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Abstract

Using a sample of 101 employees from a community-based health care agency
in the southern U.S., we empirically examined the relationships between orga-
nizational dissent and idealism, relativism, and corporate ethical values. The
results indicated that idealism and dissent were negatively related, relativism
and dissent were unrelated, and corporate ethical values and dissent were
positively associated. The findings suggest that both individual and organiza-
tional factors should be noted when assessing dissent.

Individual judgments concerning the ethics or morality of specific actions
are typically the focus of ethical decision-making studies. Models produced
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in these studies generally propose a causal linkage between ethical judg-
ments regarding an action and an individual’s behavioral intentions (Barnett,
Bass & Brown, 1994; Dubinsky & Loken, 1989; Hunt & Vitell, 1986; Jones,
1991) or an individual’s actual behavior with regard to ethical issues (Barnett
et al., 1994; Trevino, 1986). Forsyth (1992) states that judgments arc influ-
enced by personal moral philosophies such as idealism, which relates to the
concern for others, and relativism, which refers to the rejection of common
moral rules. In addition to personal moral philosophies, contextual factors
such as rewards, rules, and codes also influence ethical decisions (Trevino,
Butterficld & McCabe, 1998). Corporate ethical values, which are com-
prised of many contextual factors, establish ethical standards that influence
individual choices (Conner & Becker, 1975; Hunt, Wood & Chonko, 1989:
Jansen & Von Gilnow, 1985), and they have been theorized to influence
individual actions in organizations as well (Hunt et al., 1989; Yankelovich,
1971).

Dissent, which is a form of individual behavior, has also received considerable
attention by both practitioners and scholars in the past two decades (Near,
Baucus & Micel, 1993). Dissent is an individual’s expression of disagreement
with an organization’s practices, policies and operations (Kassing, 1998), and
serves as a form of corrective employee feedback (Hegstrom, 1995), which is
nccessary for organizational success (Kassing, 1998; Thompkins, 1977). Since
personal moral philosophics and organizational ethical values are theoretically
linked to cthical judgments, the purpose of this study is to investigate the role of
dissent in cthical issues by examining how idealism, relativism, and corporate
cthical values influence the expression of dissent. Figure 1 outlines the study’s
framework and intent.

Organizational Dissent

Kassing (1998) defines dissent as a multi-step process that involves feeling
apart from onc’s organization and is driven by (1) the recognition of wrongdo-
ing, (2) the need for intervention, (3) perceived responsibility, and (4) the
screening of alternatives. Dissent is essentially an individual’s expression of
disagreecment with an organization’s practices, policies, and operations (Kassing,
1998). The majority of the rescarch on dissent has failed to consider the entire
range of dissenting behavior, with most studies focusing on whistle-blowing
(Dozier & Miceli, 1985), which is an extreme case of dissent (Kassing, 1998).
Whistle-blowing involves the disclosure of unethical practices to people both
inside and outside of the organization who possess the ability to initiate change
(Miceli & Near, 1985; Redding, 1985; Stewart, 1980). Although such actions
may present a threat to the formal chain-of-command (Stone, 1975), whistle-
blowing can improve long-term organizational effectiveness (Brief &
Motowidlow, 1986).
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Figure 1

An Ethics Framework of Organizational Dissent
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Dissent is broader than whistle-blowing in terms of the audiences to whom
disagreements are expressed (Kassing, 1998). It is considered to be an anteced-
ent to whistle-blowing because whistle-blowers tend to express their disagree-
ments within the organizations initially and only turn to public, external sources
when organizations are unresponsive to their concerns (Stewart, 1980). Kassing
(1998) argues that many employees assess available strategies for expressing
dissent in response to individual, relational and organizational influences, and
that they actually express dissent after considering whether they will be per-
ceived as adversarial or constructive and the likelihood that they will be retali-
ated against for expressing dissent.

Kassing (1998) also suggests that individuals use articulated, latent, and dis-
placed methods for expressing dissent. Articulated dissent involves expressing
concerns directly and openly with management, supervisors, and corporate
officers who can effectively adjust the wrongdoing within organizations and
occurs when employees believe that they will be perceived as constructive and
that their dissent will not lead to retaliation. Latent dissent involves expressing
dissent about personal-advantage issues to people who are captive or influential,
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and occurs when employees believe that they will be perceived as adversarial
but also feel they have some safeguard against retaliation. And finally, displaced
dissentinvolves expressing dissent to external audiences (like spouses/partners,
family members, and non-work friends) and/or to ineffectual internal audience
(like fellow coworkers who have no ability to address the dissent concern
directly). Displaced dissenters believe that their behavior is perceived as
adversarial and will be answered with retaliation (Kassing, 1998).

