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and behavior among people who are in one particular position. These human characteristics

&A;)\/Ntsrdi?u influenc_e the _efficiency and effecti_veness of organization. The present stqdy aimg to investigate
Dependability the relationship between work ethics and human resources productivity in banking network of
Work ethics city of Zahedan, Iran. The study chooses a sample of 236 employees who worked for different
Human resources productivity banks in city of Zahedan, Iran in 2013. To analyze the data, Pearson correlation test, Friedman
Effectiveness ranking and independent t-test were used. The results show that there was a significant
Efficiency association between work ethics components and productivity (efficiency and effectiveness) of

human resources.
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1. Introduction

Ethics is normally considered as a set of mental and inner attributes of human being, it is also
manifested as the behaviors arising from the inner moods of human being and it is defined through its
effects. Continuing a specific behavior, the reason is that this behavior is an internal root in the depth
of one’s soul called mood and ethics. Ethics is also considered at individual behaviors limit.
However, when individual behaviors are prevalent in the society or social institutions, they are turned
into a type of collective ethics rooted in the society culture (Tulayi, 2008). Ethics philosophy
indicates philosophical issue regarding ethics including three fields of meta-ethics, normative ethics
and applied ethics (Ronaghi & Feizi, 2012). By acquiring experience for some years, many people
find that if a country attempts to have a developed economy and wins in the competition field, it
should have efficient, specialized, motivated and innovative human resources (Nosratpanah et al.,
2012). Ethics management is defined as a set of ethical principles and standards directing behavior
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and it has special importance in state management (Larbi, 2001). There are various studies performed
regarding the consideration of ethics in state management and organizations management. The
improvement of ethics in public sector plays essential role on improving the quality of the presented
services from the public organizations and increasing the organizations in public (Alvani &
Danayifard, 2001). If work ethics is present in the work life of human being, working will be good
with job satisfaction and self-actualization on one hand and people satisfaction and actualization and
development of works on the other hand (Salajeghe & Sistani, 2010). Ethical climate is a type of
work-space reflecting the organization rules and dealing with ethical results (Martin & Kulen, 2006).
Establishment of ethical behaviors in an organization depends on the respect of the policy makers and
managers to ethical values. Employees are the most valuable resources of any organization. Today,
human resources are considered as the main assets of organizations and its competitive advantage. It
can be said that worker productivity is not working hard and it is working with better planning and
more thoughts and increasing creativity (Khatami Firoozabadi & Heidari, 2012).

The management mission and objectives of any organization is associated with effective application
of the various resources such as labor force, capital, materials, energy and information. Optimal
implication of human resources is of great importance in this mission (Hamidifar, 2009) and human
resources are some of the most important productivity factors in an organization. The most important
factor to achieve optimal organization productivity is efficient resources. By increasing competition
and development of human resources development methods, the organizations attempt to keep the
talented employees and empower them to show their performance (Khatami Firoozabadi & Heidari,
2012).

To do organizational affairs, the organizations, in addition to organizational and legal criteria, need a
set of ethical and value guidance helping them in administrative behavior to create coordination and
unity of procedure to move towards good collective and general method. Normally, the organization
members accept the values relevant to their lives. The organizations are obliged to create an
environment of ethics and values in organizations (Karimi et al., 2010). As organizational ethics are
important in social life, efficiency and effectiveness of organization. In addition, due to the great
emphasizes of the authorities of the country in development of work and production culture and
recognition of elimination of work negligence and indifference to work, one of the duties of the
authorities in the country is to prepare for hard working, creativity, innovation, commitment and
responsibility in great work community. According to the views of the most of the economic experts,
productivity in Iran is very low and the lack of suitable work ethics and culture in the society is a
socio-economic problem. Thus, it is decided to identify the work ethics components based on the
underlying value system in the society in which we can evaluate the ethics of people in the
organization and improve them. The present study aims to evaluate the relationship between work
ethics and productivity (efficiency and effectiveness) of human resources. In other words, this study
tried to understand the relationship between work ethics and efficiency and effectiveness of the
employees of bank network in city of Zahedan, Iran.

