work and the conceptualization. However, conceptualization bases on the locus and ethical theory analysis resulted in the category of the theoretical types. The exhibition of validity in structure has been through the construct typology whereby identification of lack of consistency over the measurements of ethical climate is in before work. Thus, researchers highly recommended using a questionnaire since measurements have based on the theoretical reasoning of the sound. Secondly, cross-sectional designs cannot infer the causalities nor suffer from a likelihood that is greater and of a method that is common and biased compared to longitudinal designs. Whereby, there are a collection of variables in different time and points that are different. 
Longitudinal studies provide greater confidence by facilitating a separation, chronological of the antecedent variables from the outcome variables and the mediator. However, the provision of greater confidence by the longitudinal studies is associated with not spurious variables. Strengthening the inferences from the work that is already in existence should consider designs from longitudinal since new avenues would open up to investigate ethical climate. The investigation carried out in the new venues gives researchers a chance to ask questions on the contextual changes in the ethical climate.
The final limitation on the measurement of ethical climates is whereby ethical climates have been measured at an individual level of analysis instead of aggregating the perceptions of ethical climate to the organization. Conceptualizing ethical climate as a construct captured the employees and led to the sharing of perceptions as to the ethical climate found in the organization. Thereby, work in the future should consider examining if the meaningful ethical climate is still on at high-level analysis. 
The attention of antecedents of ethical climates is less than their outcome. Leadership identifies as the critical variable that leads to establishing and maintaining the ethical climate. Ethical leadership promoted ethical climates, which fosters adherence to ethical standards and enhances the employees' perceptions of the ethical climate in the organizations. Also, the employees' perceptions of corporate organizational practices on social responsibility led to their perceptions of the ethical leadership of top management. Lastly, the influence of managerial practices on ethical climates examined by the researchers shows a positive relationship from the employee communication practices by the managers to the climates egoistic.
Organizational practices such as human resource management are essential to developing ethical climates in their conceptual work. The ability-motivation opportunity framework concluded that opportunity and ability-enhancing practices in an organization are related to the employees' perception. Whereby the use of motivation-enhancing practices is positively related to the perception of the employees on egoistic climates. However, understaffing in a healthcare organization leads to employees having a defeatist mentality of the ethical climate because of their pressures in chronic work. The organization's practices fostered in meeting the needs of the patients and next of kin and developing behavioral standards led to a positive organizational climate.
The organizational and cultural context where the organizational context acts as the key predictor of ethical climates. Furthermore, it made ethical climate vary across sectors in industry and between organizations that are profit and non-profit-oriented. Although, no research across other climates showed a significant difference between non-family and family business. The most visible climate in non-profits was social caring, where individuals who cared were the most visible climate in the government organization. Even though in both sectors efficiency and independence were evident, law-and-code and instrumental climates were visible only in the public sector and in the non-profit sector in the rules climate. 
Individual differences where ethical climates concentrated on organizational factors rather than on the explanatory powers the differences of an individual. Employees who have jobs are more outstanding and are more likely to perceive instrumental climates. Individuals with a lower level of education have the perception of more robust instrumental and climate services. The research found that there is a significant difference in the individual nurses that perceive an ethical climate. Depending on their position, the managerial hierarchy is in line with the theory of support from the organization. Thus, the research on individual differences and ethical climate is not advanced, but it is crucial to consider the individual influence to determine the perceptions of the ethical climate.
However, the outcomes of the ethical climate are in ethical intentions, psychological state, and work behaviors. The relationship between ethical climates and work attitudes examines the outcomes of the ethical climate, such as the organization's job satisfaction and behavior. Also, satisfaction with supervision and organizational identification concluded between ethical climates as a positive association. Moreover, therefore, the influence of ethical climates on work attitude is still essential for the researchers.  Recently, knowledge extended on how the ethical climates predict different facets of the organization's commitment. However, establishing a clear and ambiguous schema in establishing and managing ethical climates that are different. It is not satisfactory in announcing to the practitioners on encouraging the benevolent and the principled climates. There is great importance in giving out clear instructions on fostering and encouraging some climates.
The critical scheme which emerges from distilling literature is the egoistic climate which is the least preferred type of climate. Since a variety of harmful and undesirable organizational outcomes has been linked with it. However, they desired a warm and principled climate since they have been linked with positive and organizational outcomes that are desirable. The inconsistencies in the measurements of ethical climates give suggestions of cases that have been studying before were not the ethical climate studied by Victor and Cullen. Whereby the uncertainty led to the difficulty to compare the results across the studies.  Classifying whether an ethical climate is good or bad does not understand the unique effects on different climates. Also, the dichotomous do not consider criteria of various ethical used in establishing ethical climates.
Ethical climates have been conducted predominantly at an individual level of analysis, with only several employees with individual levels of perception on the ethical climate to the department. Employees have been captured by conceptualizing,  given by the ethical climate, and shared the perception of the organizational climate. When an individual- level of perception is being aggregated to a higher level of analysis, demonstrating that there is an agreement between raters within the unit and the consistency relative in ratings is essential. Besides, researchers should identify whether ethical climates might be better when captured at the department or the team, which would be attractive due to the informal economies prevalent in the developed and undeveloped nations. However, the additional benefit would be seen after expanding the literature of international business and increasing the knowledge base on phenomena in countries where researchers do not study.
In conclusion, a review of empirical research on ethics has been discussed in-depth and examinations on how ethical climate has been measured and conceptualized. Critical gaps are also identified, which led to the development of research in the future with an agenda that highlights opportunities to integrate alternative perspectives with empirical opportunities for testing and advancement.
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