Ethical Ideology

Personal moral philosophies have been linked to cthical decisions (Barnett,
Bass & Brown, 1996, 1994; Forsyth, 1992, 1980; Hunt & Vasquecz-Parraga,
1993: Hunt & Vitell 1993, 1986; Schlenker & Forsyth, 1977). A personal moral
philosophy is defined as a set of beliefs, attitudes, and values that provide a
framework for considering cthical dilemmas (Barnett ct al., 1994), and they
offer guidance to individuals as they make ethical judgments (Forsyth & Nye,
1990). More specifically, Forsyth (1992) concluded that moral philosophies
might influence judgments of certain business practices and decisions to engage
in those practices. There are many individual personal philosophies (Forsyth,
1992), but the ethics literature focuses particularly on relativism and idealism.

A highly relativistic individual espouses a personal moral philosophy based on
skepticism, which assumes “that it is impossible to develop or follow universal
principles” when making decisions (Barnett et al., 1994, p. 471). Highly relativ-
istic individuals feel that moral actions depend on the nature of the situation and
the individuals involved so that when judging others, they weigh the circum-
stances more than the ethical principle that was violated. Thus, individuals
scoring high in relativism tend to reject the notion of an overriding moral code
(Barnett ct al., 1994; Vitell, Rallapalli & Singhapakdi, 1993), and individuals
scoring low in relativism support only those moral actions that are founded in
moral principle, norms, or law (Forsyth, 1992). Idealism describes a concern for
others, and highly idealistic individuals believe that morally “right” behavior
leads to good or positive consequences (Vitell et al., 1993). A highly idealistic
individual feels that harming others is always avoidable and will not act in a
manner that lcads to negative consequences. A low idealistic individual believes
that harm will sometimes be necessary to produce good (Forsyth, 1992, 1980;
Schlenker & Forsyth, 1977). Consequently, Forsyth (1980) describes a model of
personal moral philosophy that focus on both principles and consequences.

Empirical studies generally suggest that individuals who subscribe to different
ethical ideologies vary in their judgments of ethical issues (Barnett, Bass &
Brown, 1998; Barnett et al., 1994, Forsyth, 1981; Forsyth & Pope, 1984).
Forsyth (1980) concluded that students scoring high in idealism and low in
relativism tended to judge cthical issues harsher than other students. Barnett et
al. (1994) examined how business students’ ethical ideologies affected their



Spring 2001  Valentine et al.: Expressing Organizational Dissent 75

ethical judgments in various business situations. Results indicated that highly
idealistic individuals’ judgments were harsher compared to those from others,
while individuals classified as low idealists and high relativists were the most
lenient in their ethical judgments. And finally, Barnett et al. (1998) concluded
that individuals classified as highly idealistic and non-relativistic judged ethical
issues more harshly than other individuals using a national sample of marketing
professionals (Barnett et al., 1998).

The relationship between ethical ideology and intention to report a peer’s
wrongdoing has been explored (Barnett et al., 1996). Peer reporting involves
telling an authority figure about a person’s unethical actions and is considered a
specific type of whistle-blowing (Trevino & Victor, 1992). Barnett et al. (1996)
found that individuals who were classified as highly idealistic and low relativ-
istic were more likely to consider reporting a peer’s cheating as ethical. Indi-
viduals who believed reporting a peer’s cheating was ethical were more likely to
say they would report a peer’s cheating. Since the theory of reasoned action
suggests that individuals’ attitudes or judgments influence their behavioral in-
tentions, and that behavioral intentions are predictive of behavior (Ajzen &
Fishbein, 1980), there is reason to believe that ethical ideology may also influ-
ence dissent.

Highly idealistic individuals are generally concerned with the welfare of oth-
ers. Trevino and Victor (1992) found that these individuals are more likely to
perceive peer reporting as ethical when the wrongdoing has the potential to harm
the group as a whole. Forsyth and Nye (1990) found that low relativistic indi-
viduals were less likely than high relativists to violate a social norm for personal
gain. Similarly, Barnett et al. (1996) suggested that individuals scoring high in
relativism may be more likely to excuse unethical behavior if it is self-benefi-
cial, and therefore, be less likely to be a whistleblower than a low relativist.
Based on the above discussion, the following hypotheses are presented:

Hypothesis 1: Idealism will be positively related to organiza-
tional dissent.