2. Review of literature

Eltantawy et al. (2009) conducted a study in Europe regarding health and management productivity
and showed that work life style as a psychological factor in work place can increase productivity of
the employees. Tulayi (2008) performed an empirical investigation on 123 pharmacology employees
in Malaysia and reported that behavior could be affected by successful acts of the managers and work
experience was effective on ethical behavior of the employees. However, gender and education and
professional ethics had no significant effect on ethical behavior of the employees. Haghiri (2009)
defined the relationship between managers’ ethics dimensions including personal, organizational,
social and legal ethics with organizational commitment and job attachment of the education
employees. Okpara and Wynn (2008) investigated the impact of ethical climate on job satisfaction,
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and commitment in Nigeria and reported that there was a significant association between
organizational work ethics and job satisfaction. Pournaghdi (2009) investigated ethical issues in
information technology (IT) based organizations. Sohrabi and Khanlari (2009) investigated the
relationship between ethics IT and citizenship behavior.

3. Theoretical framework of the study and research conceptual model

The proposed model of this paper is design based on conceptual model originally developed by
Salajeghe et al. (2010) and Ghahremani Gholi Gerochian (2012). The present study investigates the
relationship between work ethics and human resources productivity and dependability, hard work,
healthy, human and religious relations at work place (consideration), collective morale and
participation (cooperation). The present study aims to investigate the relationship between work
ethics and human resources productivity and presents some solutions to develop efficiency and
effectiveness in organization.

Independent variables Dependent variable
| Dependability
Efficiency and
| Hard work effectiveness
(Productivity)
| Consideration Human
resources

| Cooperation

Fig. 1. Conceptual model of the study

Productivity: It is optimal use of various resources to produce the goods and services attracting the
consumers’ satisfaction, maximize job satisfaction of the employees and increase the desirability of
the employees’ lives in all its aspects (Saatchi, 2003).

Work ethics: It is a field of culture including the values and beliefs of work and it can be identified.
Work ethics follows the general rules of the culture and society. Work ethics of asset has various
dimensions including dependability, hard work, consideration and cooperation.

4. Study hypotheses

4.1. Main hypothesis

There is a significant association between work ethics and productivity of human resources.

4.2. Sub-hypothesis

There is a significant association between “dependability” and “efficiency and effectiveness of
human resources”.

There is a significant association between “hard work” and “efficiency and effectiveness of human
resources”.

There is a significant association between “consideration” and “efficiency and effectiveness of human
resources”.
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There is a significant association between “cooperation” and “efficiency and effectiveness of human
resources”.

5. Study method

The present study is applied and it can be used in state organizations and companies in Iran and it is
descriptive-correlation in terms of study method. The study population includes all employees of
bank in city of Zahedan in 2013 and the study selected 236 people by random sampling. The study
instrument in the present study was a 70-item questionnaire to investigate the relationship between
work ethics of the employees and productivity of human resources. 50 questions are dedicated to
work ethics factors and 21 questions are about human resources productivity. Work ethics
questionnaire of Trianosky (1990), productivity questionnaire (efficiency and effectiveness) is based
on Salajeghe et al. (2010) research investigating the relationship between work life quality and human
resources productivity in health service centers (case study: nurses of Shahid Sadughi hospital in
Yazd) and its validity was supported. To evaluate the reliability of the questionnaire, Cronbach’s
alpha was used and the reliability of the questionnaire of work ethics and human resources
productivity were calculated and presented in Table 1, which shows high reliability of measurement
instrument.

Table 1

Cronbach’s alpha of independent and dependent variables

Variable Questions Reliability
Work ethics 50 0.91
Dependability 16 0.87

Hard work 12 0.75
Consideration 14 0.78
Cooperation 8 0.89
Human productivity 21 0.88

The data analysis of the study was accomplished by SPSS software at descriptive (e.g. frequency,
percent, mean, SD, and inference statistics was used as the data are quantitative, Pearson correlation
was used to examine the hypotheses. Correlation analysis is used to evaluate the significant
association between work ethics and human resources productivity components. Friedman ranking
test is used to prioritize the productivity components and work ethics and independent t-test was also
applied. Fig. 2 shows personal characteristics of the participants. As we can observe from the results
of figure, nearly 60% of the participants were middle aged men and most of the participants hold
university degrees.

60.3
H Male ®Female H>26 H26--35 m36--45 W >45 E<=14 m16 m18 W22
Gender Age Years of educations

Fig. 2. Personal characteristics of the participants



Z. Vazifeh and M. Kiani Ghaleh Nou / Management Science Letters 4 (2014) 1143

6. The results
6.1. The results of testing hypotheses by Pearson correlation coefficient test

Table 2 shows details of our findings on testing the main hypothesis as well as sub-hypotheses of the
survey.

Table 2

Correlation coefficient between the study variables

Study hypotheses Coefficient Sig. Results
First hypothesis: Between ethics and productivity 0.608 0.01 Supported
There is an association between dependability and human resources 0.568 0.01 Supported
productivity.

There is an association between hard work and human resources 0.480 0.01 Supported
productivity.

There is an association between consideration and human resources 0.506 0.01 Supported
productivity.

There is an association between cooperation and human resources 0.542 0.01 Supported
productivity.

As shown in Table 2, there is a positive and significant association between work ethics and human
resources productivity (r=0.608, Sig.=0.01), dependability (r=0.568, Sig. = 0.01), hard work (r=0.480,
Sig. = 0.000), consideration (r=0.506, Sig. = 0.000) and cooperation (r=0.542, Sig. = 0.000). It means
that an increase of work ethics also increase human resources productivity. According to the results
of the table, among the work ethics components, dependability have the great effect and work hard
has the lowest effect on human resources productivity in an organization.

6.2. Friedman test for ranking work ethics components

In order to understand more about the effects of various ethics components the study uses Freedman
test and Table 3 shows details of our findings.

Table 3
The results of ranking work ethics component
Components Mean rank Significance level
Dependability 2.39
Consideration 2.96 0.001
Hard work 2.18
Cooperation 2.47

As shown, consideration component has the highest mean rank and hard work had the lowest mean
rank.

6.3 Friedman test to rank human resources productivity components

Table 5

The results of ranking human resources productivity component
Components Mean rank Significance level
Job satisfaction 2.43
Organizational commitment 1.97 0.001

Creativity and innovation 1.60
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As shown in table 5, job satisfaction maintains the highest mean rank followed by creativity and
innovation.

6.4. Testing the effect of gender on ethics

In order to understand the effect of gender on ethics, the study uses t-student test and Table 5
demonstrates the results of our investigation.

Table 5

The work ethics condition based on gender
Gender N Mean SD Variable t df Sig.
Man 141 15.0755 2.97 Work ethics 2.61 169.91 0.05
Woman 98 13.8223 3.62

Based on the results of Table 5, there is a significance difference between gender and work ethics.
6.5. Testing the effect of gender on productivity

Similarly, In order to understand the effect of gender on ethics, the study uses t-student test and Table
6 demonstrates the results of our investigation.

Table 6

The work ethics condition based on gender
Gender N Mean SD Variable t df Sig.
Man 141 10.485 1.953 Productivity -1.62 138 0.85
Woman 98 10.9963 1.883

Based on the results of Table 6, there is not any significant difference between gender and human
resources productivity.

7. Discussion, conclusion and recommendations

The results of this study are in line with the results of the previous studies mentioned earlier. In terms
of work ethics, the study has reported its important role as a factor for improving human resources’
productivity as well as improving total productivity of organization. Most of the behaviors and
decisions of the employees and managers in current organizations are affected by their ethical values.
As human resources at individual and group level is the most important factor of competitive
advantage, people judgment of the truth or falseness of the tasks is effective on the quality and
quantity of their performance and organization performance and its success. Thus, considering ethical
principles is an unavoidable necessity for the organizations. Based on the role and importance of
human resources productivity in determining and predicting work ethics, managers need to consider
this issue. It can prepare the organization space for productive work and the employees expect they
are behaved respectfully and nothing is harmful than the work ethics of the employees and this belief
that the organization gives no importance for the health of employees. The manager should attempt to
give rewards for the good performance of the employees and by motivational programs. They also
need to take ethics field decisions in a group to increase employees’ respects. When the employees
perform an ethical work, they are encouraged by the top managers to improve the probability of doing
other ethical works as the ethical work becomes an internal value.
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