Hypothesis 2: Relativism will be negatively related 1o organi-
zational dissent.

Corporate Ethical Values

Liedtka (1991) indicated that people rather than organizations make decisions.
However, organizations do have core values that represent the corporate prin-
ciples and beliefs, and these values play an important role in individual deci-
sions (Hunt et al., 1989; Liedtka, 1991, Schein, 1985; Selznick, 1957). Corpo-
rate values are a major facet of corporate culture (Hunt et al., 1989), which tends
to define what is and is not appropriate behavior within an organization (Akaah,
1993; Akaah & Riordan, 1990; Trevino 1986). Corporate ethical values are a
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composite of managers’ ethical values and the formal and informal ethics poli-
cies of an organization, and they establish and maintain ethical standards by
which individual choices are influenced (Conner & Becker, 1975; Hunt et al.,
1989; Jansen & Von Glinow, 1985). According to Trevino and Youngblood
(1990), such an ethical culture encourages ethical behavior through various
formal and informal social networks.

Weaver, Trevino, and Cochran (1999) state that organizational ethical values
can be defined through control theory and managerial choice theory. Control
theory outlines the scope of the ethics program and its compliance structure,
while managerial choice theory suggests that various environmental factors and
the level of managerial commitment to ethics programs influence the character-
istics of the program. Weaver et al. (1999) conclude that while control theory is
instrumental in the formation of ethical programs, management and environ-
mental factors influence the program’s dimensions.

Trevino, Weaver, Gibson and Toffler (1999) emphasize that although control
theory is important, a values-based approach for ethics programs ensures a
stronger commitment to ethical behavior. Although it is important for employ-
ees to recognize ethical issues, it is even more imperative for them to act
ethically. In addition, employees need to be comfortable enough with their
supervisors to discuss ethical issues without the fear of punishment. With super-
visory support, Trevino et al. (1999) note that companies can develop and
successfully implement ethics programs.

Several U.S. corporations have implemented formal ethics programs, many of
which have varying characteristics. Ethics programs typically include ethics
codes, ethics committees, communications systems, ethics officers, training
programs, and various disciplinary procedures. Although the amount of control
over these programs varies by organization, they are generally developed to
monitor ethical conduct and to punish those who do not abide by set standards.
Weaver et al. (1999) refers to such programs as compliance+oriented. Alterna-
tively, values-oriented ethics programs focus on the development of shared
values that encourage ethical conduct.

Empirical efforts have generally highlighted a consistent relationship between
organizational ethical values and ethical behavior. Gaertner (1991) found that a
number of ethical climate dimensions influenced ethical decision-making indi-
rectly. Trevino et al. (1998) concluded that various measures of ethical context
were strongly associated with both individual behavior and commitment. Stms
and Keenan (1998) concluded that external whistleblowing was influenced by
both organization and individual characteristics. And finally, a number of stud-
ies (Conner & Becker 1975; Haberstroh & Gerwin, 1972; Hunt et al., 1989;
Jansen & Von Glinow, 1985; Trevino et al., 1998) have also indicated that there
is a relationship between various types of corporate ethical programs and em-
ployee behavior. Based on previous empirical efforts, the following hypothesis
is presented.
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Hypothesis 3: Corporate ethical values will be positively re-
lated to organizational dissent.

Methods

Data were obtained by means of a self-administered questionnaire distributed
to approximately 250 employees employed at a community-based health care
agency in the southern United States, and a sample of 101 respondents was
obtained. The total survey count yielded an approximate response rate of 40%.
The questionnaire included the Ethical Position Questionnaire (EPQ), the Cor-
porate Ethical Values Scale (CEV), the Organizational Dissent Scale (ODS), and
various items that measured demographic and professional characteristics. Ex-
amples of scale items are provided in Appendix A.

Forsyth (1980) developed the EPQ to evaluate an individual’s personal moral
philosophy and to tap the degree to which an individual is relativistic, or regards
universal moral principles, and the degree to which an individual is idealistic, or
regards the consequences of actions. The EPQ is a 20-item, 9-point Likert-type
scale ranging from 1 (strongly disagree) to 9 (strongly agree), and ten items
measure relativism and ten items measure idealism (Barnettetal., 1994; Forsyth,
1980). The CEV scale developed by Hunt et al. (1989) is a five-item, seven-point
Likert-type scale ranging from 1 (strongly disagree) to 7 (strongly agree). The
scale measures individual perceptions of managerial behavior, concerns for
ethical standards, and the extent to which ethical behavior is rewarded. The ODS
was developed by Kassing (1998) and measures how employees express their
concerns at work. The scale utilizes a five-point Likert-type scale ranging from
1 (strongly disagree) to 5 (strongly agree), and contains 20 items that measure
various dimensions of dissent. Reliability analysis was conducted, and accept-
able coefficient alphas for organizational dissent (o = .79), idealism (o = .77),
relativism (o = .81), and corporate ethical values (0t = .88) were obtained.

Results

A summary of the sample characteristics is presented in Table 1. Approxi-
mately 77% of the respondents were female, and nearly 69% of the sample was
comprised of Anglo-Americans. Over half of the respondents (60%) were mar-
ried, and 61% of the respondents had a Bachelor’s degree or some college. The
majority of the respondents (73%) earned less than $30,000 per year, and the
total household income was less than $50,000 for 61%, between $50,000-80,000
for 21% and over $80,000 for 18%. Thirty-seven percent of the respondents
were professionals within the company, 21% were clerical, 17% were in man-
agement, and 14% were technical.
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Table 1
Characteristics of the Sample
Variable Frequency Valid % Cumulative %
Female 71 71.2 77.2
Sex Male 21 22.8 100.0
Total 92 100.0
Single 23 245 24.5
Marital Married 56 59.6 84.0
Status Divorced 15 16.0 100.0
Widowed 0 .0
Total 94 100.0
Minority  Anglo American 60 68.2 68.2
Status Minority 28 31.8 100.0
Total 88 100.0
Some H.S 2 2.2 22
H.S. Grad 30 17.2 19.4
Some College 15 323 51.7
Education Bachelors 16 29.0 80.7
Masters 27 16.1 96.8
Doctorate 3 32 100.0
Total 93 100.0
Management 15 16.9 16.9
Professional 33 37.1 54.0
Level at Clerical 19 21.3 75.3
Company Technical 12 13.5 88.8
Other 10 11.2 100.0
Total 89 100.0
< 20,000 15 16.7 16.7
20-29,999 12 13.3 30.0
30-39,999 15 16.7 46.7
40-49,999 13 14.4 61.1
Household 50-59,999 4 44 65.5
Income 60-69,999 6 6.7 72.2
70-79,999 9 10.0 82.2
80-89,999 3 3.3 85.5
90-99,999 5 5.6 91.1
> 100,000 8 8.9 100.0
Total 90 100.0
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Table 1
Characteristics of the Sample (cont’d)

Variable Frequency Valid % Cumulative %
< 20,000 33 36.7 36.7
20-29,999 33 36.7 734
30-39,999 12 13.3 86.7

Personal  40-49,999 5 5.6 923

Annual 50-59,999 2 22 94.5

Income 60-69,999 2 2.2 96.7
70-79,999 1 .0 96.7
80-89,999 0 1.1 97.8
90-99,999 1 2.2 100.0
> 100,000 2 0 100.0
Total 91 100.0

Descriptive statistics and the results of the correlation analysis are presented in
Table 2. Respondents’ average age in years was 40, and average tenure with the
company was 4.5 years. The mean score for organizational dissent was 60.97
(maximum = 100), which indicated that the respondents as a whole were slightly
inclined toward dissent. The mean score for idealism was 7.37, and the mean
score for relativism was 4.80 (maximum for both = 9), which implied that
sample members were moderately idealistic. The mean score for corporate
ethical values was 4.65 (maximum = 7), and this value indicates that the envi-
ronment was perceived as just slightly ethical. Overall, dissent exhibited a
statistically significant negative relationship withidealism (r=-.23, p <.05) and
a statistically significant positive relationship with corporate ethical values (r =
22, p <.05). With reference to the demographic variables, gender (being male)
was negatively related to idealism (r = -.24, p < .05), while minority status
(being a non-white) was positively related to relativism (r = .33, p < .01).

Hierarchical regression was employed to test the hypotheses of the study, and
the results of the analysis are presented in Table 3. Since various demographic
factors have been found to influence ethics-related constructs (see Ford &
Richardson, 1994, for detailed summary of previous research), these factors
were entered into the regression equation first as control variables. Upon entry,
the demographic variables caused a marginally significant change in the model
Rof .15 (p < .10). Standardized regression coefficients indicated that education
level and organizational dissent were marginally related (B =.23, p <.10), while
organizational tenure and dissent were positively related (§ = .28, p < .05).
These findings support previous research that has determined that both experi-
ence and education tend to increase ethical judgments (Dawson, 1997; Glover,
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Bumpus, Logan & Ciesla, 1997; Ford & Richardson, 1994). The two ethical
ideologies and corporate ethical values were then added to the model, which
resulted in a significant change in the model R? of .14 (p < .05) and a significant
overall Model F of 2.88 (p < .01). Standardized regression coefficients revealed
a negative relationship between dissent and idealism (§ = -.24, p < .05) and a
positive relationship between corporate ethical values and dissent (B = .35, p<
Oh).

Table 2
Correlation Analysis

Variable Mean SD 1 2 3 4 5 6 7 8 9

1. Organizational

Dissent 60.97 941 —
2. 1dealism 737 112 -23—
3. Relativism 480 156 -12 .08 —

4. Corporate
Ethical Values 465 159 22 08 -15—

5. Age 3988 11.15 -05 -06 -08 14—

6. Gender 123 42 -0 -24 -06 .12 16 —

7. Minority Status 1,32 47 16 .09 33 -0f .00 .13—

8. Education 348 135 19 -06 -19 07 .11 -02 -15—

9. Organizational
Tenure 450 417 10 -05 02 -21 36 -07 04 04—

Notes: Correlations greater in magnitude than .21 are significant at the 0.05 level.
Correlations greater in magnitude than 32 are significant at the 0.01 level.
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Table 3
Hierarchical Regression Analysis
Step 1 Step 2
Independent Standardized Standardized
Variable Coefficients Coefficients
Age 13 21 7
Gender -.02 =10
Minority Status -.16 -13
Education Level 23 A A5
Organizational Tenure 28 * 36 **
Idealism -24 *
Relativism -.01
Corporate Ethical Values 35 *#
Change in R’ A5 14
Change in F 202 » 3.82 *
Overall R? 15 .29
Overall Adjusted R? 07 19
Overall Model F 2.02 ~ 2.88 **

**p<.Ol
*p<.05
“p<.10

Discussion of Findings and Conclusions

We hypothesized that organizational dissent would more likely be exhibited by
individuals whose responses were consistent with having idealistic views. The
results indicated that the opposite was true among the individuals in the sample,
with idealism sharing a negative association with organizational dissent. Also,
the hypothesis that relativism was negatively related to organizational dissent
was not supported by the regression results. The hypothesis that corporate
ethical values would positively influence organizational dissent was supported
by the data.

Our results implied that personal moral philosophies marginally influence
organizational dissent. Specifically, the findings indicated that idealistic views
might limit the exhibition of dissent to superiors and to fellow employees, while
relativistic views were not related to dissent. These results were unexpected
given previous work in this area, but they may be accounted for in several ways.
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Since “individuals who are highly idealistic have an overriding concern for the
welfare of others” (Barnett et al., 1996, p. 1163), idealists may avoid dissent
because they have compassion for those involved in a questionably activity.
Essentially, they may exercise tacit approval to protect the people or companies
involved in the ethical dilemmas. The social practices within the organization,
the quality of the supervisor-subordinate relationships, and other situational
conditions present in the organization may also have caused this negative asso-
ciation (Kassing & Avigis, 1999). For example, respondents may have belicved
that morally questionable acts in the company did not directly harm organiza-
tional members. High scores in idealism would therefore cause individuals to
accept such acts since they do not adversely affect the welfare of others. The
organization’s culture may have also prompted the negative relationship be-
tween idealism and dissent. Organizational culture defines generally preferred
practices, and a culture that treats dissent as a behavior that adversely affects the
well being of others might discourage dissent among highly idealistic individu-
als.

Relativism and dissent were unrelated in this study, and the variables’
conceptual distinctions can be used to explain this finding. While relativism
involves the degree to which individuals reject universal moral codes, dis-
sent involves an individual’s expression of disagreement about organiza-
tional practices, which would make any relationship that exists between
these two variables complex and inconsistent. Both individuals who score
high in relativism and individuals who score low in relativism could essen-
tially express dissent about an unethical situation or act, but they would have
different reasons for doing so. Highly relativistic employees would express
dissent because they feel the circumstances of a morally questionable situa-
tion are inherently deleterious, while employees scoring low in relativism
employees would express dissent because they accept the notion of universal
moral principles. Clearly, additional research is needed to clarify this seem-
ingly complicated relationship.

Corporate ethical values were found to positively influence organizational
dissent in this company. The relationship between corporate ethical values and
the exhibition of organizational dissent was expected and provides further sup-
port for the link between organizational culture and individual conduct. Unlike
many of the personal factors that are typically beyond an organization’s control,
corporate cultures and ethical values can be cultivated and managed by company
leaders. Consequently, managers need to support corporate ethics programs and
promote their integration throughout all levels of the organization, as well as
ensure “open door” policies that facilitate the expression of dissent. A relatively
useful business strategy would include developing formal codes of conduct or
corporate codes of ethics that provide guidance about standards of behavior. By
outwardly promoting a culture of ethical sensitivity and awareness, companies
may be able to systematically improve ethical decisions.
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The correlation analysis indicated that males tended to be less idealistic com-
pared to women, and several post hoc inferences can be made. Some research
illustrates that women tend to think and behave more ethically compared to men
(see Ford & Richardson, 1994), which may suggest that women are more ideal-
istic. For instance, women have strong intentions to whistle-blow when faced
with a morally questionable situation (Wise, Barnett & Brown, 1997), and this
may be caused by their concern for the well being of others. Some research also
indicates that women favor relationship building, egalitarianism, and nurturing
more than do men (see Valentine & Godkin, 2000).

The correlation analysis also implied that members of minority groups tended
to be more relativistic compared to Anglos. While race has not been extensively
explored in the ethics literature, some differences across various racial groups
have been noted. For instance, Tsalikis and Nwachukwu (1988) found black
students and white students held different ethical views about price discrimina-
tion. Similarly, McCuddy and Perry (1996) found that individual perceptions of
ethical standards varied across different racial groups. Relativism may indeed
influence these relationships since high relativism tends to negatively influence
ethical decisions.

Even though the results of this study are promising, the study had several key
limitations that must be highlighted. Most notably, the sample size was rela-
tively small, and the sample was taken from just one health care organization,
which reduces the ability to externalize results and increases the probability of
sample bias. For instance, there may be reason to believe that health care
professionals score relatively high in idealism since many of the organizations
for which they work uniquely prescribe highly constructive cultures (Peterson,
Cooper & Scherer, 2000; Seago, 2000), and these sample characteristics could
have influenced the findings. Sample homogeneity may have also influenced the
results of the study since women, who scored high in idealism, composed over
three-quarters of the sample, and well over half of the participants were Anglos,
who scored low relativism, Furthermore, the fact that the corporate ethical
values construct was measured through individual perceptions must be empha-
sized. If these values had been measured as a singular corporate-level construct,
the analysis may have provided quite different results.

Overall, the results of this study imply that dissent is influenced by both
individual and organizational principles. Future studies should further clarify
these relationships by obtaining much larger cross-sectional samples from a
variety of organizations. Future research should also examine how both gender
and race influence ethical judgments through both idealism and relativism. Such
research would provide further insight into the complex nature of ethical deci-
sions.
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Appendix A
Scale Item Examples

Organizational Dissent Scale — Kassing (1998)
I am hesitant to raisc questions or contradictory opinions in my organization.
I refusc to discuss work concerns at home.

I criticize incfficiency in this organization in {ront of everyone.

Ethical Position Questionnaire — Forsyth (1980)
ldealism

A person should make certain that their actions never intentionally harm another even to a
small degree.

Risks to another should never be tolerated, irrespective of how small the risks might be.
The existence of potential harm to others is always wrong, irrespective of the bencfits to be
gained.

Relativism

There are no ethical principles that are so important that they should be part of any ethics
codes.

What is cthical varies from one situation to another.

Ditterent types of moralities cannot be compared as to “rightness™.

Corporate Ethical Values Scale — Hunt, Wood & Chonko (1989)
Managers in my company often engage in behaviors that I consider to be unethical.
In order to succeed in my company, it is often necessary to compromise one’s ethics.

Top management in my company has let it be known in no uncertain terms that unethical
behaviors will not be tolerated.
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